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	Introduction

Forced labour remains one of the most serious and persistent human rights violations globally, affecting 
27.6 million people according to the latest 2022 global estimates.1 It occurs in all countries, both devel-
oped and developing, across all economic sectors and within both global and domestic supply chains. 
Forced labour is driven by multiple root causes, including informality, structural socio-economic inequal-
ities, weak enforcement of legislation, and unfair recruitment practices, among others. Forced labour, 
both privately imposed and State-imposed, remains a pervasive issue across all regions and sectors. 
Alongside the primary role and international obligations of States to eradicate forced labour, employers 
also play a critical role in contributing to its eradication. Preventing and addressing forced labour is 
therefore a key concern for companies as well as for employer and business membership organizations 
(EBMOs) that support them.

For companies, preventing and addressing forced labour is not only an ethical imperative and a matter 
of legal compliance; it is also a critical component of Responsible Business Conduct (RBC). Taking mean-
ingful action against forced labour helps to protect brand reputation, meet investor and customer ex-
pectations, comply with growing regulatory frameworks, and uphold ethical standards across operations 
and supply chains. Addressing forced labour requires not only strong legal frameworks but also practical 
guidance and tools to support companies implement effective measures in practice.

In 2008,2 the ILO and the IOE published the first edition of Combatting Forced Labour: A Handbook for 
Employers and Business, followed by the second edition in 2015.3 This third edition provides practical 
guidance to help companies identify, prevent and mitigate risks of forced labour within their operations 
and supply chains. It is grounded in international labour standards, including the ILO Forced Labour 
Convention, 1930 (No. 29)4 and its Protocol of 2014,5 as well as in the internationally endorsed frame-
works on business and human rights: the United Nations Guiding Principles on Business and Human Rights 
(UNGPs)6 and the ILO Tripartite Declaration of Principles concerning Multinational Enterprises and Social Policy 
(MNE Declaration).7 This handbook is based on the ILO definition of forced labour and its 11 indicators, 
which help to identify and assess risks of forced labour in practice.

The primary audience for this handbook includes companies (management, human resources, procure-
ment, legal, compliance, and sustainability officers); EBMOs; industry associations; multi-stakeholder 
platforms supporting RBC; and other third-parties involved in human rights due diligence (HRDD) of 
companies.

1	  ILO, Walk Free and IOM, Global Estimates of Modern Slavery: Forced Labour and Forced Marriage, 2022.
2	  ILO and IOE, Combating Forced Labour: A Handbook for Employers and Business, first edition, 2008.
3	  ILO and IOE, Combating Forced Labour: A Handbook for Employers and Business, second edition, 2015a.
4	  ILO, Forced Labour Convention, 1930 (No. 29).
5	  ILO, Protocol of 2014 to the Forced Labour Convention, 1930.
6	  United Nations, UN Guiding Principles on Business and Human Rights (UNGPs), 2011.
7	  ILO, Tripartite Declaration of Principles Concerning Multinational Enterprises and Social Policy (MNE Declaration), 2023.

https://www.ilo.org/publications/major-publications/global-estimates-modern-slavery-forced-labour-and-forced-marriage
https://www.ilo.org/publications/combating-forced-labour-handbook-employers-and-business
https://www.ilo.org/publications/combating-forced-labour-handbook-employers-and-business-0
https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:12100:0::NO::P12100_INSTRUMENT_ID:312174
https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:12100:0::NO:12100:P12100_INSTRUMENT_ID:3174672:NO
https://www.ohchr.org/sites/default/files/documents/publications/guidingprinciplesbusinesshr_en.pdf
https://www.ilo.org/publications/tripartite-declaration-principles-concerning-multinational-enterprises-and-3
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The handbook is organized into three sections: 

	X Section 1 provides foundational knowledge about what constitutes forced labour, including both 
forced labour imposed by private actors and State-imposed forced labour; and outlines the interna-
tional legal framework on forced labour; the business case for eliminating forced labour; and how 
related risks may manifest within business operations and supply chains.

	X Section 2 offers step-by-step guidance on implementing HRDD based on the UNGPs. It is organized 
around five key steps: 

	Z Step 1: Commit and embed practices to prevent and eliminate forced labour.
	Z Step 2: Identify, assess and prioritize actual and potential forced labour impacts. 
	Z Step 3: Take action on actual and potential forced labour impacts (including enabling remedy). 
	Z Step 4: Track effectiveness of implementation of measures.
	Z Step 5: Communicate how actual and potential forced labour impacts are addressed. 

This section presents practical examples of how companies have implemented these steps to guide users 
through each stage of the process. 

Figure 1 describes the due diligence steps and includes an overview of the practical tools available for 
each step. 

	X Section 3 highlights the crucial role of EBMOs in supporting their members to prevent and eliminate 
forced labour, and includes examples of EBMO initiatives from different regions.



Step 1

Step 2

Step 3

Step 4

Step 5

Commit and embed 
practices to prevent and 
eliminate forced labour

Identify, assess and 
prioritize actual and 
potential forced labour 
impacts

Take action on actual and 
potential forced labour 
impacts

Track effectiveness 
of implementation of 
measures

Communicate how actual 
and potential forced labour 
impacts are addressed

Tool 1: Developing a policy on prevention of forced 
labour

Tool 10: Indicators and measures for monitoring 
progress

Tool 11: Communicating progress

Tools to identify forced labour risks in the 
recruitment of migrant workers

Tools to identify State-imposed forced labour

Tool 2: Assessing the risks of forced labour at the 
country and sectoral levels

Tool 3: Assessing workplace-level risk based 
on the ILO’s 11 indicators of forced labour

Tool 3a: 
Document review 
checklist

Tool 8a: Principles 
of effective 
grievance 
mechanisms

Tool 4a: Steps 
for company’s 
fair recruitment 
process

Tool 3b: Direct 
observation 
checklist

Tool 8b: 
Grievance 
procedure 
example

Tool 4b: Assessing 
practices of labour 
recruiters

Tool 3c: Worker 
interview 
questionnaire

Tool 8c: 
Grievance 
mechanism form

Tool 4c: Reviewing 
recruitment fees 
and related costs

Tool 4: Assessing risks related to recruitment

Tool 5: Dealing with State-imposed forced labour 

Tool 6: Assessing risks related to compulsory prison 
labour for private entitiesTool 7: Corrective action plan for identified risks 

of forced labour

Tool 8: Grievance mechanisms to enable effective 
remedy and protection against forced labour

Tool 9: Understanding the substantive forms of 
remedy for individuals
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	X Figure 1: Tool flowchart on implementing human rights due diligence (HRDD)

These tools are not intended to be 
applied in a one-size-fits-all manner. 
Rather, they serve as flexible guidance 
that companies can tailor to their 
operational context, taking into account 
factors such as sector, country context, 
and company size. Companies are 
encouraged to identify and use the 
tools most relevant to their needs, 
depending on their exposure to risks 
and the maturity of their due diligence 
processes. Some tools may be more 
relevant to companies with complex 
supply chains or those operating in high-
risk environments, while others may 
support initial assessments or internal 
policy reviews.
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	1. Understanding forced labour and why it matters 
for companies

What is forced labour? 
Forced labour is defined in the ILO Convention No. 29 as: “All work or service which is exacted from any person 
under the menace of any penalty and for which the said person has not offered himself/herself voluntarily.” 

This definition consists of four key elements:

	X Work or service refers to any type of work, service or employment, in any activity, industry or sector, 
whether performed for the State or for private actors, including in the informal economy. 

	X Any person refers to adults and children, nationals and non-nationals, including migrant workers in 
regular or irregular situations, and refugees.

	X Menace of any penalty refers to a wide range of penalties, threats or sanctions, used to compel 
someone to work. The “menace” means that the penalty does not have to be effective; the mere threat 
is sufficient. This includes various forms of indirect and direct coercion. Therefore, the threat may be 
made directly to the person or indirectly to their co-workers or to family members.

	X Offered voluntarily refers to the free and informed consent of a worker to take a job and his or her 
freedom to leave it at any time. This condition is not met, for example, when an employer or recruiter 
makes false promises to induce a worker to accept a job that he or she would not otherwise have 
accepted.

In other words, forced labour occurs when individuals are forced to work against their will through 
coercion. Means of coercion may include actions such as withholding of wages, threat or use of vio-
lence, or restrictions on workers’ freedom of movement, among others. Forced labour is prohibited 
under international law and must be prosecuted as a criminal offence in countries that have ratified ILO 
Convention No. 29. 

It is important to note that forced labour, trafficking in persons and slavery are terms that are often used 
interchangeably. While these concepts have significant overlap (see Figure 2), they are distinct concepts, 
each is defined in international law.

Trafficking in persons is defined in the UN Protocol to Prevent, Suppress and Punish Trafficking in 
Persons8 as: “The recruitment, transportation, transfer, harbouring or receipt of persons, by means of the 
threat or use of force or other forms of coercion, of abduction, of fraud, of deception, of the abuse of power 
or of a position of vulnerability, or of the giving or receiving of payments or benefits to achieve the consent of 
a person having control over another person, for the purpose of exploitation. Exploitation shall include, at a 
minimum, the exploitation of the prostitution of others or other forms of sexual exploitation, forced labour or 
services, slavery or practices similar to slavery, servitude or the removal of organs.” 

The ILO Protocol of 2014 calls for specific action to combat trafficking in persons for the purposes of 
forced or compulsory labour.

Slavery is defined in the 1926 Slavery Convention9 as: “The status or condition of a person over whom any 
or all of the powers attaching to the right of ownership are exercised”. It refers to a situation of complete 
ownership, in which an individual is subjected to the full control of another person (the slave owner) 
who can make decisions for this individual, including in matters related to education (such as attending 
school), work (type and conditions), and private life (such as whom to marry).

8	 United Nations, Protocol to Prevent, Suppress and Punish Trafficking in Persons, Especially Women and Children, supple-
menting the United Nations Convention against Transnational Organized Crime (UNTOC), 2000. 
9	 United Nations, Slavery Convention, 1926. 

https://www.ohchr.org/en/instruments-mechanisms/instruments/protocol-prevent-suppress-and-punish-trafficking-persons
https://www.ohchr.org/en/instruments-mechanisms/instruments/protocol-prevent-suppress-and-punish-trafficking-persons
https://www.ohchr.org/en/instruments-mechanisms/instruments/slavery-convention
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	X Figure 2: How forced labour, trafficking in persons and slavery overlap 

10	 ILO, Abolition of Forced Labour Convention, 1957 (No. 105).
11	 ILO, Forced Labour (Supplementary Measures) Recommendation, 2014 (No. 203).
12	 These ILO instruments are complemented by other United Nations (UN) instruments, including the UN Slavery Convention 
of 1926, the Supplementary Convention on the Abolition of Slavery, the Slave Trade, and Institutions and Practices Similar to 
Slavery of 1956, and the Protocol to Prevent, Suppress and Punish Trafficking in Persons, Especially Women and Children.
13	  Visit the ILO Information System on International Labour Standards (NORMLEX). 
14	  ILO, General Principles and Operational Guidelines for Fair Recruitment and Definition of Recruitment Fees and Related Costs, 
2019b. For more detail information on recruitment fees and related costs, see: ILO, ILO Definition of Recruitment Fees and 
Related Costs, 2022b.
15	  ILO, Walk Free and IOM, Global Estimates of Modern Slavery, 2022. 

The main ILO instruments on forced labour are the Forced Labour Convention, 1930 (No. 29), the Abolition 
of Forced Labour Convention, 1957 (No. 105),10 the Protocol of 2014 to the Forced Labour Convention 
(P029) and the Forced Labour (Supplementary Measures) Recommendation, 2014 (No. 203).11 Together, 
these instruments form the core international framework to eliminate all forms of forced labour.12 The 
Protocol of 2014 and the Recommendation No. 203 are the most recent instruments which provide a com-
prehensive framework for prevention, protection, enforcement, access to remedies, and partnerships. 

Recognizing that forced labour represents one of the most severe forms of labour exploitation, and that 
its elimination relies on strong labour market governance and the promotion of decent work, the ILO’s 
body of international labour standards13 sets minimum requirements to support this objective. These 
include, among others:

	X Fundamental principles and rights at work.
	X Standards on labour migration, private employment agencies, labour inspection, social dialogue, griev-
ance mechanisms, violence and harassment, wage protection, working time, domestic work, and fishing.

	X The ILO’s General principles and operational guidelines for fair recruitment and definition of recruitment 
fees and related costs14 which provide guidance to promote fair and ethical recruitment practices. 

Annex 2 provide a list of the most relevant international instruments related to forced labour.

Forced labour affects millions of people around the world and remains a widespread and persistent 
global challenge. It includes both forced labour imposed by private actors and State-imposed forced 
labour. Figure 3 presents the latest global estimates of forced labour, including its regional distribution.15

Forced labour

Trafficking
in persons

Trafficking for salvery & slavery-like practice

Trafficking for labour
& sexual exploitation

Forced labour as
a result of salvery

Slavery &
slavery-like

practice

https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:12100:0::NO:12100:P12100_INSTRUMENT_ID:312250:NO
https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:12100:0::NO::P12100_INSTRUMENT_ID:3174688
https://www.un.org/en/genocideprevention/documents/atrocity-crimes/Doc.15_supplementary%20slaverytrade.pdf
https://www.un.org/en/genocideprevention/documents/atrocity-crimes/Doc.15_supplementary%20slaverytrade.pdf
https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:1:0::NO:::
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_protect/@protrav/@migrant/documents/publication/wcms_703485.pdf
https://www.fairrecruitmenthub.org/sites/default/files/2022-12/Definition_Recruitment%20fees%20and%20costs%20visual%20-%202022.pdf
https://www.fairrecruitmenthub.org/sites/default/files/2022-12/Definition_Recruitment%20fees%20and%20costs%20visual%20-%202022.pdf
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	X Figure 3: Global estimates of forced labour 

15% of adults in forced labour 
are migrant workers despite 
accounting for only around 5% of the 
global workforce. They are three 
times more likely to be in forced 
labour than non-migrant workers.

17.3 
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economy (excluding 
commercial sexual 
exploitation).

How many people are 
trapped in forced labour?  
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people are in situations of forced 
labour. That’s 3.5 people for 
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11.8 
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are women  
and girls

3.3 
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are children

Main economic sectors
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32%
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Services (such as trade, transport and 
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income countries account for 
32% and low-income countries 
account for 16%. 
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How does State-imposed forced labour manifest?
State-imposed forced labour refers to forms of forced or compulsory labour that are imposed by State 
authorities, agents acting on behalf of the State, or entities exercising authority similar to that of State, 
regardless of the branch of economic activity in which it takes place. This is a direct consequence of the 
laws, policies or practices implemented by or on the part of a State. 

Box 1 presents the circumstances that amount to State-imposed forced labour, as outlined in the ILO 
Convention No. 105. It is important to note that under no circumstances are the following forms of forced 
or compulsory labour considered lawful under international labour standards.

Box 1: State-imposed forced labour is also a business concern

Circumstances Examples 

As a means of political coercion or education, or as 
punishment for holding or expressing political 
views or views ideologically opposed to the 
established political, social or economic system.

Imposing compulsory labour as punishment for 
expressing dissent or criticism, verbally or in 
writing, of a Head of State or government officials. 
Use of compulsory labour for the “re-education” of 
political dissidents.

As a method of mobilizing labour for purposes of 
economic development.

Mobilizing citizens (public and private sector 
workers and others) to work in annual agricultural 
harvests.

As a means of labour discipline. Imposing compulsory labour as a sanction for 
“neglect of duty” by public employees. 

As a punishment for participating in strikes. Imposing compulsory labour for organizing or 
peacefully participating in a strike.

As a means of racial, social, national or religious 
discrimination.

Imposing compulsory labour on individuals of a 
specific religion as a form of political control. 

Some forms of compulsory labour required by the State are excluded from the scope of ILO Convention 
No. 29. These five exceptions are narrowly defined and permitted only under specific conditions. If these 
conditions are not met, the work may be considered State-imposed forced labour. 

Box 2 presents the circumstances when compulsory work is permitted under international labour stand-
ards, along with examples of State-imposed forced labour.

Box 2: Circumstances under which States may impose compulsory work

Circumstances Examples of non-compliance  

Any work or service exacted under laws on 
compulsory military service for work of a purely 
military character. 

Compulsory military service that involves work that 
is not of a purely military nature, such as participa-
tion in public infrastructure projects or work in 
agricultural production.

Any work or service forming part of the normal civic 
obligations of citizens of a fully self-governing 
country (e.g., jury duty). 

Compulsory work undertaken for public purposes 
which are covered by other provisions of ILO 
Conventions No. 29 or No.105, such as public works 
of general importance, or work linked to economic 
development. 
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Circumstances Examples of non-compliance  

Any work or service exacted from a person as a 
consequence of a conviction in a court of law, 
provided that the work or service is carried out 
under the supervision and control of a public 
authority and the person is not hired to or placed at 
the disposal of private individuals, companies or 
associations. 

Compulsory labour carried out by persons in 
detention who have not been convicted (e.g., 
pre-trial detainees); or work that is not voluntarily 
undertaken by prisoners in privately-managed 
prisons or for the benefit of private entities or 
individuals.  

Any work or service exacted in cases of emergency, 
such as war or of a calamity or threatened calamity, 
such as fire, flood, famine, earthquake, violent 
epidemic or epizootic disease, or invasion by 
animal, insect or vegetable pests, and in general 
any circumstance that would endanger the 
existence or well-being of the whole or part of the 
population. The duration, extent and purpose of 
such work or service must be strictly limited to what 
is required by the emergency situation. 

Work that is imposed in situations that exceed the 
strict definition of an emergency, such as the 
mobilization of persons to build roads suitable for 
mechanized transport in remote areas where such 
infrastructure is lacking; or work initiated during an 
emergency that continues after the emergency has 
ended.

Minor communal services performed by members 
of the community in the direct interest of the 
community can be considered as normal civic 
obligations incumbent upon the members of the 
community, provided that the members of the 
community or its representatives are consulted on 
the need for such services.

Compulsory labour which impinges upon the 
performance of individuals’ regular or ordinary 
employment, or which is not of a short duration or 
considered “minor”.  

Tool 5 and Tool 6 in Section 2 provide further guidance on addressing State-imposed forced labour and 
assessing risks of compulsory prison labour for private entities. 

Why is it important to ensure fair recruitment?
Fair recruitment is a key safeguard against forced labour and human trafficking. When workers are 
not misled, indebted, or controlled through unfair recruitment practices, they are far less vulnerable to 
exploitation, debt bondage, or forced labour. 

Fair recruitment refers to the process of recruiting workers in a manner that respects, protects and fulfils 
internationally recognized human rights, including international labour standards. The ILO’s General 
Principles16 set out 13 general principles that apply to all workers, including migrant workers. These prin-
ciples, cover recruitment both within and across borders, whether conducted directly by employers 
or through intermediaries. They emphasize that workers should not be charged, directly or indirectly, 
any recruitment fees or related costs, and that recruitment processes must ensure free and informed 
consent, uphold human rights, transparency, due diligence, and the rule of law, and remain free from 
deception or coercion.

The terms “recruitment fees” and “related costs” refer to any fees or costs incurred in the recruitment 
process for workers to secure employment or placement, regardless of the manner, timing or location 
of their imposition or collection.

16	 ILO, General Principles, 2019b. 
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Why should companies be concerned? The business case for 
action against forced labour? 
Forced labour in the private economy generates over US$236 billion globally in illegal profits annually.17 
This practice creates unfair competition between companies, and it also deprives governments of taxes 
and diverts public resources towards prevention, protection and enforcement measures that could oth-
erwise be allocated to other priorities. 

There are many compelling reasons why companies should play a central role in the global effort to 
eliminate forced labour, and why forced labour is detrimental for them.

Legal compliance
Almost all ILO Member States have ratified Conventions No. 29 and No. 105, and many have also ratified 
the Protocol of 2014. Upon ratification, States are required to adopt and implement legislation prohibiting 
forced labour. Companies must therefore understand and comply with national laws. 

In addition, States that have ratified the Protocol to Prevent, Suppress and Punish Trafficking in Persons, 
Especially Women and Children, are obliged to criminalize trafficking in persons, through appropriate 
legislation and other measures. Under Convention No. 29, the illegal exaction of forced or compulsory 
labour must be punishable as a criminal offence. Therefore, companies found to be involved in such 
practices may face criminal prosecution. 

Human rights
Forced labour is an internationally recognized human rights violation, as recognized in the ILO Declaration 
on Fundamental Principles and Rights at Work,18 the UN Guiding Principles on Business and Human 
Rights (UNGPs)19 and the ILO Tripartite Declaration of Principles concerning Multinational Enterprises 
and Social Policy (MNE Declaration).20 For companies, the responsibility to respect human rights is a 
global standard of expected conduct for all companies wherever they operate. It exists independently 
of States’ abilities and/or willingness to fulfil their own human rights obligations, and does not diminish 
those obligations. And it exists over and above compliance with national laws and regulations protecting 
human rights.

These international frameworks require companies to comply with national laws on forced labour and to 
respect human rights, which means avoiding causing or contributing to adverse human rights impacts 
through their own activities and address such impacts when they occur, including remedying those it has 
caused, as well as seeking to prevent or mitigate adverse human rights impacts that are directly linked to 
their operations, products or services by their business relationships, even if they have not contributed 
to those impacts. 

As a human right abuse, forced labour should always be looked for as part of a company’ HRDD. Target 
8.7 of the Sustainable Development Goals (SDGs) calls on both governments and companies for imme-
diate and effective measures to eradicate forced labour. The Alliance 8.7,21 a multi-stakeholder initiative 
facilitated by the ILO, provides a platform for partners to collaborate, share information, promising prac-
tices and lessons learned, and demonstrate progress. Partners include governments, international and 
regional organizations, employers’ and workers’ organizations, civil society organizations, academic 

17	 ILO, Profits and Poverty: The Economics of Forced Labour, 2024c.
18	 ILO, 1998 Declaration on Fundamental Principles and Rights at Work, 1998. Adopted at the 86th Session of the International 
Labour Conference (1998) and amended at the 110th Session (2022).
19	 United Nations, UN Guiding Principles, 2011.
20	 ILO, MNE Declaration, 2023.
21	 Visit the Alliance 8.7 website: www.alliance87.org.

https://www.ilo.org/publications/major-publications/profits-and-poverty-economics-forced-labour
https://www.ilo.org/sites/default/files/2024-04/ILO_1998_Declaration_EN.pdf
http://www.alliance87.org
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institutions, and other relevant stakeholders and networks. Currently, 37 Pathfinder countries22 are 
taking agreed steps to achieve SDG Target 8.7. These countries may not only be where a company is 
operating, but also where it is sourcing.

Business values and societal expectations
Avoiding causing or contributing to forced labour is not only good for business, it is also the right thing to 
do. Credible and responsible business actors share a common understanding and values that respecting 
human rights is a necessity as moral value. As key actors in society, companies must also need to adapt 
to growing societal and consumer demands asking services and products that are produced with re-
sponsible practices to grow and thrive.

Managing risks and reputation
The presence of forced labour in business operations can create reputational and financial risks for 
companies. As global efforts to eradicate forced labour accelerate and penalties become more severe, 
companies must manage these risks not only for themselves, but also vis-à-vis their investors, share-
holders, business partners and other relevant stakeholders. 

Allegations or evidence of forced labour can jeopardize a company’s retention of its license to operate, 
access to finance and investment, eligibility for public contracts, and ability to maintain or expand market 
access. For buyers, forced labour represents a significant risk to their own operations, brand and reputa-
tion. For local companies, especially those seeking to enter cross-border trade, demonstrating that their 
operations are free of forced labour is a key determinant in engaging with buyers.

Human rights due diligence and responsible business conduct
There is an increasing social expectation that companies will demonstrate RBC in their operations, with 
their business relationships, in their engagement with workers, stakeholders and society at large. While 
voluntary, this expectation is closely linked to a “business’ social license to operate”, and elements of RBC 
are increasingly being translated into legal obligations. In the last decade, mandatory human rights due 
diligence legislation has been adopted in several countries.

Increased compliance-driven approach 
Whilst these voluntary approaches and international frameworks remain the benchmark for companies, 
particularly in setting out expectations and respective responsibilities, new and potential future legis-
lation is increasingly including extraterritorial elements. This will require companies to focus on being 
compliant, including cascading down requirements to their suppliers, to avoid liability risks. 

Supply chain management 
The elimination of forced labour is a key element in many companies and supplier codes of conduct, as 
well as other Corporate Business Responsibility (CSR) and responsible business initiatives. 

Trade and investment risk
Several countries have adopted trade regulations prohibiting the import of goods produced with forced 
labour at any stage of their production. Within these jurisdictions, allegations of such practices can result 
in the confiscation of imported goods by public authorities, or cause disruption to trade and production 

22	  As of November 2025.
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schedules. Moreover, allegations of forced labour and trafficking in persons can pose significant risks 
to investor relations. They can also jeopardize access to public funds, such as export credits, and create 
barriers to accessing bank finance or insurance coverage. 

Recent free trade agreements, especially those that incorporate labour provisions from agreements 
with the European Union (EU) and the United States of America (USA), increasingly emphasize respect 
for human rights and labour standards. These agreements not only set terms for the respect and ad-
herence to these rights but also include reporting requirements and enforcement provisions in cases 
of non-compliance. Therefore, contracting States are required to strengthen worker protections and, in 
turn, mandate stricter compliance from employers. 

Section 2 of this handbook provides companies with a set of tools and guidance on HRDD to prevent, 
mitigate and account for actual and potential forced labour impacts in their operations and supply chains.

How could your company face the risks of forced labour? 
Forced labour is a systemic issue deeply rooted in broader socio-economic and governance challenges. 
As such, companies, regardless of intent, may be directly or indirectly linked to environments where 
forced labour exists. Forced labour is a critical concern for companies, as it can occur within their own 
operations or across their supply chains. For many large or multinational companies, the risk within their 
direct operations may be relatively low. However, significant risks often emerge deeper in the supply 
chain, particularly through the practices of business partners. Even when companies do not have direct 
contractual or commercial relationships with the entities responsible for forced labour, such risks may 
still be linked to companies’ operations, products or services through broader business relationships.

Many regions of the world, where companies operate or source from are characterized by poverty, lim-
ited access to education, weak social protection systems and high levels of informality. In these contexts, 
individuals, especially migrant workers, women, and members of marginalized groups, may face limited 
choices, leading to exploitative labour situations, including debt bondage and involuntary work.

Moreover, weak rule of law, humanitarian crises, conflicts and environmental disasters are increasingly 
pushing vulnerable populations into exploitative labour conditions. In these fragile contexts, national 
labour laws often fall short of international labour standards or are poorly implemented and enforced. 

This means that even well-intentioned companies may be unwittingly linked to forced labour through 
their operations or supply chains due to structural gaps such as:

	X Gaps in the application of State’s duty to protect human rights, including poor implementation of 
national laws and/or international labour standards, ineffective law enforcement, weak governance 
and corruption.

	X Lack of an enabling environment for sustainable enterprises. 
	X Lack of effective labour migration frameworks, leaving migrant workers exposed to abuse.
	X Absence of respect for and protection of fundamental principles and rights at work.
	X Flawed judicial systems and limited access to grievance mechanisms. 

Section 2 of this handbook provides more information on the ILO’s 11 indicators of forced labour, which 
help identify situations where individuals may be subjected to, or at risk of, forced labour. Tool 2 and 
Tool 6 provide practical guidance for identifying risks of actual and potential forced labour impacts.
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	2. Human rights due diligence on forced labour: 
How to prevent, mitigate and account for actual 
and potential forced labour impacts

In accordance with UN Guiding Principle 17, companies should carry out human rights due diligence 
(HRDD) to identify, prevent, mitigate, and account for actual and potential adverse human rights impacts. 

HRDD is a process through which companies assess their own operations and business relationships 
to identify actual (forced labour situations) and potential adverse human rights impacts (risks of forced 
labour). Companies are expected to take action to prevent or mitigate these impacts, monitor the effec-
tiveness of their responses, and communicate how they are addressing them. 

UN Guiding Principle 13(b) states that companies have the responsibility to: “seek to prevent or mitigate 
adverse human rights impacts that are directly linked to their operations, products, or services by their business 
relationships,23 even if they have not contributed to those impacts.” 

However, whereas HRDD applies to a company’s own operations and to business relationships directly 
linked to its operations, products or services, active engagement in remediation, either by providing it 
directly or by cooperating with others, is required only when the company has caused or contributed to 
the adverse impact. In situations where the company has not caused or contributed to the impact, it may 
nonetheless choose to use its leverage to positively influence its business relationships, where appropriate.

Box 3: Key features of effective due diligence 

	X No one-size-fits-all approach – HRDD should be tailored to the company’s size, structure and 
context.

	X It is an ongoing process – HRDD is not a one-off compliance exercise but a continuous effort to 
identify and manage risks over time.

	X Prioritization is essential – Action should be prioritized based on the severity of the potential 
impact on people and the likelihood of occurrence. Special attention should be paid to individuals 
and groups most vulnerable to forced labour, such as migrant workers and Indigenous Peoples, 
among others. 

	X Engagement should be ensured – Engagement with potentially affected groups and relevant 
stakeholders should be continuous throughout the HRDD process. 

	X Context matters – The design and implementation of a HRDD process will vary depending on 
factors such as the operating environment, human rights risks and existing internal systems.

	X Collaboration is key – Participation in multi-stakeholder or industry initiatives can support more 
effective action and help scale impact.

In accordance with UN Guiding Principle 18, HRDD process should “involve meaningful consultation with 
potentially affected groups and other relevant stakeholders, as appropriate to the size of the business enter-
prise and the nature and context of the operation.” The ILO MNE Declaration, Article 10(e), emphasizes that 
the process should include “meaningful consultation with potentially affected groups and other relevant 
stakeholders including workers’ organizations, as appropriate to the size of the enterprise and the nature and 
context of the operation. For the purpose of achieving the aim of the MNE Declaration, this process should take 

23	 “Business relationships” are understood to include relationships with business partners, entities in its value chain, and any 
other non-State or State entity directly linked to its business operations, products or services.
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account of the central role of freedom of association and collective bargaining as well as industrial relations 
and social dialogue as an ongoing process.”

Addressing forced labour is a complex challenge that companies cannot tackle alone. Increasingly, they 
are collaborating by sharing non-financial information, such as social audit data, to reduce the burden 
on suppliers and strengthen their collective influence in improving labour practices. For instance, mul-
ti-stakeholder initiatives such as the ILO Global Business Network on Forced Labour (ILO GBNFL)24 fa-
cilitate information sharing, coordination and the exchange of good practices. These initiatives help 
companies align expectations, reduce duplication and build a common understanding of how to address 
risks of forced labour. 

EBMOs also play an important role by fostering collaboration among members, engaging with public 
authorities, and supporting effective enforcement and remediation. See Section 3 of this handbook for 
more information. 

Beyond business collaboration, companies are encouraged to engage with civil society, trade unions, local 
communities, and academic institutions to develop inclusive and effective responses to forced labour.

Good practice: Danone’s HRDD systems on forced labour

Danone has pledged to develop and deploy Human Rights Due Diligence (HRDD) systems focusing 
on forced labour in its own operations, with the aim of reaching 100 per cent coverage by 2025. This 
includes external workers hired by temporary work agencies or by subcontractors to carry out regular 
and continuous work at its entities. To fulfil this commitment, trained Business and Human Rights 
Leaders have been appointed in each Country Business Unit. These leaders play a pivotal role, being 
responsible for advancing the human rights agenda and integrating due diligence practices locally. 

Source: Input received directly from Danone.

Building on the UNGPs due diligence cycle and aligned with the ILO MNE Declaration and international 
labour standards, this section draws on several ILO publications, including the handbook Hard to See – 
Harder to Count,25 the Due Diligence Toolkit on Fair Recruitment,26 and the IOE publication Practical Guide for 
Employers: A Step-By-Step Approach for Companies of all sizes to Implement Human Rights Due Diligence for 
Responsible Business Conduct,27 among others. 

It provides practical guidance for implementing the various steps of HRDD to identify, prevent, miti-
gate, and account for actual and potential forced labour impacts. The approach is grounded in risks 
associated with recruitment practices, the ILO’s 11 indicators of forced labour, and risks of State-
imposed forced labour. 

At each step, the handbook provides guidance, practical tools, such as templates, matrices, checklists and 
interview questions, as wells as suggested next steps. The tools are designed to be applied sequentially 
and informed by the outcomes of the preceding steps.

The tools are not necessarily intended to be used in their original form, but rather provided as general 
guidance, based on international labour standards, for companies to adapt to their specific context and 
operational circumstances. It is also important to note that companies may choose to use only those 
tools that align with their priorities and the maturity of their due diligence processes and practices. 

24	 Visit the ILO Global Business Network on Forced Labour (ILO GBNFL) website: https://flbusiness.network.
25	 ILO, Hard to See – Harder to Count: Handbook on Forced Labour Surveys, 2024a.
26	 ILO GBNFL, The Due Diligence Toolkit for Fair Recruitment, 2021, online course.
27	 IOE, Practical Guide for Employers: A Step-By-Step Approach for Companies of all sizes to Implement Human Rights Due Diligence 
for Responsible Business Conduct, 2025b.

https://www.ilo.org/sites/default/files/wcmsp5/groups/public/%40ed_norm/%40ipec/documents/publication/wcms_914768.pdf
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/%40ed_norm/%40ipec/documents/publication/wcms_914768.pdf
https://flbusiness.network
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/%40ed_norm/%40ipec/documents/publication/wcms_914768.pdf
https://flbusiness.network/toolkit-fair-recruitment/story.html
https://www.ioe-emp.org/index.php?eID=dumpFile&t=f&f=165286&token=bb09a2d529c490365121441bdad26b2c4f102970
https://www.ioe-emp.org/index.php?eID=dumpFile&t=f&f=165286&token=bb09a2d529c490365121441bdad26b2c4f102970
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Step 1
Commit and embed practices to prevent and 
eliminate forced labour

UN Guiding Principle 15 states: “In order to meet their responsibility to respect human rights, business enter-
prises should have in place policies and processes appropriate to their size and circumstances, including: (a) A 
policy commitment to meet their responsibility to respect human rights”. A policy commitment forms the 
foundation for embedding a company’s responsibility to respect human rights.

To effectively prevent and address forced labour, companies should begin by ensuring that their lead-
ership acknowledges the risks and makes a clear, public commitment to prevent and eliminate forced 
labour. This is typically done through the adoption of a policy or code of conduct. While the content and 
length of the policy commitment may vary depending on the company’s resources and level of maturity, 
companies may choose either to develop a stand-alone document on forced labour or to integrate forced 
labour into their general policy commitment to respect human rights. 

Regardless of the approach, the policy should include a clear reference to actions aimed at preventing 
or mitigating forced labour.28 Tool 1 provides guidance on designing a policy dedicated to preventing 
forced labour and on its implementation. 

28	 For general guidance beyond forced labour, see IOE, Practical Guide for Employers (2025b) which includes a template for a 
human rights policy commitment.

Step 1HRDD 
Steps Step 2 Step 3 Step 4 Step 5Step 1HRDD 
Steps Step 2 Step 3 Step 4 Step 5
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Tool 1: Developing a policy on prevention of forced labour 

Guidance
The Forced Labour Policy should set standards for the company itself, as well as for its suppliers, service 
providers and labour recruiters. It should be clearly communicated across the company, supported by 
ongoing training, and embedded through defined roles and responsibilities. A whole-of-business ap-
proach is essential to avoid siloed responses and to ensure accountability across functions. 

Companies must also set and communicate expectations for suppliers and service providers and support 
them in meeting these standards. 

The policy should reflect the specific context and operations of the company. Regardless of size, all 
companies benefit from having their policy documented in writing. 

Companies may need to dedicate time and resources (or training) to help suppliers, service 
providers and labour recruiters understand their policy or code of conduct. This will ensure 
the company’s expectations cascade to other tiers of the supply chain.

Good practice: Shell training for staff on human rights polices

To enable effective implementation and compliance with relevant policies, Shell requires staff to 
undertake regular training on its Code of Conduct and associated Ethics and Compliance policies. 
Training is also provided to contract personnel to gain visibility on up-to-date accurate supplier 
information. Moreover, staff who manage contracts with a higher labour rights risk may receive 
individual coaching and support on how to manage supplier corrective action plans. 

For more information see: Shell plc, Statement under the Modern Slavery Act, 2025.

Tool 1 outlines the key elements of a policy, as well as the steps to design and implement it. 

Tool 1: Elements to consider when developing a policy on prevention of forced labour

Designing a policy

	X Review existing company documentation, such as codes of conduct, policies on human rights, violence 
and harassment in the workplace, equal employment opportunity statements, and human resources 
guidelines. 

	X Review any sector- or industry-specific guidance. 
	X Identify whether there is an existing verbal commitment against forced labour, if not documented.
	X Consult internal and external stakeholders, including workers and their representatives.

Elements of a policy

Who does it apply to?

Internal: 
	X All workers and jobseekers
	X Business operations

Step 1HRDD 
Steps Step 2 Step 3 Step 4 Step 5Step 1HRDD 
Steps Step 2 Step 3 Step 4 Step 5
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https://www.shell.com/uk-modern-slavery-act/_jcr_content/root/main/section/call_to_action/links/item0.stream/1748540524225/f729ffe57bfa030aa8a57be57dee5e71f0214068/modern-slavery-act-statement-2024.pdf
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External:
	X Business partners: suppliers and service providers across all countries of operation. 
	X Labour recruiters and labour suppliers in countries of operation and countries of origin of migrant workers. 
	X Other stakeholders depending on the industry (e.g., local communities in the extractive sector).

Note: The policy should clearly state expectations for suppliers, service providers and labour recruiters to 
adhere to its principles, and include mechanisms for monitoring and enforcing these expectations.

Roles and responsibilities

	X Clearly define and assign responsibilities for implementing the policy. 
	X Responsibilities should be distributed across management, supervisors and staff across different 
functions.

What should it address or include?

	X A definition of forced labour in line with international labour standards (see Section I: What is forced labour).
	X The scope of the policy: who it applies to and what activities or areas it covers. 
	X A clear statement that forced labour, trafficking in persons and unfair recruitment practices will not be 
tolerated.

	X Commitment to comply with national laws, including labour laws and policies in all countries of operation, 
including countries of origin of migrant workers.

	X Reference to compliance with all ILO fundamental principles and rights at work: 
	Z Freedom of association and the effective recognition of the right to collective bargaining.
	Z The elimination of all forms of forced or compulsory labour. 
	Z The effective abolition of child labour.
	Z The elimination of discrimination in respect of employment and occupation.
	Z A safe and healthy working environment.

	X Reference to relevant industry or sector codes of conduct or multi-stakeholder initiatives to combat forced 
labour (see Box 4 for industry codes of conduct).

	X Indicators of forced labour (see Box 5 for the ILO’s 11 indicators of forced labour) 
	X State-imposed forced labour, such as abuse of compulsory prison labour (see Box 1 and Box 2, and Tool 5 
and Tool 6 for an explanation and guidance on State-imposed forced labour, including prison labour)

	X Provisions related to recruitment, working conditions and, where relevant, migration, including:
	Z Clear and transparent employment terms and conditions.
	Z Prohibition of recruitment fees and related costs being charged to workers.
	Z Written employment contracts provided before departure in a language understood by the worker.
	Z Prevention of contract substitution, including through the use of digital technologies.
	Z Access to complaint mechanisms in a language understood by the worker.
	Z Relevant contact information (e.g., embassies) in the destination country.
	Z Information about work and residence permits.

	X A well-defined compliance mechanism with provisions for remediation.
	X Protection for whistleblowers.
	X Provision for access to remediation, including specific provisions to ensure access for women workers and 
members of groups facing specific risks of discrimination, such as migrant workers and Indigenous Peoples, 
among others.

Step 1HRDD 
Steps Step 2 Step 3 Step 4 Step 5Step 1HRDD 
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Implementing the policy

	X Communicate the policy to all stakeholders, including suppliers, service providers and labour recruiters. 
	X Upload the policy in the company’s internal portal and public website.
	X Design and implement an internal communication and training strategy to inform all workers. 
	X Translate the policy into multiple languages where necessary, and in formats that are easily accessible and 
adapted to the audience (e.g., workers, jobseekers, suppliers, service providers, labour recruiters and other 
stakeholders).

	X Embed the policy into operational procedures, for example, into functions such as procurement, human 
resources and supply chain management. 

	X Ensure that roles and responsibilities assigned for implementing the policy are clear and known to relevant 
staff.

	X Review and update the policy regularly, particularly as new information on risks emerges.

Box 4: Examples of companies’ policies and industry codes of conduct 

Companies’ policies  Industry codes of conduct 

	X Aldi Forced Labour Policy
	X Colgate Palmolive Code of Conduct
	X Danone Human Rights Policy 
	X Fomento Económico Mexicano SA (FEMSA) 
Human and Labour Rights Policy

	X HP Migrant Workers
	X Marks and Spencer Global Sourcing Principles
	X Unilever Human Rights Policy Statement

	X Responsible Business Alliance (RBA) Code of 
Conduct

	X Ethical Trading Initiative (ETI) Base Code
	X amfori BSCI Code of Conduct
	X Fair Labour Association (FLA) Code
	X World Employment Confederation (WEC) Code of 
Conduct

Step 1HRDD 
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https://sustainability.aldisouthgroup.com/files/forced-labour-policy
https://www.colgatepalmolive.com/content/dam/cp-sites/corporate/corporate/common/pdf/Third-Party-Code-of-Conduct-English-Final-2018.pdf
https://www.danone.com/content/dam/corp/global/danonecom/about-us-impact/policies-and-commitments/en/2022/danone-human-rights-policy-2022.pdf
https://www.femsa.com/wp-content/uploads/2024/07/FEMSA-Corporate-Policy-Human-and-Labor-Rights.pdf
https://www.femsa.com/wp-content/uploads/2024/07/FEMSA-Corporate-Policy-Human-and-Labor-Rights.pdf
https://h20195.www2.hp.com/v2/getpdf.aspx/c04484646.pdf
https://corporate.marksandspencer.com/sites/marksandspencer/files/marks-spencer/human-rights-and-our-supply/Global%20Sourcing%20Principles%20Jan_2023.pdf
https://assets.unilever.com/files/92ui5egz/production/b1943aa804e0b9817f826feedfaf1e7179ce51e0.pdf/unilever-human-rights-policy-statement.pdf
https://www.responsiblebusiness.org/media/docs/RBACodeofConduct8.0_English.pdf
https://www.responsiblebusiness.org/media/docs/RBACodeofConduct8.0_English.pdf
https://www.ethicaltrade.org/sites/default/files/shared_resources/ETI%20Base%20Code%20%28English%29_0.pdf
https://www.amfori.org/uploads/2025/06/amfori-BSCI-Code-of-Conduct-English.pdf
https://www.fairlabor.org/accountability/standards/manufacturing/mfg-code/
https://wecglobal.org/uploads/2019/07/2017_WEC_Code-Conduct.pdf
https://wecglobal.org/uploads/2019/07/2017_WEC_Code-Conduct.pdf
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Step 2	
Identify, assess and prioritize actual and potential 
forced labour impacts 

UN Guiding Principle 18 states: “In order to gauge human rights risks, business enterprises should identify 
and assess any actual and potential adverse human rights impacts with which they may be involved either 
through their own activities or as a result of their business relationships”. 

According to the commentary under UN Guiding Principle 17, “Human rights risks are understood to be the 
business enterprise’s potential adverse human rights impacts. Potential impacts should be addressed through 
prevention or mitigation, while actual impacts – those that have already occurred – should be a subject for 
remediation”.

As a starting point, companies should map their supply chains to gain a clearer understanding of the 
countries, sectors, suppliers, service providers, workers and relevant stakeholders involved in the pro-
duction or delivery of a product or service. Companies should verify whether such mappings already 
exist (for example, for logistical or operational purposes) and expand or update them as necessary to 
include jobseekers and workers, the primary rights-holders in the context of forced labour due diligence.

This section provides guidance and practical tools to help identify actual and potential forced labour 
impacts, using the ILO’s 11 indicators of forced labour29 as a framework. The results of this identification 
process will inform the prioritization of HRDD, focusing on areas where the risks of forced labour are 
most significant. 

According to the commentary under UN Guiding Principle 17, “Where business enterprises have large num-
bers of entities in their value chains it may be unreasonably difficult to conduct due diligence for adverse human 
rights impacts across them all. If so, business enterprises should identify general areas where the risk of adverse 
human rights impacts is most significant, whether due to certain suppliers’ or clients’ operating context, the 
particular operations, products or services involved, or other relevant considerations, and prioritize these for 
human rights due diligence.” 

29	  ILO, ILO Indicators of Forced Labour, revised edition, 2025.
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In line with UNGPs, the identification and assessment of human rights impacts should involve consul-
tations with potentially affected stakeholders, in a manner that takes into account language and other 
potential barriers to effective engagement. In the case of forced labour, the main affected stakeholders 
are workers. In situations where such consultation is not possible, reasonable alternatives should be 
considered such as consulting credible, independent expert resources, including workers’ organizations, 
human rights defenders and others from civil society. 

This step begins by introducing the ILO’s 11 indicators of forced labour and explaining how they manifest, 
followed by guidance and practical tools to support the identification of forced labour situations and risks.

The tools include:  

	X Tool 2: Assessing risks of forced labour at the country and sectoral levels.
	X Tool 3: Assessing workplace-level risk based on the ILO’s 11 indicators of forced labour:

	Z Tool 3a: Document review checklist.
	Z Tool 3b: Direct observation checklist.
	Z Tool 3c: Worker interview questionnaire.

While recruitment considerations are integrated into the tools above, Tools 4a-4c offer more in-depth 
guidance on fair recruitment, addressing both international and internal migrant workers. These include:

	X Tool 4: Assessing risks related to recruitment:

	Z Tool 4a: Steps for company’s fair recruitment process.
	Z Tool 4b: Assessing practices of labour recruiters.
	Z Tool 4c: Reviewing recruitment fees and related costs.

This step also provides guidance on assessing the risks of State-imposed forced labour through the 
following tools:

	X Tool 5: Dealing with State-imposed forced labour.
	X Tool 6: Assessing risks related to compulsory prison labour for private entities. 

Together, these tools offer a comprehensive, step-by-step approach to identifying forced labour impacts 
in company operations and supply chains. Although designed to follow a logical sequence, companies 
are encouraged to apply the tools most relevant to their operational context and the maturity of their 
HRDD processes. 

Note: These tools are not intended to be completed or scored in a prescriptive manner. Rather, they 
serve as a qualitative guidance to help companies identify where forced labour impacts may exist, based 
on international labour standards. No weighting system is applied to the responses, and each indicator 
should be interpreted in context, with the goal of supporting informed judgment and prioritization for 
mitigation, based on the company’s specific situation.
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Tool 2:	 Assessing risks of forced labour at 
the country and sectoral levels 

Guidance 
To assess the risk of forced labour at the macro level, companies should develop a risk profile tailored 
to their specific context, taking into account country- and sector-specific factors. This assessment forms 
the foundation for identifying where risks of forced labour may exist within both the company’s own 
operations and its suppliers throughout the supply chain. 

The process involves gathering and analyzing relevant data and information,30 primarily through desk-
based review, to determine potential risks of forced labour across these two dimensions. The outcome 
is a general overview of where risks are likely to emerge, for example, in countries with high levels of 
informality and/or sectors where workers are exposed to hazardous or very poor working conditions.31 
This overview will support companies in prioritizing areas that require further assessment within their 
operations and supply chains.

Tool 2 below outlines key elements to be researched at both the country and sectoral levels. Suggested 
sources of information are provided at the end of each category. 

Tool 2: Elements to consider when assessing risks of forced labour at the country and 
sectoral levels

Country level elements

Socio-economic root causes 

	X What is the poverty index in the country? 
	X Are there groups traditionally affected by structural inequalities and discrimination that increase their 
vulnerability to exploitation and forced labour (e.g., based on gender, ethnicity, age, religion, migration 
status)?

	X What is the level of informality in the economy and the percentage of informal workers? 
	X Are there cultural or social norms that could perpetuate traditional forms of slavery or lead to bonded 
labour?

Political situation and conflict  

	X Has the country experienced, is it currently experiencing, or is it prone to political instability (e.g., coups, 
civil unrest, frequent change of authorities, etc.)? 

	X What is the level of crime and violence? 
	X How prevalent is corruption?  
	X What is the state of the rule of law?

30	  For further guidance on “Identification and assessment of human rights risks”, refer to IOE, Practical Guide for Employers, 
2025b. 
31	  While informality and poor living or working conditions do not, in themselves, constitute forced labour, they are frequently 
associated with it. This is why circumstances involving risks, such as hazardous work, unsanitary employer-provided accom-
modation, or substandard working conditions, require closer scrutiny.
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Legislation, policy frameworks and enforcement 

	X Has the country ratified key international standards on forced labour? (see Annex 2).
	X Does the labour law address forced labour? 
	X Does the Penal Code criminalize forced labour and trafficking in persons? 
	X Are any sectors (e.g., agriculture, domestic work) or groups of workers (e.g., contract workers, home 
workers) excluded from labour law coverage? 

	X Do labour law or other legislation provide clear standards for working conditions and recruitment 
practices?

	X Is employer-provided accommodation regulated? 
	X Is there legislation regulating recruitment and labour supply agencies, including a prohibition on charging 
recruitment fees and related costs to workers?

	X Is there migration legislation that protects migrant worker rights? Are there differences in labour 
protections and rights of migrant workers compared to the local population?

	X Does the country have a single-employer sponsorship system restricting migrant workers’ freedom of 
movement?

	X Has the country signed bilateral or regional labour migration agreements? 
	X Is there a national plan or policy on forced labour? 
	X Are there laws, policies or practices that mobilize people to work or involve compulsory labour?
	X Are there policies or programmes on labour migration?  
	X Is there a functioning labour inspection system? 
	X Do labour inspectors conduct inspections on forced labour? 
	X Is there a well-established grievance mechanism for reporting labour rights violations, including forced 
labour? 

	X Is there a referral system and remedy mechanism for victims of forced labour?
	X Are there institutions that support victims of forced labour? 
	X Have there been legal cases of forced labour in the country?
	X Are there reports of poor application or enforcement of legislation?
	X Are there serious concerns raised by ILO supervisory bodies regarding the national legal and policy 
frameworks and their implementation, for example by the Committee on the Application of Standards 
(CAS) or the Committee of Experts on the Application of Conventions and Recommendations (CEACR)?

Labour migration patterns

	X What is the prevalence of international and/or internal migrant workers? 
	X In which sectors are migrant workers employed? 
	X What occupations do migrant workers have?
	X In which regions are they concentrated?
	X Are there known migration corridors (e.g., large flows from specific origin countries or regions)?
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   Where to look for information?

Websites: 
	X NORMLEX: ILO database of International Labour Standards, ratifications and comments of ILO supervisory 
bodies. 

	X NATLEX: ILO database of national labour, social security and related human rights legislation.
	X Forced Labour Observatory: ILO platform with global and national data on legal frameworks, 
enforcement, prevention (including fair recruitment and due diligence), protection, access to justice, and 
cooperation.

	X ILO Statistics on the Informal Economy: Global map of informal employment data.  
	X World Bank Poverty and inequality platform: Data tool on poverty, inequality, and shared prosperity across 
170 countries.

	X World Bank Worldwide Governance Indicators: Analysis of six governance dimensions across 200+ 
economies over the period 1996–2023.

Publications: 
	X ILO, ILO Global Estimates on International Migrant Workers: International Migrants in the Labour Force, 2024b. 

Country-level sources of information:
	X National Statistical Offices 
	X Labour inspectorates 
	X Employers’ and business membership organizations (EBMOs)
	X Police reports
	X Court cases 
	X Studies by reputable institutions (e.g., government bodies, international organizations, universities, think 
tanks, centres for protection of minorities, etc.)

Sectoral level elements

Sectors with higher prevalence of forced labour

	X Is the company operating in a sector with potential higher prevalence of forced labour (e.g., services, 
manufacturing, construction, agriculture).

Working conditions

	X Is overtime commonly required in the sector? 
	X Are workers paid regularly? 
	X Are workers in the sector exposed to hazardous working conditions?
	X Are the workplaces in the sector located in remote or hard-to-reach areas?
	X Are workers in the sector provided accommodation by their employer?

Workforce

	X Is there a significant presence of international and/or national migrant workers in the sector’s workforce?
	X What is the legal and employment status of migrant workers (e.g., are they employed under permanent or 
temporary permits; do they have irregular status)? 

	X Are workers hired by third-party labour recruiters?
	X Is the workforce in the sector recruited through state mechanisms (e.g., employment of prisoners, 
recruitment and/or employment of workers through economic development programmes, labour 
transfers)?

	X Is the sector characterized by high representation of women or minority groups (e.g., Indigenous 
Peoples)?
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Type of contracts    

	X Is the demand for workers in the sector seasonal?
	X Are workers employed under non-standard contracts (e.g., daily workers, outsourced or subcontracted work)?

Supply chains

	X Does the supply chain involve multiple suppliers? 
	X Do suppliers operate in the informal economy?

   Where to look for information?

Websites:
	X United Nations Global Compact “Business and Human Rights Navigator”. A web page on forced labour 
designed to help companies understand, assess, and act on the human-rights risk of forced labour in their 
operations and supply chains. 

	X Information from multi-stakeholder or industry initiatives

Publications:

	X ILO, Global Estimates of Modern Slavery: Forced Labour and Forced Marriage, 2022. 

Country-level sources:
	X National Statistical Offices  
	X Labour Ministry and any migration-related ministries 
	X EBMOs
	X National or sectoral studies on forced labour and working conditions by reputable organizations (e.g., 
government bodies, international organizations, universities, think tanks).

The proposed assessment above offers a comprehensive overview of potential risks and their 
likely locations, enabling companies to prioritize areas that require further investigation. 
Companies should assess not only the presence of individual risk factors but also how these 
factors may compound or interact. For instance, the presence of a large migrant workforce 
alone may not indicate forced labour risk. However, if these workers are concentrated in a 
sector with potential higher prevalence of forced labour, such as construction, and operate in 
a country with weak labour law enforcement and limited access to grievance mechanisms, the 
combination of these factors significantly increases the likelihood of forced labour.

Next steps 

	X Once companies have prioritized areas for further investigation, they can undertake a 
combination of document review, direct observation and worker interviews at the 
workplace, based on the ILO’s 11 indicators of forced labour, using Tool 3a and Tool 3c. 

	X For companies that hire migrant workers, Tool 4a and Tool 4c provide further guidance to 
evaluate the recruitment practices.

	X In situations that may involve State-imposed forced labour, particular care should be 
taken to assess the role of public authorities or mandatory labour systems. Companies 
should consider the broader legal, institutional and political context, and engage relevant 
stakeholders where feasible. Tool 5 and Tool 6 support this process.
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Tool 3:	 Assessing workplace-level risks based on 
the ILO’s 11 indicators of forced labour

Guidance
To help identify situations of forced labour, the ILO has developed a set of 11 indicators. These indicators 
provide guidance on how to translate the legal concept of forced labour into risks of forced labour; the 
identification of situations that require further investigation; and serve as detection tools.

The identification of any indicator can represent an early warning to be aware of and might deserve 
further investigation. Figure 4 provides an overview of the ILO´s 11 indicators, and Box 5 explains 
each indicator. 

	X Figure 4: Overview of the ILO’s 11 indicators of forced labour 
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Box 5: Explanation of the ILO’s 11 indicators of forced labour

Indicator Manifestation 

Restriction of 
movement

Workers may have their movements restrained during recruitment (e.g., while 
being transported) and/or at the workplace. They may be locked up or guarded to 
prevent them from escaping, or have their movements controlled inside and 
outside the workplace through surveillance cameras or guards.
Restriction of movement may be acceptable when based on legitimate concerns 
(e.g., safety or security), but only if reasonable and proportionate (e.g., some 
security measures can be justified to protect high-value goods).

Abuse of vulner-
ability

Occurs when an employer intentionally takes advantage of a worker’s vulnerable 
position, for example, to impose excessive working hours or withhold wages. 
When a worker’s legal status in the country depends on the job, when they are 
dependent on the employer for housing or land, or when they are without other 
survival options, the ability of a worker to leave a job can be severely constrained.
The existence of vulnerability should be assessed considering the personal, 
situational, or circumstantial context of the alleged victim.

Deception Involves failure to deliver what was promised to the worker, verbally or in writing.
False promises can relate to working conditions and wages, but also regarding 
the nature of the job, its location, housing and living conditions or acquisition of 
regular migration status. Workers in such cases have not given free and informed 
consent. Had they known the reality, they would not have accepted the job offer.
Children may also be recruited through false promises made to them or their 
parents, such as being sent to school.

Withholding of 
wages

Occurs when wages are systematically and deliberately withheld as a means to 
compel the workers to remain working and prevent them from leaving for 
another employer.

Isolation Isolation can be used to control workers and prevent them from fleeing a job or 
seeking help. Workers can be isolated in remote locations, and/or denied access 
to means of communication (e.g., mobile phones, internet). Workers may not 
know where they are and are denied access to transportation to leave. Migrant 
workers working abroad, may be denied the money necessary for repatriation, 
preventing them from leaving. 

Physical and sexual 
violence1

Situations where workers, their family members or close associates are subjected 
or threatened with physical or sexual violence are strong indicators of forced 
labour. 
Signs of physical violence may be easier to detect than others through direct 
observation.
Physical abduction or kidnapping is a form of extreme violence which can be used 
to take a person captive and then force him or her to work.
Sexual violence may be used to control and humiliate victims. Rape is often used 
in forced commercial exploitation to “break” the resistance of victims, isolating 
them furthermore as they will feel ashamed and will not dare to seek help or talk 
about what has happened.
Violence can also be used as a disciplinary measure and to deter co-workers from 
attempting to ask for help, complain or escape.

Intimidation and 
threats

Victims of forced labour may suffer intimidation and threats when they complain 
about their conditions or wish to quit their jobs. In addition to threats of physical 
violence, other common threats used against workers include denunciation to the 
immigration authorities, loss of wages or access to housing or land, sacking of 
family members, further worsening of working conditions or withdrawal of 
“privileges”, such as the right to leave the workplace.
Constantly insulting and undermining workers also constitutes a form of psycho-
logical coercion, designed to increase their sense of vulnerability.
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Indicator Manifestation 

Retention of 
identity documents

Is a common means of control, mainly for migrant workers. Without documenta-
tion, workers may fear asking authorities for help due to risk of deportation, and 
may be unable to find another job or access services.

Debt bondage Occurs when people are coerced to work against their will in order to repay a debt 
to an employer or recruiter (in the case of migrant workers), or when the debt is 
manipulated to compel people to perform work tasks or accept working condi-
tions that they would otherwise refuse. Employers or recruiters may make it 
difficult for workers to escape from the debt, by undervaluing the work per-
formed or inflating interest rates or imposing unagreed or excessive charges for 
food, housing, transport or emergencies.

Excessive overtime Excessive overtime is not enough to amount to forced labour, but should prompt 
further investigation, especially when it concerns a significant portion of the 
workforce, is repetitive and goes beyond what is authorized under the national 
law or collective agreement.
When workers are denied breaks and days off, when they are on call 24 hours a 
day, 7 days a week, when they are forced to do overtime to receive the minimum 
wage, this can signal a potential forced labour situation.

Abusive living and 
working conditions

Forced labour victims may endure working conditions that are degrading 
(humiliating or dirty) or hazardous (difficult or dangerous, or without adequate 
protective gear), in severe breach of labour law and violation of human dignity.
They may also be subjected to substandard living conditions (overcrowded, 
unhealthy and lacking privacy).
Abusive living and working conditions alone are not enough to amount to forced 
labour but they are often present in forced labour cases.

Note: (1) Article 1 of the ILO Convention No. 190 defines the term “violence and harassment” as: “(a) the term “violence 
and harassment” in the world of work refers to a range of unacceptable behaviours and practices, or threats thereof, whether a 
single occurrence or repeated, that aim at, result in, or are likely to result in physical, psychological, sexual or economic harm, 
and includes gender-based violence and harassment; (b) the term “gender-based violence and harassment” means violence 
and harassment directed at persons because of their sex or gender, or affecting persons of a particular sex or gender dispro-
portionately, and includes sexual harassment.” See ILO, Violence and Harassment Convention, 2019 (No. 190) and Chapter 
2 of ILO, Violence and harassment in the world of work: A guide on Convention No. 190 and Recommendation No. 206, 2021c. 

The presence of one or more indicators does not necessarily mean forced labour exists. Instead, they 
indicate a potential risk of forced labour and require further investigation. In some cases, there may be 
several indicators which, taken together, point to a forced labour case when both criteria of involuntar-
iness and coercion are met.

Box 6: Involuntariness and coercion: The two necessary conditions of forced labour

Involuntariness or involuntary work, refers to any work undertaken without the free and 
informed consent of the worker. It may relate to hazardous working conditions, degrading living 
conditions at the worksite, deception at recruitment, or other factors.
Coercion refers to the means used to compel someone to work without their free and informed 
consent. It is the “force” that prevents a worker from refusing or leaving a job when they wish to 
do so. Workers can be directly subjected to coercion or witness coercion imposed on c-workers. 
Workers can also be coerced through threats or other forms of coercion directed towards their 
family members, co-workers or close associates. Global estimates of forced labour indicate 
that most workers in forced labour are subjected to multiple forms of coercion simultaneously.

In forced labour situations, the existence of threats and reprisals means the worker is not free 
to decide whether or not to work, for whom, and under what conditions.

Source: ILO, Hard to See, Harder to Count, 2024a, page 5.
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For instance, in situations involving strong indicators, such as the confinement of a worker, it is necessary 
to verify the essential elements of forced labour: involuntariness and coercion. Poor working conditions 
(such as excessive overtime, non-payment of agreed wages, or lack of safety measures, among others) 
represent non-compliance with labour legislation and indicate a high risk of forced labour. However, 
they do not in themselves amount to forced labour unless elements of involuntariness and coercion are 
present. 

Each situation must be assessed holistically, taking into account all relevant indicators and the criteria of 
involuntariness and coercion. While some indicators are not immediately visible, these two criteria are 
often even harder to detect. This means that identifying forced labour requires detailed investigation. 
Tool 3c helps identify these less visible signs.

The following three tools are intended to support a deeper analysis of risks of forced labour:

	X Tool 3a: Document review checklist. 
	X Tool 3b: Direct observation checklist.
	X Tool 3c: Worker interview questionnaire. 

These tools help provide a clearer assessment of whether forced labour exists and identify risks that 
should be mitigated to prevent such situations.

Figure 5 illustrates how these tools work together to provide a comprehensive assessment of forced 
labour situations and risks.

	X Figure 5: Tools for detecting forced labour situations and risks

All three elements are critical. Document reviews alone are not enough and must be accompanied by 
on-site observations and interviews with workers. The information collected through these detection 
methods must be cross-checked. This means that the results of document reviews must be compared 
with direct observations and workers’ own descriptions of their working conditions and living conditions 
when applicable. 

As previously mentioned, certain ”red flags” that are warning signs of risks of forced labour, and, most 
importantly, the criteria of involuntariness and coercion, cannot be fully assessed without obtaining first-
hand information from the rights-holders, in this case the workers or their representatives. Therefore, 
the worker interviews serve this purpose. 
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	 Tool 3a – Document review checklist

Guidance
Reviewing documentation of the company related to its processes and practices can uncover critical 
initial warning signs or risks of forced labour. Information from document reviews provide guidance for 
companies as they decide which issues to probe. Tool 3a provides guidance on the types of documents to 
review, the aspects to assess, and red flags that may indicate the presence of indicators of forced labour 
requiring further investigation and/or inclusion in the corrective action plan (see Tool 7).

Tool 3a: Document review checklist

Document Review Possible red flag Indicator

Employee list What is the workforce composition?
Review the description of the 
workforce, the number of workers 
involved in each step of the 
production process, including 
during production peaks, ideally, 
disaggregated by sex, geographic 
location, worksite, contract type 
(permanent, subcontracted, 
temporary, daily), and immigration 
status.
Review information on outsourcing 
and subcontracting.

Cross-check with actual 
workers found during 
observation.

No employee list or a mismatch 
between registered workers list 
and actual workers (e.g., the 
number) during observation is a 
warning sign that some workers 
are not known to authorities 
and/or not formally employed. 
Some tasks may also be 
outsourced or subcontracted, 
requiring further examination. 

Abuse of 
vulnerability, 
deception

How many workers are listed? 
Analyse the ratio of the actual team 
size to estimated personnel 
requirements (e.g., by size of the 
field, factory, mine, vessel or by 
production targets).

A low ratio of actual team size to 
personnel requirements is a 
warning sign that workers are 
overburdened. Further inquiries 
into working time should be 
made.
Increased risk of accidents due 
to lower safety

Excessive 
overtime, 
deception, 
abusive 
working 
conditions

Workers’ 
passports, 
identity cards 
or other 
official 
documents 

What is the profile of workers? 
Review whether they are migrant 
workers with irregular legal status. 

A high percentage of migrant 
workers with irregular status 
could suggest increased 
vulnerability to exploitation. 

Abuse of 
vulnerability
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Document Review Possible red flag Indicator

Contract Review the conditions specified in 
the employment contract (e.g., 
terms and conditions, tasks, hours 
of work, overtime regulation, annual 
leave, holidays, sick leave, maternity 
leave, accident coverage, authorized 
deductions).

Cross-check with actual labour 
practices (with worker 
interview and/or observation).

A difference between the 
conditions specified in the 
employment contract and actual 
labour practices is a warning 
sign that workers were deceived 
at the time of recruitment or 
upon signature of the contract.
The terms and conditions of 
employment agreed upon at the 
time of recruitment are not 
those contained in the employ-
ment contract. Changes have 
been made without the 
knowledge or consent of the 
worker.

Deception, 
abuse of 
vulnerability

Check if is there a written and 
signed contract. Do workers have a 
copy of the contract?

No written contract is a warning 
sign that workers may have 
been deceived and it is a sign of 
vulnerability to abuse. 

Review whether there are different 
types of contracts (indefinite term, 
fixed term, seasonal, daily) for 
different categories of workers (for 
example national or migrant 
workers).

Different types of contracts for 
different categories of workers 
can indicate discrimination (e.g., 
migrants with irregular status 
receiving only employment on a 
daily basis) and greater 
vulnerability for temporary or 
daily workers who may not have 
the same levels of protection.

Review what types of workers are 
hired through labour service 
providers companies and/or are 
subcontracted and under which 
conditions. 

Outsourced workers may not 
have the same levels of 
protection. The roles and 
responsibilities between the 
user company and the labour 
supplier might be poorly defined 
or may fall outside labour laws. 
Companies also have less 
control and oversight of 
subcontracted and outsourced 
workers.

Check the format and length of the 
employment contract.

Very brief (e.g., one-page) 
contracts with poorly defined 
terms and conditions, or 
contracts lacking details about 
the employer, salary, working 
time or other working condi-
tions.

In which language is the contract 
written?

Cross-check with the lan-
guages that workers under-
stand during observation or 
worker interview.

The employment contract is 
written in a language that the 
worker cannot understand.

Step 1HRDD 
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Document Review Possible red flag Indicator

Review employment contracts for 
termination clauses and notice 
periods.

Workers do not have a termina-
tion clause in their contract and 
are therefore unaware of the 
termination conditions and their 
rights related to termination.
Workers cannot terminate their 
contracts before the original end 
date, or the contract includes 
clauses with high penalties for 
doing so.
Migrant workers and local 
workers do not have the same 
contract termination conditions 
or notice periods.

Check if social security provided for 
the workers

Failure to enrol workers in 
existing and appropriate social 
protection schemes.

Job advertise-
ment

Review the information provided in 
the job advertisement.

Misleading job advertisements 
(particularly for jobs requiring 
migration) with respect to the 
job, job location, employer, 
working conditions, employ-
ment contract terms, wages, or 
payment are a sign of deception.

Deception

Hours record Do the hours of work reported raise 
concern, and do they correspond to 
the actual hours worked?

Cross-check with observation 
and worker interview. 

Mismatched hours records are a 
warning sign of fraudulent 
records designed to disguise 
excessive working hours.

Excessive 
overtime

Are hours of work recorded? Absence of a record of working 
time is a warning sign of an 
attempt to hide excessive 
working hours.
Working hours are loosely 
defined by the employer, if at all, 
and/or time “on call” is not 
accounted for as working time.

Examine how is overtime regulated 
and calculated

Unclear overtime regulations or 
methods of overtime calculation.

Review rest periods and paid 
holidays.
Are rest days, free time and breaks 
provided, or is a person working “on 
call” (24 hours a day, 7 days a 
week)?

Lack of rest periods or paid 
holidays can be an indicator of 
excessive working time.

Cross-check if working hours are in 
accordance with the law

The working hours exceed the 
legal limits.

Examine daily timesheets and 
cross-reference with any produc-
tivity log or targets.

Work that is paid by “piece rate” 
and bound to unrealistic 
production targets may result in 
workers consistently working 
excessive hours.

Step 1HRDD 
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Document Review Possible red flag Indicator

Records of 
payment or 
wage records

Review the frequency of salary 
payments.

Large lump-sum payments (e.g., 
one payment in six months) are 
a warning sign of coercion 
through wage withholding.

Withholding of 
wages, 
deception

Do the records show inconsisten-
cies, and do they match those of the 
workers?
Look for potential evidence that 
wage records or payslips may have 
been altered.

Workers’ payslips do not match 
the records provided by the 
employer. Mismatched pay 
records are a warning sign of 
fraudulent records designed to 
disguise pay-related violations.
There is evidence that wage 
payments are irregular, delayed, 
or deferred or that non-payment 
of wages is used to keep 
workers in employment.
Missing wage or payment 
records could indicate that 
workers are not paid or paid less 
than agreed.

Are wages paid directly to the 
workers?
Verify whether wages are paid to a 
third-party or to a bank account 
controlled by the employer.

Wages are received by a 
recruitment agency rather than 
directly by workers or their 
families.

Records of 
payment or 
wage records

Check what are the payment 
modalities, amounts and how are 
the wages calculated
Determine whether overtime 
payment is calculated properly and 
whether holidays and other 
benefits/allowances are in line with 
the labour law.

Workers are paid less than the 
minimum wage or less than 
what was initially agreed, when 
they are paid.
Unclear payment modalities or 
unverified wages are warning 
sign of fraudulent records 
designed to disguise pay-related 
violations

Withholding of 
wages, 
deception

Check if workers are paid on a “piece 
rate” and if the production targets 
are realistic (e.g., to earn at least the 
minimum wage)

Workers are paid on a “piece 
rate” and production targets are 
unrealistic, making it impossible 
to earn minimum wage without 
excessive overtime.

Review payslips for deductions 
made by the employer from the 
worker’s monthly pay. Determine 
whether deductions relate to 
accommodation, recruitment fees, 
wage advances or other items. 
Look for any unlawful or unex-
plained deductions.
In case of legal deductions, check 
whether they align with local market 
prices.

Declared deductions for 
recruitment fees or wage 
advanced are warning signs of 
debt bondage or manipulation 
of debt.
Frequent or arbitrary wage 
deductions may be a sign of 
abusive working conditions. 

Debt bondage
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Document Review Possible red flag Indicator

Verify whether a percentage of 
wages is paid “in kind”.

“In-kind” payments (e.g., 
accommodation, meals) may 
create dependency on the 
employer and must be carefully 
assessed for legitimacy, 
reasonableness, accuracy in 
calculation, and compliance with 
national legal limits.
Payment through vouchers, 
coupons or promissory notes 
may restrict freedom of choice, 
create dependency, devalue 
wages and limit the ability to 
save, remit, or cover expenses 
- making it harder to leave 
employment.

Examine records of loans and wage 
advances and determine the levels 
of interest rates charged.

The worker has received wage 
advances or a loan from the 
employer or a subcontractor at 
high interest rates.
The employer inflates workers’ 
debt in order to ensure that they 
have minimal or no income.
Workers are required to lodge 
deposits.

Occupational 
injury and 
illness 
reports

Examine records of workplace 
injuries.

High number of reported 
occupational injury and illness, 
or fatalities at worksite.
Suspiciously low number of 
recorded injuries or illnesses 
indicates that cases of occupa-
tional injuries and illnesses are 
being hidden.

Degrading or 
hazardous 
working 
conditions

Complaint 
reports

Identify complaint reports and legal 
records or evidence of outstanding 
complaints and action taken against 
the company.

High number of outstanding 
complaints without action taken.
Absence of a complaint 
mechanism or no complaints 
recorded could be a sign of a 
weak mechanism or an environ-
ment that discourages re-
porting.

Complaint 
reports

Determine whether there are 
gender specific measures to 
support reporting of complaints.

Lack of gender specific mea-
sures to file a complaint limits 
workers ability to report, 
especially in the case of sexual 
harassment and/or violence.

Degrading or 
hazardous 
working 
conditions

Step 1HRDD 
Steps Step 2 Step 3 Step 4 Step 5HRDD 
Steps Step 2 Step 3 Step 4 Step 5

Identify, assess and prioritize actual and potential forced labour impacts 



﻿2. Human rights due diligence on forced labour: How to prevent, mitigate and account for actual and potential forced labour impacts 35﻿2. Human rights due diligence on forced labour: How to prevent, mitigate and account for actual and potential forced labour impacts 35

Document Review Possible red flag Indicator

Records of 
disciplinary 
action

Review records of disciplinary action 
(e.g., the frequency, the workers 
disciplined, the measures of action).

High number of disciplinary 
actions against workers can 
indicate disciplinary action is 
being used as a form of 
coercion.
Disproportionate targeting of 
specific categories of workers 
(e.g., women, indigenous 
workers).
Use of wage deductions or extra 
work as punishment.

Abuse of 
vulnerability, 
abusive 
working 
conditions

Maintenance 
or inspection 
records

Review inspections, audits or 
maintenance records.

The employer does not keep 
maintenance or inspection 
records, or records do not 
correspond with condition of 
work sites or accommodations 
(i.e., records show inspection of 
fire extinguishers that are not 
working or not present).
Reports are insufficient to meet 
the requirements of the relevant 
standard.
Reports repeatedly confirm 
serious problems, but these 
have not been addressed.

Abusive 
working 
conditions

Plan of the 
worksite

Review worksite plans and examine 
them for:

	X surveillance towers;
	X access to sanitary facilities;
	X access to water;
	X access to electricity and light;
	X access to transport and roads;
	X access to medical care.

There are security guards, 
surveillance towers or cameras, 
which control the workers 
beyond what is reasonable and 
proportionate to maintain 
security at the worksite.
Inaccessible or non-existent 
sanitation facilities.
No access to medical care at the 
facility or nearby.
Difficult access to the workplace 
or town (e.g., no transport 
services or roads).  The worker 
has difficulty getting to town 
during rest days / holidays.
Inadequate access to water, 
electricity or lighting.

Isolation, 
restriction of 
movement, 
abusive 
working 
conditions

Security 
related 
policies

Review security related policies. Be aware that security related 
considerations can often be 
used to restrict freedom of 
movement of workers. 
Restrictions that disproportion-
ally affect women should be 
assessed, as they may constitute 
gender discrimination.

Restriction of 
movement
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Document Review Possible red flag Indicator

Policies 
regarding 
identity 
documents

Examine policies and procedures 
related to workers’ identity 
documents.

Use of standard forms signed by 
workers authorizing retention or 
restricted access to their identity 
documents. 

Retention of 
identity 
documents

Grievance 
mechanism 
or complaint 
form

Does the company have a func-
tioning and safe grievance mecha-
nism? 
Examine grievance and complaint 
forms.

Absence of a safe grievance 
mechanism or suitable alterna-
tive, or the existing ones are 
inadequate 
(see Tool 7 and Tool 8).

Any of the 11 
indicators

Occupational 
Safety and 
Health (OSH) 
Policies

Check if the company has an OSH 
policy and risk assessment.
What does the policy include?

Absence of an OSH policy or 
suitable alternative, or the 
existing ones are inadequate.

Other policies Review documentation, such as 
codes of conduct, policies on human 
rights or prohibition of forced 
labour.

Absence of a formal policy or 
code of conduct on forced 
labour or on human rights 
prohibiting forced labour and 
including grievance and 
remediation mechanisms.

Abuse of 
vulnerability

Check if the company has specific 
policies or mechanisms for hiring 
migrant workers, including through 
labour recruitment agencies. Verify 
if these ensure zero recruitment 
fees and related costs for workers.
Review contracts with labour 
recruiters.

Policies or contracts with labour 
recruiters do not prohibit 
recruitment fees or related costs 
being charged to workers. 
Contracts lack clauses to 
termination in case of non-com-
pliance with fee charging 
provisions

Determine if procurement proce-
dures are clearly defined to help 
prevent risks of forced labour

There are no clearly defined 
procurement procedures or the 
procedures do not account for 
risks of forced labour.

Audits Review audit documentation and 
check for indicators of forced 
labour.

Audit reports identify risks of 
forced labour.
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	 Tool 3b – Direct observation checklist

Guidance
Observations of worksites and employer-provided accommodation for working and living conditions 
can help identify additional risks of forced labour. They can be especially valuable in cases where frank 
testimony from workers may be difficult to obtain or could jeopardize their safety.

An array of forced labour indicators, including, but not limited to, abusive working conditions (such as 
ill-maintained and dangerous equipment, no first aid kit), abusive living conditions (such as restriction 
of movement or insufficient space to rest), or the presence of unregistered workers, can be revealed 
through on-site observations.

Along with worker interviews, on-site visits are also important for comparing the information contained 
in documentation and records with actual working conditions. On-site observation can permit the early 
detection and follow-up of labour abuses and substandard working and living conditions that could 
deteriorate into situations of forced labour.

Tool 3b: Direct observation checklist

Review What to assess Possible red Flag Indicators

Worksite Examine the location of the 
workplace and its connection to 
town, cities, modes of transporta-
tion, and connectivity.

The workplace is isolated, in a remote 
location, far from any habitation, communi-
ties, urban areas or similar workplaces. 
The workplace is hard to reach. There are 
no transport services, and the worker has 
difficulty getting to town during rest days 
or holidays.

Restriction of 
movement, 
Isolation, 
Abusive 
working 
conditions 

With regard to remote workplaces 
(and related accommodation), 
determine whether community 
facilities are easy to reach; accom-
modation is within a reasonable 
distance to work; and whether the 
location is safe.

The location is unsafe.
Community facilities and accommodation 
are hard to reach.

Examine the worksite for surveil-
lance measures such as security 
guards, cameras or towers.

There are security guards, surveillance 
towers or cameras and/or surveillance by 
peers, which permanently control the 
workers.

Do workers have access to 
adequate sanitation facilities?

Sanitation facilities are unsafe, unhygienic 
or inaccessible. 

Examine if doors are locked and 
whether the workplace is sur-
rounded by high walls, fences and/
or barbed wire.

Workers are locked in their workplace.
There are high walls, fences and/or barbed 
wire around the workplace.

Determine whether workers have 
access to medical supplies and care.

There is no possibility of getting medical 
supplies or care at the facility.
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Review What to assess Possible red Flag Indicators

Working 
conditions

Look for signs of hazardous work; 
inadequate protective gear; lack of 
running water or adequate food.
Determine whether OSH measures 
are in place in accordance with 
legislation and any standard 
safeguards.

Workers undertake hazardous work 
without adequate protective gear. There is 
no personal protective equipment (PPE) of 
sufficient quantity and quality.
Conditions are unsafe and/or unhygienic.
Inadequate fire safety equipment (e.g., 
non-functioning or inaccessible).

Abusive 
working 
conditions, 
Isolation, 
Restriction of 
movement

Working 
conditions

Determine whether the employer 
has adopted any measures to 
minimize the risk of weather-re-
lated hazards, including heat stress.

No adequate ventilation, heating, cooling 
or lighting.

Abusive 
working 
conditions, 
Isolation, 
Restriction of 
movementExamine the ratio of actual team 

size to personnel requirements.
The workplace is overcrowded or severely 
understaffed.
There is limited or no privacy.

Are certain groups of workers 
spatially separated from each other 
at the worksite or in recreation areas, 
for reasons other than work tasks?

Workers are deliberately separated from 
each other to avoid contact or organiza-
tion/unionization.

Look for signs of restriction of 
movement.

Use of “exit” or “toilet break” passes or other 
restrictions.

Workers’ 
Accom- 
modation

Do workers live at the workplace or 
are they provided accommodation 
elsewhere?

Workers sleep and live at the workplace. Abusive 
living 
conditions, 
Isolation, 
Restriction of 
movement, 
Retention of 
identity 
documents

Look at rooms and dormitories; 
sanitary and toilet facilities; 
canteen, cooking and cleaning 
facilities; leisure and social facilities; 
ventilation, heating, cooling, 
lighting.

Accommodation is visibly decrepit, poorly 
constructed, poorly maintained, dangerous, 
or unsanitary.
Workers do not have their own bed but 
share it with another person working 
another shift. 
Workers have limited or no privacy.
Cooking takes place in the bedroom; there 
are no separate bathrooms for shower and 
toilet.
Kitchen, bathroom and overall conditions 
are unhygienic or unhealthy.
No adequate and quality drinking water.
No adequate and quality food.
No access to food storage, sanitation or 
washing facilities.
The dormitory is overcrowded. 
There are problems with electricity, 
ventilation or air conditioning.
The accommodation is unsuitable for living 
(e.g., basement, storage shed or tent) and 
lacks privacy.
There is no consideration for gender, such 
as separate accommodation for women and 
men.
Workers do not have access, either through 
the community or their accommodation, to 
clothing, medical care, social and emer-
gency services, social security, recreation 
areas or schools.

Step 1HRDD 
Steps Step 2 Step 3 Step 4 Step 5HRDD 
Steps Step 2 Step 3 Step 4 Step 5

Identify, assess and prioritize actual and potential forced labour impacts 



﻿2. Human rights due diligence on forced labour: How to prevent, mitigate and account for actual and potential forced labour impacts 39﻿2. Human rights due diligence on forced labour: How to prevent, mitigate and account for actual and potential forced labour impacts 39

Review What to assess Possible red Flag Indicators

Workers’ 
Accom- 
modation

Are workers allowed to enter and 
exit their living facilities freely, at all 
times? If not, does this differ for 
different categories of workers, 
such as female/male workers?

Workers are locked in their accommoda-
tion.
Curfews limit workers’ freedom of 
movement outside their accommodation 
during rest periods and days off.

Abusive 
living 
conditions, 
Isolation, 
Restriction of 
movement, 
Retention of 
identity 
documents

Do workers have a secure place to 
keep their personal belongings and 
documents?

Workers do not have a secure place to keep 
their personal belongings and/or docu-
ments.

Consider whether there are any 
factors limiting migrant workers’ 
access to housing – for example 
their irregular migratory status.

Regular housing is not available to workers 
with irregular migratory status, and no 
accommodation is provided by the 
employer.

Physical 
and 
psycho-
logical 
state of 
workers

Observe workers’ physical and 
mental state.

Workers have visible signs of maltreatment 
(e.g., bruises, stab wounds, mouth and 
teeth injuries, cigarette burns).
Workers look exhausted and/or show signs 
of mental confusion, anxiety or fear.
Workers’ body language demonstrates fear 
and anxiety, especially in the presence of a 
supervisor.

Physical and 
sexual 
violence, 
Intimidation 
and threats

	 Tool 3c – Worker interview questionnaire

Guidance
Worker interviews help further investigate the findings gathered through other tools in this handbook. 
The short version of the worker interview questionnaire provided in Tool 3c is designed to identify po-
tential areas of risks of forced labour through preliminary screening.

The questionnaire covers different stages of employment, from recruitment to separation, and high-
lights red flags in workers’ responses that may indicate forced labour situations or risks, based on the 
11 indicators. The questions are formulated in general terms and should be adapted to the respective 
sectoral and regional context.32

Once these potential areas of risk are identified, users should refer to the corresponding sections of 
the more detailed questionnaire in Annex 1 to examine and analyse those specific areas in depth. For 
example, if risks are identified in recruitment practices, questions should be asked to the worker about 
how they were recruited, the role of intermediaries, contract terms, any recruitment fees paid, etc.  

Note: The interview should be conducted by a reliable and recognized third-party with no affiliation to 
the company.
Interviews should include a workforce sample that reflects the overall workforce, including especially 
at-risk groups such as migrant workers, temporary workers or subcontracted staff, and should consider 
work location, function, shift, gender, ethnic group, age, length of service, etc., depending on the context.

32	 For examples on fishing sector, see: ILO, Towards Freedom at Sea – Handbook for the Detection of Forced Labour in 
Commercial Fishing, 2023b (indicators and example cases) and ILO, ILO Training Package on Inspection of Labour Conditions on 
Board Fishing Vessels, 2021b (interview procedure).
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Union representatives may help to organize worker interviews, but interviews should also include 
workers not suggested by the union.
In some cases, the trust of workers will be hard to gain. Remember that workers may have low expec-
tations of help from company representatives or authorities, or even expectations of trouble, based on 
experiences at home or as migrants. In these cases, workers can be reached, or their stories learned, 
through trade union representatives or intermediaries such as charities, social service organizations, 
religious organizations and migrant community leaders. Actively engaging these groups can support 
more accurate assessments of suspected forced labour situations and risks.
Be aware that some workers may have been coached by recruitment agencies, supervisors or even other 
workers on how to answer questions. Signs of coached responses may include all workers giving exactly 
the same answers, answers that sound rehearsed, attempts by some workers to prevent others from 
speaking, or body language that contradicts what is being said. If workers continue to provide coached 
answers, simply close the interview in a normal manner and record your observations in your notes.

Box 7: Important principles for worker interviews

	X Workers must be explicitly assured that their response will remain confidential and will not affect their 
employment status or result in any adverse actions against them. 

	X Ensure informed consent by explaining:
	ZThe content and purpose of the interview.
	ZThe potential risks and benefits of participating.
	ZWhy they have been selected and how the information will be used.
	ZThat their participation is voluntary, and they have the right to refuse to answer questions and stop the 
interview at any time without fear of consequence.
	ZTheir right to restrict the ways in which any information they shared is presented or disseminated.

	X Explain the interview situation, for example: “I will be asking you to share your experiences and will be taking 
notes on what you say. I will not share your name or contact information.”

	X A private setting is best for conducting interviews, although workers should not feel isolated. 
	X Ensure a safe, neutral place for the interview, preferably away from the worksite.
	X The interviewer should create a comfortable environment for the worker. This can be done by accommodating any 

cultural differences, allowing workers to refuse to answer certain questions, listening intently and asking follow-up 
questions, and helping workers understand the questions by providing examples if necessary (workers may not 
realize they have experienced threats or harassment).

	X Workers should be interviewed in a language they understand and should be able to respond in their native 
language, with provision for interpreters if necessary. 

	X Interviewers should be of the same gender as the worker being interviewed, to allow the worker to respond 
transparently to questions related to harassment. 

	X Forced labour is a sensitive topic; questions can be asked indirectly to workers. For example, “Do you know 
of co-workers who”.

	X Use clear and appropriate language. Pose follow-up questions regarding any significant issues identified and 
guide the worker on how to voice their concerns (see below Next steps box in case immediate action is required).

	X Only ask for as much detail as the worker is comfortable sharing.
The interviewer is responsible for detecting when an interview should not be conducted or should be stopped to 
prevent harm to the worker, if they show visible signs of distress. It is common for current victims and survivors 
of forced labour to suffer from various forms of distress, such as post-traumatic stress disorder or depression.
Note: For more information on ethical guidelines, see: ILO, Ethical Guidelines for Research on Forced Labour, 2023a.

Note: During the interview, aim to understand whether there are signs that the worker is working involuntarily or 
under coercion. Use key follow-up questions, such as “Did you agree to these conditions?”, “If you had known about 
these conditions, would you have taken the job anyway?”, or “Have you been forced to work under these conditions?”
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Tool 3c: Worker interview questionnaire (short version)33

Worker interview questionnaire (short version)

Date of interview:

Company name:

Is the worker below the age of 18 years?

Sex:

Start date at the company (dd-mm-yyyy):

Position:

Contract type:

Contract duration (in months):

Migration status (if applicable):

Recruitment agency (if applicable):

Start

Before beginning, ensure informed consent and explain the purpose and process of the 
interview (see Box 7)

	X Do you know why this interview is being conducted? 
	X Do you have any concerns about the interview?
	X What language do you feel comfortable conducting this interview in?

Framing and 
general 
information 

Recruitment stage

Questions Possible red flags Indicator

Before you agreed to take this job, were you 
informed about how much you would be 
paid, what your tasks would be and how 
long you would work, (and, if applicable, 
about the living conditions)?

The worker was not provided accurate 
information about the job during the 
recruitment process.

Deception

Did you sign a contract for this job? Did you 
read and understand your contract? If not, 
why?

There is no written contract, or the 
contract is written in a language the 
worker cannot understand.

Did you sign blank pages or were pressured 
to sign additional work contracts after you 
arrived at the workplace?

The worker signed a contract with 
sections left blank, allowing for possible 
fraudulent alterations.

33	  For an example on how to proceed to interview workers in the fishing sector see: ILO, ILO Training Package on Inspection of 
Labour Conditions, 2021b.
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Worker interview questionnaire (short version)

Questions Possible red flags Indicator

Could you have refused to accept this work? 
If not, why?

The worker reports not having consented 
to the job and are working involuntarily.

Intimidation 
and threats

Did anyone used pressure or threats to 
make you take the job or agree to any of the 
conditions in your employment contract? If 
yes, what kind of threats?

The worker indicates accepting the job 
due to threats or pressure. 

Did you go into debt to get this job? For 
example, to pay a recruitment agency, obtain 
a passport or work permit, or cover pre-depar-
ture accommodation or travel costs? If yes, 
to whom?

The worker is in debt to the employer or 
recruiter and was threatened with serious 
consequences, such as physical harm to 
the worker or to a family member, or legal 
jeopardy, if the job is left before repay-
ment.

Debt bondage

Do you have to work in order to pay off debt 
to your recruiter or employer? Do any of 
these debts prevent you from leaving the 
employer if you wanted to? If yes, why? 

Were you put (further) into debt through 
unagreed or excessive charges or interest 
rates?

The worker was deliberately put further 
into debt through exorbitant interest 
charges and/or unagreed or excessive 
charges for food, housing or other goods 
from the employer.

Were you forced to take the job through 
physical force from the employer or 
someone else (e.g., abduction, confinement 
during the recruitment)?

The worker reports being forced to take 
the job due to physical force.

Physical 
violence

Employment stage

Questions Possible red flags Indicator

Are the conditions at work the same as 
those agreed at the time of recruitment? 
(If different) What is different? For example: 
type of work; working and rest hours; duration 
of the contract; workplace; employer; wages; 
pay schedule; living conditions; freedom to 
move or leave.

The actual terms of employment are not 
consistent with the contract. The worker 
was tricked into accepting a job that is 
worse than the one agreed at the time of 
recruitment.
The worker indicates that the job would 
not have been accepted had the real 
conditions been known. 

Deception

Can you freely enter and exit the company’s 
facilities (dormitory/accommodation or 
worksite) without needing permission 
(except for safety reasons)? If not, what are 
the restrictions?

The worker states that mobility is 
constrained by their employer or super-
visor (e.g., workers are locked in their 
accommodation or workplace).

Restriction of 
movement

Are you subjected to constant surveillance 
(also outside working hours)?

The worker reports constant surveillance 
by the employer or supervisor.

Have you ever been asked to hand over 
personal documents (e.g., passport, identity 
document, residence permit, work visa, etc.)? 
Are you able to access these anytime you 
want?

The worker is not in possession of 
personal documents and is unable to 
leave due to fear of losing them.

Retention of 
identity 
documents
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Worker interview questionnaire (short version)

Questions Possible red flags Indicator

How much were you told you would be paid 
when you agreed to take this job? (Specify 
currency and timeframe – e.g., monthly/daily).
Are you always paid everything that you 
were promised? If not, how much was 
deducted and was the reason explained to 
you?

The worker is paid below the legal 
minimum wage and / or the amount paid 
does not match the terms agreed in the 
contract.

Withholding of 
wages

Do you ever have trouble getting your 
money? Did you have to work for no wages?

The worker states that the employer has 
previously withheld wage payments, 
delayed them or made unexplained 
deductions. Wage withholding is a 
warning sign of coercion.

If you left your contract early, would you be 
paid for the days you have already worked?

The worker feels coerced to continue 
working for fear of losing unpaid wages if 
the job is left.

How many hours a day do you work, how 
many days each week?
Do you sometimes (or often) work for more 
hours than agreed and more than what is 
legal? (Explain what the legislation provides for 
in the country)

The worker is required to work excessive 
hours daily or without rest days, despite 
legal requirements.

Excessive 
working hours

Do you have enough time to rest? Are you 
allowed to rest while sick?

The worker is required to work without 
breaks or days off. Refusal to work, even 
when sick or injured, results in penalties.

Do you have to work overtime to meet the 
targets and to be paid what was promised?

The worker cannot meet quotas or earn 
the agreed wage under piece-rate 
systems without working excessive hours.

What happens if you refuse to work overtime 
when asked?

The worker is unable to refuse overtime 
due to threats or punishment/penalties.

Do you have to work in conditions or 
perform tasks that you think place you at risk 
of serious injury or illness? Were you given 
adequate protective gear and/or training?  
Are you allowed to refuse in such cases? If 
not, why not?

The worker reports undertaking haz-
ardous work without adequate protective 
gear and/or training.
The worker is unable to refuse unsafe 
assignments due to threats of punish-
ment, loss of wages or employment.

Abusive 
working 
conditions

Do you have to perform tasks that you think 
are illegal or work in conditions that you find 
degrading, humiliating or otherwise intoler-
able? Would you expect any negative conse-
quences if you refuse? If yes, which ones?

The worker endures working conditions 
that are in severe breach of labour law 
and violate human dignity.

Are you provided housing/sleeping quarters 
by the employer? If yes, do you have to live 
in housing that you find degrading, unhy-
gienic, unsafe, overcrowded, lacking in 
privacy or otherwise intolerable?

The housing is described as intolerable 
due to very poor conditions and inad-
equate access to essential needs (e.g., 
clean water, sanitary facilities, etc.)

Abusive living 
conditions
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Worker interview questionnaire (short version)

Questions Possible red flags Indicator

Are you denied access to a mobile phone or 
the internet?

The workers’ mobile phone have been 
confiscated and/or access to phone or 
internet is restricted during their free time, 
or only allowed under employer supervision.

Isolation

Are you able to talk to family, co-workers, 
social support or trade unions?
Do you belong to any worker organization? 
Are you free to join or form a trade union?

The worker reports being isolated from 
family or co-workers, and/or is restricted 
from contacting social support networks or 
trade unions.

Isolation

Have you ever witnessed verbal abuse, 
harassment or physical or sexual violence in 
the workplace? If yes, what kind?

Violence is used to threaten, intimidate, 
punish or coerce the worker.

Physical and 
sexual violence 

Have you been threatened with or experi-
enced violence? If yes, what kind of threats 
or violence occur at your work?

Workers report any actual or threatened 
verbal or physical (sexual) abuse, or 
(sexual) harassment.

Have you or your family been threatened or 
intimidated with violence, humiliation, 
denial of food/water, denial of rest, 
additional work or withholding of wages?

The worker and/or worker’s family are 
intimidated and threatened as a means of 
coercion and control.

Intimidation 
and threats

Do you and your colleagues feel safe to 
raise a complaint? If not, why?

The worker is intimidated and does not 
feel safe to raise complaints, fearing 
punishment.

Have you been threatened with deportation 
or being reported to the authorities to stop 
you from refusing certain conditions of 
work or tasks, or quitting?

Threats of deportation or being reported 
to authorities are used as disciplinary 
measures, especially for international 
migrant workers.

Abuse of 
vulnerability

Employment separation stage 

Do you feel free to leave the job at any time? If 
not, why not? 
Did you want to leave the job but were 
prevented from doing so? If yes, what measures 
were taken to prevent you from quitting?

The worker does not feel free or able to 
leave the employer and terminate the 
employment.

Coercion, 
involuntariness

Good practice: Danone’s assessment of adverse impacts

Danone assesses adverse impacts on the ground through audits or self-assessments. With guidance 
from external experts including the Fair Labor Association Danone has identified ten priority coun-
tries of operation, based on two criteria: human right inherent country risk and size of the external 
workforce employed at Danone’s sites. In these ten priority countries, facilities, including plants, 
headquarters and warehouses, SMETA audits have been conducted by certified auditors. Danone 
ensured that trade union representatives were interviewed. In the other countries, human rights 
self-assessments have been conducted at priority sites (defined as those with over 150 Danone 
employees or if the external workforce exceeds 20% of the Danone headcount) using an internal 
self-assessment tool. The self-assessment tool aligns with the Ethical Trade Initiative (ETI) Basecode 
and Danone Sustainability Principles. It also incorporates questions from the survey designed by 
the Fair Labor Association for members of the Consumer Goods Forum-Human Rights Coalition. 

Source: IOE, Practical Guide for Employers, 2025b. 
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Next steps 

	X The above questions help identify risks that require action to prevent them from developing 
into forced labour. The questionnaire can also reveal indicators and potential victims, 
prompting further investigation. In some cases, however, interviews may also uncover 
high-risk situations where workers appear to be employed involuntarily under threat. When 
this happens, the interviewer should proceed with the following steps to take immediate 
action to support the victim(s): 

	Z Guide the worker on how to voice their concerns.
	Z Offer referral to victim support services: 

	- Referrals to relevant services should always be offered to workers who have 
experienced or are currently in situations of forced labour and/or human trafficking.

	- Workers should never be referred without their consent. If an individual requests or 
accepts a referral, the interviewer should make every effort to facilitate it. 

	- Interviewers should have cards providing the addresses and phone numbers of 
referral services, including shelters, psychosocial care, legal aid, health services, and 
trustworthy law enforcement contacts. The cards should be translated into relevant 
languages and produced in a format that is accessible and discreet for distribution 
to workers. 

	- After explaining available referral options, enquire about what the worker would 
like to do, what kind of help they prefer and how they want to access the selected 
support. The interviewer should go beyond simply providing written information 
wherever possible, for example, by contacting the referral service on the worker’s 
behalf when they provide approval to do so. Do not take action or contact authorities 
such as police or immigration services without the worker’s explicit permission.

	- For individuals who do not want immediate help, offer referral information for 
possible future use.

Note: For further guidance on remedy, see Tool 9.

	X If children below 18 years old are found, refer to the ILO and IOE Child Labour Guidance 
Tool for Business.1

	X For situations that do not constitute forced labour but still present a risk, companies should 
develop a corrective action plan for identified risks of forced labour (see Tool 7). Any issues 
that require immediate response or escalation should be prioritized. 

	X Companies that hire migrant workers and have identified potential risks at the recruitment 
stage, may need to further assess their own recruitment practices using Tool 4a and Tool 4c.

	X Companies sourcing from countries where State-imposed forced labour is suspected should 
assess the related risks using Tool 5. Similarly, companies making use of prison labour 
should assess the associated risks using both Tool 5 and Tool 6.

Note: (1) ILO and IOE, ILO-IOE Child Labour Guidance Tool for Business. How to do Business with Respect for 
Children’s Right to Be Free from Child Labour, 2015b.
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Tool 4:	 Assessing risks related to recruitment
Low-skilled migrant workers are three times more at risk of being in forced labour than non-migrant 
workers.34 In addition, migrant workers with irregular migration status are at even greater risk. The 
recruitment phase is particularly critical, where risks of forced labour may first appear, including de-
ception regarding the job or terms and conditions of employment, retention of identity documents, 
and the imposition of recruitment fees and related costs on workers, which can result in debt bondage 
and heightened vulnerability. Women migrant workers may encounter additional and gender-specific 
risks at all stages of recruitment and migration, such as discrimination, sexual harassment, or unequal 
treatment in job placement.

In the context of global labour mobility and increasing skills shortages, companies often turn to private 
employment agencies and labour recruiters, ranging from individual agents to large multinational firms, 
to meet their workforce needs. These actors play a significant role in matching labour supply and skills 
with international employment opportunities, especially in cross-border recruitment of migrant workers. 
In this landscape, recruitment practices vary widely, and not all are conducted in a fair or transparent 
manner. One growing concern is the burden of recruitment fees and related costs placed on workers, 
which can lead to indebtedness and increase vulnerability to forced labour.

The ILO Private Employment Agencies Convention, 1997 (No. 181)35 calls on States to establish systems for 
registering, licensing, and regulating private employment agencies, and prohibits these agencies from 
charging workers, directly or indirectly, in whole or in part, any fees or costs. This principle is reaffirmed 
in the ILO General Principles,36 which cover 13 principles that apply to all types of recruitment and should 
guide the implementation of fair recruitment at all levels, providing operational guidelines for companies 
and public employment services. Moreover, business-led initiatives such as the Code of Conduct of the 
World Employment Confederation37 emphasizes that “private employment services shall not charge directly 
or indirectly, in whole or in part, any fees or costs to jobseekers and workers, for the services directly related to 
temporary assignment or permanent placement”.

It is important to note that both international and internal migrant workers may face abuses during 
recruitment. The following tools support companies that recruit international and/ or internal migrant 
workers in assessing risks linked to their recruitment:38

	X Tool 4a: Steps for company’s fair recruitment process.
	X Tool 4b: Assessing practices of labour recruiters.
	X Tool 4c: Reviewing recruitment fees and related costs.

34	  ILO, Global Estimates of Modern Slavery, 2022, page 4.
35	  ILO, Private Employment Agencies Convention, 1997 (No. 181).
36	  ILO, General Principles, 2019b.
37	  World Employment Confederation (WEC), Promoting Fair Recruitment and Employment Practices – Code of Conduct, 2017.
38	  For more comprehensive guidance on due diligence for fair recruitment, see ILO GBNFL, The Due Diligence Toolkit for Fair 
Recruitment, 2021, online course; and  IOE, An Employer’s Guide to Fair Recruitment, 2021. 
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	 Tool 4a – Steps for company’s fair recruitment process39

Guidance
The tool below describes common steps in the recruitment process. Each company should review its 
own recruitment process, as these steps vary depending on whether recruitment is national or interna-
tional, and on the laws and agreements governing labour migration corridors. A detailed assessment of 
recruitment processes in each migration corridor is the basis for identifying risks of recruitment related 
abuses that need to be prevented. Such assessment also helps to clarify the roles and responsibilities of 
different stakeholders involved in the recruitment and labour migration process, whether workers are 
migrating for work within the country or from abroad, allowing the company to strengthen due diligence, 
where necessary.

Tool 4a: Steps for company’s fair recruitment process

Service description

1 Government approval
In some jurisdictions, companies that wish to recruit migrant workers must first conduct a labour 
market assessment to demonstrate that they are unable to hire workers locally. Once this is done, the 
responsible authority reviews the request and, if satisfied, grants approval. In some countries, 
recruiting workers from another state or region may require local government approval.

2 Recruitment service agreement
This agreement is concluded between the employer and the selected service provider, e.g., a labour 
recruiter or recruitment agency in the country of destination or origin.

3 Demand letter or letter of engagement should contain:
	X Number of workers required.
	X Position and job description.
	X Skill or qualification requirements.
	X Worksite and job hazards.
	X Accommodation site and conditions.
	X Working conditions, including wages, periodicity of payments, hours of work, shifts and overtime limits.
	X Leave entitlements, including sick leave and annual leave.
	X Deployment dates and contract duration.
	X Conditions for employment termination.
	X Indication of zero-fee and costs to workers recruitment.

4 Demand letter attestation at embassy
This process may be initiated by the employer or a service provider on the employer’s behalf. For the 
latter, the employer may wish to include a review of the process as part of recruitment due diligence.

5 Government approval in countries of origin
This is granted by the relevant public authority and communicated to the employer or its service 
provider, allowing recruitment to proceed.

39	  This tool is adapted from tools developed as part of ILO, Fair Recruitment Matters for Business – Lessons from a Pilot Study in 
Qatar’s Construction Sector, 2021a.
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Service description

6 Preparation of the job advertisement
The employer or service provider prepares a clear and accurate job advertisement that reflects the 
terms outlined in the approved demand letter. The advertisement should specify the job title, key 
duties, required qualifications, working and living conditions, wages and benefits, and the employer’s 
commitment to a zero-fee recruitment policy. It should also include transparent information on the 
application process, deadlines, and contact details, ensuring compliance labour and recruitment 
standards.

7 Searching for job applicants
Normally conducted by the service provider in the country of origin and monitored by the employer. 
The following channels are often employed: 

	X Existing databases.
	X Sub-agents.
	X Circulars or newsletters.
	X Word of mouth.
	X Local TV, radio or print media advertisements.
	X Recommended candidates (from employer, current or former workers).
	X Mass text messaging services.
	X Social media.

8 Conducting pre-selection
	X Candidates matching the requirements are shortlisted.
	X Candidates receive a first briefing on zero-fee and costs to workers recruitment as well as other 

relevant information pertaining to the process, job and destination.
	X This process may be managed by the service provider alone or in cooperation with human resources 

representatives of the hiring company.

9 Interviews
	X Explain the nature of the job and the working and living conditions.
	X Explain workers’ rights and responsibilities.
	X Brief the workers on the zero-fee recruitment and related costs policy, along with the recruitment 

plan and schedule.
	X Interviews may be conducted by the service provider or involve the participation of the employer.

10 Selection
	X Employers review documentation and select the final candidate list.
	X Offer letter is made to candidate(s).
	X Employment contract is written and explained to workers in a language they understand.
	X Next steps are explained, including reiteration of zero-fee recruitment and related costs policy

11 Other processes
	X Contract approval in country of origin.
	X Welfare contribution in country of origin.
	X Passport application.
	X Visa application.
	X Medical examinations.
	X Training.
	X Taxes.
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Service description

12 Pre-departure orientation or training
In some jurisdictions, pre-departure orientation is required by law to prepare the migrant workers for 
life abroad. It may be provided by a public authority, a trusted civil society organization or a recruit-
ment agency. In other cases, the employer may wish to invest in preparatory training for selected 
candidates. This is often facilitated by the service provider and conducted in cooperation with the 
employer. 

13 Overseas travel arrangements
If this step of the migration process is not handled directly by the employer, recruitment due diligence 
must ensure that migrant workers are not paying for services and related costs, including documen-
tary evidence that shows the service provider covered the payments. 

14 Arrival
The following should be included in the overall recruitment costs and covered by the employer: 

	X Additional taxes or social security.
	X Medical examinations.
	X Uniform or equipment costs.

15 Post-arrival orientation
After arriving at the destination, workers should receive an orientation organized by the employer or 
service provider. This session familiarizes workers with workplace rules, health and safety procedures, 
grievance mechanisms, cultural norms, local laws and available support services. It also reinforces key 
employment terms and workers’ rights.

16 Return or repatriation 
Travel costs from the worker’s workplace or employer-provided accommodation to their place of 
origin should be included in the overall recruitment costs and covered by the employer.
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	 Tool 4b – Assessing practices of labour recruiters40

Guidance 
Ensuring the company assesses the practices of third-party labour recruiters to determine whether they 
follow fair recruitment practices, and are therefore a viable option as a service providers, is key. This tool 
supports such assessment. 

Tool 4b: Assessing practices of labour recruiters

Background

1 Does the labour recruiter have a policy on fair recruitment?

1a. Does the policy include reference to zero recruitment fees and related costs charged to workers?

2 Is the labour recruiter licensed or registered (depending on national legislation)?

3 Is the labour recruiter a member of a national or international employment agencies association? 

3a. Has the national or international employment agencies association received certification or 
adopted a policy on fair recruitment that members must abide by?

4 Has the labour recruiter undergone any training on fair recruitment?

5 Does the labour recruiter use subagents or other informal labour intermediaries?

6 Has the labour recruiter been subject to any allegations of worker abuse?

7 In which industry sectors or regions/countries does the labour recruiter specialize? 

8 What is the share of women and men recruited by the labour recruiter?

Cost structure

9 Has the labour recruiter provided a breakdown of all recruitment fees and related costs to be covered 
by the employer?

10 Is the fee structure of the labour recruiter in line with the market rate?

11 Is the fee charged to the employer inclusive of all recruitment costs, where applicable, work permit, 
medical examination, insurance, skills and qualification tests, training and orientation, travel and 
lodging, administrative costs, labour recruiter fee and related documentation? 

12 Is the labour recruiter charging any recruitment fees or related costs to the workers?

13 Is the fee or cost charged by the labour recruiter to the worker in accordance with national rules and 
regulations, and where relevant, the laws and regulations of the country of origin?

14 Does the labour recruiter provide loans or financial advances to workers who cannot afford recruit-
ment fees or related costs?

15 Are workers required to lodge any security deposits with the labour recruiter?

40	  This tool is adapted from ILO, Business Responsibility on Preventing and Addressing Forced Labour in Malaysia: A Must-Read 
Guide for Malaysian Employers, 2019a. Companies are encouraged to adapt the tool to their local contexts. 
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Documentation, procedures and contract

16 Is the information in the job advertisement accurate?

17 Are job seekers made aware that they should not be responsible for any recruitment fees and related 
costs?

18 Is the labour recruiter operating in compliance with national laws, policies and procedures, and, for 
international recruitment, with the laws, policies and procedures of the country of origin?

19 For international recruiters, is the labour recruiter aware of how to comply with laws, policies and 
procedures in the country of destination?

20 Is the employment contract issued in a language understood by the worker?

21 Are the terms and conditions of employment explained to the worker?

22 Is the signed employment contract the same as that provided by the employer or used in the country 
of destination?

23 Are the terms and conditions of the employment contract consistent with the employer’s requirements 
and standards and with labour law?

24 Does the labour recruiter employ any discriminatory interview or selection processes?

25 Does the labour recruiter manage personal information collected from workers in a confidential 
manner and store personal data securely?

25a. Does the labour recruiter provide pre-departure orientation to workers?

26 Is a grievance mechanism available to jobseekers? Does the labour recruiter maintain a database of 
complaints and documentation showing how complaints have been resolved?

Identification documents, travel and medical examination

27 In the case of international recruitment, does the labour recruiter follow the correct immigration 
procedures?

28 When required, is the medical examination conducted free of charge to the worker?

29 If a medical examination is conducted, are the related expenses part of the recruitment cost borne by 
the employer?

30 Are the transport and logistic arrangements for the worker part of the recruitment cost borne by the 
employer?

31 Does the labour recruiter retain or hold the passport or other identity documents of the worker at any 
point in the process?
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	 Tool 4c – Reviewing recruitment fees and related costs

Guidance
This tool can be used to map the recruitment fees and related costs involved in different labour migra-
tion corridors. By examining the fees and costs incurred at each stage of the recruitment process, the 
employer can obtain an accurate picture of these costs and determine how they are currently distributed. 
Subsequently, the employer should determine the appropriate cost distribution between themselves 
and the labour recruiter, keeping in mind that workers should not bear any fees associated with their 
recruitment, in accordance with international labour standards and the ILO’s General Principles.41 

The tool below provides a sample template to collect information on possible recruitment fees and 
related costs and on the party who incurred these costs. The tool should be used to report current and 
accurate information from the recruitment process. Each row should be completed to the best of the 
company’s knowledge, using up-to-date data from company representatives, workers (see Tool 3c), 
labour recruiters, and, where relevant, government authorities. 

Tool 4c: Reviewing recruitment fees and related costs42 

Recruitment cost item 
(list per migration corridor, if relevant)

Amount 
(and currency)

Cost distribution

Employer Labour 
recruiter

Worker or 
jobseeker

Recruitment fee for services rendered by the 
labour recruiter

Administrative fees for approval in country 
of destination

Administrative fees for demand letter

Attestation fees at embassy

Administrative costs for government 
approval in country of origin

Advertisement costs

Subagent fees

Local travel and lodging for interview

Interview costs

Skills, qualifications and/or language tests

Skills certificates

School records

Contract approval

Welfare contribution

Medical tests

Photographs

41	  ILO, General Principles, 2019b.
42	 In some cases, certain related costs may be borne by governments. It is important to review and analyze the applicable 
national legislation to understand such provisions.
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Recruitment cost item 
(list per migration corridor, if relevant)

Amount 
(and currency)

Cost distribution

Employer Labour 
recruiter

Worker or 
jobseeker

Passport costs

Biometric costs

Visa/work permits

Security deposits

Insurance

Immigration fees or levies

Medical costs

Vaccination costs

Police clearance

Official translations

Security deposits

Taxes

Notary, attestation or legal fees

Pre-departure orientation training costs

Pre-departure internal travel and lodging

Travel to destination 
(e.g. flights and local transport to reach 
worksite/accommodation from place of origin)

Equipment or uniform costs

Enrolment in social security

Post-arrival orientation training costs 

Post-arrival medical examinations

Return travel costs

Return travel allowance

Other

The final set of identification tools addresses State-imposed forced labour. Companies that source, or 
may potentially source, from areas where there is suspicion of State-imposed forced labour should apply 
these tools.

Good practice: Samsung measures progress against forced labour through monitoring 
recruitment fee reimbursement to workers

Samsung Electronics disclosed its revised Migrant Worker Policy1 highlighting “the Employer Pays 
Principles” and reflecting ILO’s new definition of fees. Samsung conducts special audits for forced 
labour and delivers training on responsible recruitment for suppliers. The company measures the 
progress against forced labour in the supply chain by tracking the reimbursed amount of recruitment 
fees and the number of managers in suppliers who completed its responsible recruitment training.  

Notes: (1) See Samsung, Migrant Worker Policy, 2020.
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Tool 5:	 Dealing with State-imposed forced labour

Guidance
Most of the guidance in the handbook focuses on actions to prevent and remediate risks and situations 
of forced labour caused by private actors within supply chains. State-imposed forced labour arises from 
national laws, policies, or practices, and often occurs within a broader social context marked by coercive 
state apparatuses and a general absence of civic freedoms. 
To assess whether State-imposed forced labour may pose a risk in a supply chain, reports and informa-
tion from ILO supervisory bodies and other UN human rights agencies are particularly valuable sources.43 
These reports come from trusted international mechanisms that assess whether countries’ laws and 
practices comply with international standards, and they should be a key starting point for analysis.
Noting that compulsory prison labour under the control of, or for the benefit of, private individuals or 
entities is never permitted (see Tool 6), initial desk research should check for the following risk indicators: 

	X Evidence of a State policy or State-sanctioned practice, as expressed in laws, high-level policy docu-
ments, administrative instructions or institutional mandates, that directly or indirectly legitimizes the 
use of involuntariness or coercion (including coercive pressures by State authorities or systematic use 
of prison labour) in human resource allocation. 

	X Evidence of a State policy or practices that instrumentalizes employment or work for political objec-
tives, such as aligning political views with those of the established political, social or economic system, 
altering the population composition in particular areas, or enhancing national security.

	X Evidence of a State policy or State-sanctioned practice that restricts job or geographical mobility for 
economic, social, cultural or political purposes. 

	X The presence of a coercive environment (a significantly reduced civic space manifested in systemic 
restrictions of fundamental freedoms and enhanced surveillance), a comprehensive mechanism for 
pressure-driven labour mobilization, or a State policy mandating work or production targets for tar-
geted populations. 

	X Evidence of a State policy or State-sanctioned practice that causes or perpetuates the disadvantaged 
position or vulnerabilities of racial, social, national or religious groups.

Where there is evidence of one of the above five indicators, further assessments or traceability studies 
may be necessary to understand whether there is a credible possible risk of State-imposed forced labour 
within the supply chain.
A major challenge arises in situations involving State-imposed forced labour, where private actors often 
have limited, if any, agency to address abuses resulting from deliberate State laws, polices or practices. 
As the State itself imposes this category of forced labour, States may have little incentive to collaborate 
with, or address challenges raised by companies. 
In such contexts, victims are often denied access to remedy, as States not only fail to recognize the exis-
tence of forced labour but may actively legitimize or conceal it. Traditional protections, such as national 
laws, enforcement bodies and judicial systems, may be either inaccessible to victims or used to reinforce 
their exploitation. As a result, and depending on the scale of the problem, there may be little or no possi-
bility of remediation through national institutions. Because these practices may be embedded in national 
policies, State structures can be used systematically and at scale, creating a high-risk environment that 
is exceptionally difficult to influence. 

Safety considerations for suppliers, third party auditors and workers should be taken into 
consideration when undertaking due diligence in these contexts. Where a mapping, desk re-
search and/or traceability study indicates a possible risk of state-imposed forced labour, par-
allel action should be taken. In particular, while the due diligence processes by a company 
should continue and be ongoing as it can further uncover additional negative impacts link to 
state-imposed forced labour, it is important to take steps to ensure that affected and involved 
stakeholders cannot be subject to retaliations. Companies should carefully consider the fol-
lowing questions in Tool 5 below to ensure that their actions are responsible and do not put 
at risk those involved or affected.

43	 For ILO supervisory body comments see the Committee of Experts on the Application of Conventions and 
Recommendations (CEACR) website.
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Tool 5: Dealing with State-imposed forced labour

Questions to consider before undertaking company-level assessments 
or further due diligence

Questions Considerations

1 Can an assessment be undertaken safely 
and credibly? 

Fundamental preconditions for State-imposed forced labour 
include an overall coercive environment within the context 
in which it is taking place (specific geographical area, 
specific groups of the population, prisons, etc.), which may 
inhibit the free expression of concerns by workers.
The absence or inability of UN agencies, such as the ILO, 
or independent NGOs or human rights institutions to 
undertake a credible assessment in the given context is a 
strong indicator that it could be unsafe to do so.
The broader context must be considered when determining 
whether enterprise-level assessments can be conducted in 
a safe and credible manner. The principle of “do no harm” 
must be the priority. If there is a credible risk that data 
collection could place individuals at risk, the assessment 
should be postponed, adapted, or not undertaken.
Desk research may be a more suitable approach 
to identifying risks of State-imposed forced labour, 
complemented by traceability studies to assess whether the 
supply chain is situated within a high-risk context.

2 Is it possible, within the specific context, 
to collect accurate information without 
exposing workers, civil society actors, 
auditors or other stakeholders to the risk 
of retaliation?

3 Can independent third-parties, such as 
the ILO or credible NGOs, support, 
validate or help conduct the assess-
ment?

4 Are sufficient safeguards in place to 
protect against retaliation?

When the State is responsible for forced labour, there 
are usually no credible mechanisms in place to protect 
individuals, such as workers, auditors, or civil society actors, 
from retaliation. Legal protections for workers, suppliers, 
third-party auditors or researcher are likely to be either 
absent or not enforced, especially when exposing State-
linked abuses.  Reporting abuses may itself carry significant 
risks, including harassment, arrest, loss of employment or 
other negative consequences.
The legal system may lack independence, and whistleblower 
protections are frequently ineffective or entirely lacking in 
practice.
A company’s ability to implement effective safeguards in 
such a context is likely to be significantly constrained.

5 Are there effective and enforceable 
protections for workers, suppliers, 
third-party auditors or researchers in 
case risks or situations of State-imposed 
forced labour are uncovered?

6 Are there established protocols that can 
effectively prevent and respond to possible 
retaliation, especially from State actors?

7 If risks or situations of State-imposed 
forced labour are identified, what actions 
can be taken? 

The range of effective actions is likely to be extremely 
limited. Since the State is the source of the coercion, 
companies often lack safe, legal or practical avenues to 
resolve abuses. Traditional approaches to remediation, such 
as engaging authorities, supporting victims or improving 
workplace conditions, may not be possible or may place 
stakeholders at further risk. 
Companies and their suppliers may have little or no capacity 
to stop or reduce the risk of State-imposed forced labour. 
Compliance measures, audits or corrective action plans 
are unlikely to be meaningful in a setting where the abuse 
is systemic and sanctioned or carried out by State actors. 
Efforts to intervene can even provoke retaliation or increase 
adverse impacts on workers.
In these situations, companies, suppliers and partners 
generally lack the leverage needed to influence government 
behaviour.

8 Is the company or its suppliers able to 
implement measures that could cease, 
prevent or mitigate such risks or 
violations?

9 Does the company, its suppliers or 
partners have leverage to influence 
change?

10 What, if any, power does the company or 
its suppliers have to provide remediation 
to adverse impacts already caused?
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Next steps 

	X If on-the-ground assessments or further due diligence activities cannot be carried out 
safely, companies should rely on open-source desk-based research and traceability studies 
to assess the risk of State-imposed forced labour, focusing on contextual and structural 
indicators rather than direct enquiries into forced labour situations.

	X In accordance with UN Guiding Principle No.19, where there is no reasonable prospect that a 
company can prevent or remediate forced labour, due to minimal leverage or lack of access 
to meaningful engagement, its continued involvement should be carefully reviewed.1 This 
is especially important when there is a risk of the company becoming complicit in gross 
human rights abuses, such as State-imposed forced labour. In such instances, companies 
must promptly assess whether and how to disengage, taking into account several factors, 
including how “crucial” the relationship is to the business, the “severity” of the abuse, 
and the potential human rights consequences of terminating the relationship. Wherever 
possible, the decision should also be informed by internal and independent external human 
rights expertise and should include meaningful consultation with potentially affected 
groups and other relevant stakeholders. Mitigation measures necessary to minimize 
adverse impacts resulting from the decision – either to remain or disengage, should also 
be taken.2

	X Before ending a business relationship, the UNGPs emphasize that companies should seek 
to be part of the solution. Where possible, leverage should be exercised. In this regard, the 
UNGPs acknowledge that leverage is not static. It may be limited at the outset, but could be 
built over time. Companies should evaluate their previous efforts to address forced labour 
and assess whether new or adapted strategies could credibly produce better outcomes. 

	X Drawing on the ILO’s experience in addressing State-imposed forced labour, three 
minimum conditions are essential to enable effective remediation over time:3

	Z Government recognition of the problem and a genuine commitment to reform. This 
may be demonstrated through public statements, engagement with UN bodies such 
as the ILO, cooperation with independent civil society organizations, or participation in 
multi-stakeholder initiatives.

	Z State permission for an independent entity, such as the ILO, to conduct third-party 
monitoring or independent assessments, with firm guarantees from the State to ensure 
the safety and protection of all participants.

	Z The existence of an independent and credible complaint mechanism that is accessible 
to affected individuals, capable of receiving grievances in line with principles of effective 
grievance mechanisms, and empowered to engage directly with government authorities 
for follow-up and resolution. Such a mechanism must be guided by the principle of “do 
no harm”, have the authority to operate with freedom of movement, independently 
follow-up with victims, and seek redress in cases of potential retaliation directly with 
authorities.

Notes: (1) The UNGPs should not be interpreted as requiring enterprises to terminate all relationships whenever 
they are unable to fully prevent or mitigate adverse human rights impacts. Nor should they be understood as 
obliging enterprises to maintain relationships solely because termination might pose potential human rights 
risks. Instead, enterprises are expected to make a carefully considered decision, weighing the full range of po-
tential impacts. However, if an enterprise chooses to remain in the relationship, it must do so with a clear under-
standing that specific responsibilities and potential consequences follow. See Office of the United Nations High 
Commissioner for Human Rights (OHCHR), Business and Human Rights in Challenging Contexts: Considerations for 
Remaining and Exiting, 2023. (2) Additional guidance can be in OHCHR, Business and Human Rights in Challenging 
Contexts, 2023. (3) See, for example, ILO, Building Trust in Cotton Fields: The ILO’s Engagement in Uzbekistan, 2022a.
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Tool 6:	 Assessing risks related to compulsory 
prison labour for private entities

Guidance
Compulsory prison labour can never be under the control of, or used for the benefit of, private companies 
or individuals. It may only be imposed by the State on prisoners who meet specific conditions: they must 
be convicted of a crime by a court of law following due process, be under the control and supervision of a 
public authority, and the work must not be for the benefit of private individuals, companies or associations. 
Some jurisdictions require or permit prisoners to work for private entities or under their control. When 
the use of prison labour by private actors is systematic or widespread, prisoners may have no genuine 
choice regarding participation. 

When prison labour involves private companies, it must be based on the free and informed consent of 
the prisoner. Prisoners should be able to refuse work without facing penalties, such as loss of privileges 
or adverse impacts on their sentence. A good test of free consent is whether the job conditions approxi-
mate those of regular, freely chosen employment.

Indicators that the work offered as prison labour is not forced labour include:

	X Each worker receives and signs a standardized consent form from the enterprise, indicating that they 
agree to work. The form specifies the wages and conditions of work.

	X The conditions of work offered by the company approximate those of work outside the prison, namely:

	Z Wages are comparable to those of free workers with similar skills and experience in the relevant 
industry or occupation, taking into account productivity levels and any costs the enterprise incurs 
for prison security supervision.

	Z Wages are paid directly to workers. Workers receive clear and detailed wage slips showing hours 
worked, wages earned, and any deductions authorized by law for food and lodging.

	Z Daily working hours are in accordance with the law.
	Z Occupational safety and health (OSH) measures comply with legal requirements.
	Z Workers are included in the social security scheme for accident and health coverage.
	Z Workers may withdraw their consent at any time, subject only to reasonable notice requirements.

	X Advantages may also be offered, for example:

	Z Workers gain benefits such as learning new skills and the opportunity to work cooperatively in a 
controlled environment, enabling them to develop team skills.

	Z Workers have the possibility of continuing similar work upon release.

If supply chain mapping or a traceability study reveals the use of prison labour, it is essential to assess, 
within the specific context, whether there is a risk that prisoners are not engaged voluntarily. Tool 5 
should be applied first to assess the broader context and structural risks. Tool 6 serves as an additional 
instrument to help determine whether prison labour for the benefit or under the control of private par-
ties amounts to a situation of forced labour. Direct interviews with prisoners should be avoided unless 
the assessment conducted with Tool 5 demonstrates that they can be carried out safely and credibly.
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Tool 6: Assessing risks related to compulsory prison labour for private entities

Questions to determine whether compulsory prison labour constitutes forced labour

 Questions Considerations 

1 Has the prisoner been 
ordered to work by a public 
authority or a court of law? 

Irrespective of the alleged or convicted crime, it is illegal under ILO 
Convention No. 29 for prisoners to undertake work of a compulsory 
nature for a private entity or individual.  
If a court of law orders any form of compulsory labour (correctional 
work, public works or imprisonment with compulsory labour), it 
cannot be performed for a private entity. Likewise, even where prison 
systems mandate prisoner labour, they cannot compel prisoners to 
perform work for private entities. This means prisoners cannot be 
required or ordered to be hired to or placed at the disposal of private 
entities or individuals.
This includes compulsory work performed within prison premises if 
they are operated by private entities.
Compulsory prison labour is only permitted if the work is both 
controlled and supervised by a public authority under certain 
conditions. Under no circumstances can prisoners be ordered to 
undertake compulsory work under the conditions outlined in Box 1.

2 Has the prisoner freely 
provided their written 
consent to engage in work?

Consent must not result from a threatened penalty for refusal (e.g., 
loss of privileges or rights). The consent should also indicate the 
expected wages and conditions of work.
There must be sufficient safeguards in place to ensure the prisoner 
volunteered freely.

3 Do the working conditions of 
the prisoner reflect the terms 
and conditions of work of 
workers engaged in free 
employment in the relevant 
economic sector? 

Prisoners should enjoy the same OSH standards as free workers in 
comparable jobs, and have access to comparable wage levels and 
social security benefits, allowing for reasonable differences (e.g., 
deductions for food and lodging).

3a. Are wages paid directly to 
the prisoners?

Prisoners should receive clear and detailed wage slips, including any 
authorized deductions.

3b. Are wage levels appro-
priate?

Wages should be comparable to those of free workers with similar 
experience and skill levels in the relevant industry or occupation, 
considering productivity levels.

3c. Are working hours in 
accordance with the law?

Daily working hours must comply with labour laws in the relevant 
jurisdiction.

3d. Is social security provided 
to prison labourers?

This should include accident and health coverage.
Certain differences may be accepted in relation to free workers.

3e. Are OSH regulations 
followed?

Health and safety measures must comply with legislation, and 
standard safeguards available to other workers must also be in place.

3f. Are prisoners able to 
withdraw their consent at any 
time, subject only to 
reasonable notice periods?

Withdrawal of consent to work must be permitted without any 
penalties affecting privileges or rights in prison.

3g. Are any employment-
related advantages offered to 
prison labourers?

Additional advantages, such as learning new skills or the potential to 
continue similar work upon release, may indicate free consent.

4 Is the work of prisoners 
supervised by public 
authorities?

Periodic inspection of premises by a public authority is not sufficient 
to meet the requirements of ILO Convention No. 29. 
Any work hired to or placed at the disposal of private entities must 
be undertaken voluntarily. Public authorities should supervise and 
authenticate the voluntariness and formal consent of prisoners.  
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Next steps 

	X If conditions for employing prisoners in private employment are not met, the company 
must determine whether it has the ability to influence these arrangements as part of its 
remediation efforts, to ensure that any labour is truly voluntary and conducted under 
conditions that approximate those of a free labour market.

	X Once risks have been identified using the proposed tools in Step 2, both at the recruitment 
stage and during employment, the company should take action. The next stage of the due 
diligence process provides guidance on how to respond to identified risks or situations of 
forced labour. It integrates three interrelated elements:

	Z a corrective action plan to address and prevent recurrence of risks;
	Z a grievance mechanism to enable safe reporting and engagement with affected 

workers;
	Z remediation to ensure that adverse impacts are appropriately addressed and victims 

obtain effective remedy.
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Step 3	
Take action on actual and potential forced labour 
impacts

According to the commentary under UN Guiding Principle 17, “human rights risks are understood to be the 
business enterprise’s potential adverse human rights impacts. Potential impacts should be addressed through 
prevention or mitigation, while actual impacts – those that have already occurred – should be a subject for 
remediation.” 

This step provides guidance on both, how to prevent and mitigate potential impacts (risks) of forced 
labour, and how to remediate impacts (forced labour situations). 

In accordance with UN Guiding Principle 24, companies should prioritize addressing the most severe 
risks or those where a delayed response could render them irremediable: “(…) business enterprises should 
first seek to prevent and mitigate those that are most severe or where delayed response would make them 
irremediable.” 

This section provides the following practical tools:

	X Tool 7: Corrective action plan for identified risks of forced labour. Provides guidance on developing a 
corrective action plan to mitigate risks of forced labour identified through the tools in the previous step.

	X Tool 8: Grievance mechanisms to enable effective remedy and protection against forced labour:

	Z Tool 8a: Principles of effective grievance mechanisms. Outlines key design principles to ensure 
grievance mechanisms are accessible, transparent, and responsive.

	Z Tool 8b: Grievance procedure example. Provides an example of a grievance procedure that compa-
nies can adapt to their specific context.

	Z Tool 8c: Grievance mechanism form. Outlines a grievance mechanism form designed to be simple 
and confidential.

	X Tool 9: Understanding the substantive forms of remedy for individuals. Provides guidance on appro-
priate remediation measures for individuals affected by situations of forced labour.
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Tool 7:	 Corrective action plan for identified 
risks of forced labour

Guidance
Developing a corrective action plan is a key step in addressing the risks of forced labour identified using 
the tools above. It enables a company to determine where to focus its efforts and what specific actions 
are needed to mitigate or eliminate these risks, thereby preventing forced labour situations. Rather 
than focusing on individual cases, the corrective action plan aims to review internal policies, practices or 
processes that require adjustment.

The corrective action plan should clearly outline the relevant indicators of forced labour, describe the 
issues identified and their root causes, specify the corrective actions required to mitigate the risks, assign 
responsibilities to the appropriate staff or departments within the company, and establish a clear time-
frame for implementation.

This tool provides an example of the key elements of a corrective action plan, using selected indicators 
of forced labour to illustrate how companies can respond to specific risks. While the examples in the 
tool are not exhaustive, they provide a starting point for designing tailored interventions based on the 
risks identified. The timeline for implementing corrective measures will depend on the company’s size, 
resources and operating context. However, it is recommended that mitigating actions begin as soon as 
the corrective action plan has been completed and approved internally. 

Prioritization is essential, as not all risks can be addressed simultaneously. Actions should be sequenced 
based on the severity of the impact on workers and the likelihood of occurrence.

Tool 7: Corrective action plan for identified risks of forced labour

Details Root causes Actions required

Responsible 
departments
(where 
applicable) Ti

m
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e)

1. Deception/wage deductions

A document 
review, 
including a 
cross-check of 
worker 
payment 
transactions 
against 
employment 
contracts, 
revealed that 
actual salaries 
were lower 
than those 
specified in 
the contracts.

The employer 
was deducting 
recruitment fees 
and costs from the 
workers’ monthly 
salaries.

Review company policies and processes 
related to recruitment, including contracts 
with labour recruiters.

Human 
resources.
Legal/ 
compliance.

Develop or amend policies and practices 
in line with international standards and 
national legislation, where they are absent 
or do not provide full protections. 
Ensure that contracts with labour recruiters 
prohibit any recruitment fees or costs 
being charged to workers and that they 
contain clauses to terminate contracts in 
case of non-compliance with fee-charging 
provisions.

Human 
resources.
Legal/
compliance.
Procurement. 

Calculate recruitment fees and costs paid by 
workers.
Reimburse workers for any recruitment-
related fees or costs previously paid. A 
payment schedule can be established to 
allow reimbursement over several months.

Human 
resources.
Finance.
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Details Root causes Actions required

Responsible 
departments
(where 
applicable) Ti
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Conduct further investigation into whether 
the wage deductions created a situation of 
debt-bondage. 
Provide assistance to any worker who 
wishes to terminate their employment 
(following reimbursement of wages).

Human 
resources.
Sustainability.
Legal/
compliance.

Design and conduct training and distribute 
information materials to managers and 
workers on workers’ rights regarding 
recruitment, wage deductions and available 
grievance mechanisms.

Human 
resources.
Sustainability.

Ensure copies of payslips are provided to 
workers with information on hours worked, 
wages and any legal deductions and are 
countersigned by workers.

Human 
resources.
Finance.

2. Abusive working and living conditions / isolation

An observa-
tion of the 
employer-
provided 
housing 
facilities 
revealed that 
they were 
unsanitary 
and too small 
for the 
number of 
workers they 
are intended 
to accommo-
date. The 
housing is 
located on the 
same site as 
the workplace, 
which is in a 
remote area 
with no access 
to public 
transporta-
tion, making it 
difficult for 
workers to 
leave at any 
time.

Lack of investment 
in adequate 
housing 
infrastructure.
Absence of policies 
ensuring safe 
and healthy living 
conditions for 
workers.
Failure to account 
for workers’ 
transportation 
needs.

Conduct a full audit of the current housing 
facilities to assess compliance with health, 
safety, and space standards.

Human 
resources.
Facilities/
infrastructure.
OSH.
Compliance. 

Develop and implement housing standards 
aligned with national and international 
labour standards.1

Human 
resources.
Facilities/
infrastructure.
OSH.

Renovate or rebuild existing housing to 
meet adequate sanitary and spatial 
requirements based on housing developed 
standards.

Facilities/
infrastructure.

Establish safe and regular transportation 
options for workers to travel offsite.

Facilities/
infrastructure.

Conduct further investigation into whether 
isolation and lack of transport are used for 
coercive purposes by employer (e.g., to 
prevent worker from leaving).

Human 
resources.
Compliance.

Ensure housing standards are clearly 
documented and communicated to 
managers and workers, including available 
grievance mechanisms in case of non-com-
pliance.

Human 
resources.
OSH.

Explore the feasibility of workers securing 
their own, private accommodation, if they so 
choose.

Human 
resources.
OSH. 
Finance.

Implement periodic reviews of workers’ 
accommodation and transportation to 
monitor compliance

Human 
resources.
Facilities/
infrastructure.
OSH. 
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Details Root causes Actions required

Responsible 
departments
(where 
applicable) Ti
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ef
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During 
interviews, 
workers 
reported 
being 
required to 
work addi-
tional hours 
to meet 
production 
targets, 
without 
receiving any 
overtime pay.

Lack of clear 
policies and 
monitoring 
systems to track 
working hours and 
ensure compliance 
with labour laws.
Production 
planning and 
quotas exceed 
the legal working 
hour limits based 
on the number of 
available workers.
Weak enforcement 
of overtime 
compensation 
policies.

Review and revise policies on working hours 
and overtime compensation in line with 
national labour laws and international 
labour standards.

Human 
resources.
Finance.
Legal/
compliance.

Ensure employment contracts include 
provisions for overtime, specifying working 
hour limits and compensation.

Human 
resources.

Ensure time-tracking systems accurately 
record all working hours, including overtime.

Human 
resources.
Operations/
production.

Audit recent payroll and time records to 
identify unpaid overtime.

Human 
resources.
Legal/
compliance.

Compensate workers for any unpaid 
overtime identified

Human 
resources.
Finance.

Adjust production targets to align with 
workforce capacity.

Operations/
production.
Finance.  

Ensure overtime is undertaken on a volun-
tary basis, without repercussions for workers 
who chose not to undertake overtime work

Human 
resources.
Operations/
production.

Conduct further investigation to understand 
whether the worker is being coerced into 
working overtime hours against their will

Human 
resources.
Compliance.

Document and communicate overtime 
regulations to managers and workers, 
including available grievance mechanisms in 
case of non-compliance. 

Human 
resources.

Implement periodic internal reviews to 
monitor compliance with overtime regula-
tions.

Human 
resources. 
Operations/ 
production.

Note: (1) For guidance for workers’ housing, see ILO, ILO Helpdesk factsheet No. 6, 2009.

Good practice: Nestlé’s Human Rights Salient Issue Action Plans

Nestlé has identified Forced Labour and Fair Recruitment as one of its ten human rights salient 
issues. These issues are addressed through dedicated Human Rights Salient Issue Action Plans, 
which set out the company’s strategy for assessing, addressing, monitoring, and reporting on each 
of them. The action plans define the measures required across the value chain and outline opportu-
nities for collective action. Each salient issue is managed at the global level and addressed thorough 
dedicated actions implemented locally across Nestlé’s operations and supply chains. 

Sources: Nestlé, Creating Shared Value at Nestlé, 2024; and Nestlé, Nestlé Human Rights Salient Issue 
Action Plans, 2023, updated in 2025. 
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Tool 8:	 Grievance mechanisms to enable effective 
remedy and protection against forced labour

Guidance 
A grievance mechanism is a channel through which workers and other stakeholders can safely raise 
complaints or concerns about labour rights abuses, including forced labour. While not a “remedy” itself, 
it is a critical pathway to effective remediation. A well-designed grievance mechanism enables early 
detection of abuses, supports worker voice, and provides the information needed to trigger corrective 
actions or remediation. 

State-based grievance mechanisms

UN Guiding principle 25 states as a foundational principle, that: “As part of their duty to protect against 
business-related human rights abuse, States must take appropriate steps to ensure, through judicial, admin-
istrative, legislative or other appropriate means, that when such abuses occur within their territory and/or 
jurisdiction those affected have access to effective remedy.” 

States are the primary duty-bearers responsible for ensuring access to remedy, by providing strong 
institutions and legal pathways. They are also encouraged to support access to non-state grievance 
mechanisms, such as those operated by financial institutions or industry initiatives. Alternative non-
judicial options, such as employment tribunals or national human rights bodies, can also help victims 
seek justice.

However, risks remain. Forced labour victims may face retaliation, particularly migrant workers or in 
situations of State-imposed forced labour, making protection measures essential. There is also a growing 
trend of national courts taking on cases of abuses committed abroad. This means companies may face 
legal consequences for forced labour anywhere in their operations or supply chains, underscoring the 
need for proactive action.

Company grievance mechanisms

Under the UNGPs, companies that cause or contribute to adverse impacts have a responsibility to help 
provide remedy to affected individuals. One of the most practical ways to do this is through effective 
grievance mechanisms. 

The tools in this section focus primarily on non-judicial remedies. Grievance platforms should allow 
workers and other stakeholders to raise concerns confidentially and without fear of retaliation, either 
directly with the company or through an impartial third-party. 

	X Tool 8a: Principles of effective grievance mechanisms. Outlines key design principles to ensure griev-
ance mechanisms are accessible, transparent, and responsive.

	X Tool 8b: Grievance procedure example. Provides an example of a grievance procedure that enterprises 
can adapt to their specific context.

	X Tool 8c: Grievance mechanism form. Outlines a grievance mechanism form designed to be simple 
and confidential.

While Tool 8b and Tool 8c are generic in nature, their implementation should be guided by the design 
principles outlined in Tool 8a. Well-designed grievance mechanisms enable enterprises to address con-
cerns at an early stage, before they escalate into forced labour situations, and to enable remediation 
when issues do occur. 
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For companies, grievance mechanisms are also a core component of human rights due diligence. They 
establish clear communication channels for workers, subcontractors, community members, or whis-
tleblowers to report risks or abuses. When such issues are left unaddressed, the risk of forced labour 
increases significantly.

Company-run grievance mechanisms should operate alongside State and industry systems, which may 
offer alternative or complementary avenues for remedy. Because sustainable remediation requires ad-
dressing root causes, such as exploitative recruitment, poor working conditions, or weak enforcement, 
companies should also understand and connect with State-level systems. National employer organiza-
tions can be valuable partners in navigating and engaging with these mechanisms and processes.

	 Tool 8a – Principles of effective grievance mechanisms44

Guidance
Company-level grievance mechanisms establish the processes and procedures for addressing work-
place complaints and play a vital role in resolving issues and supporting continuous improvement. The 
UNGPs set out eight effectiveness criteria for operational-level grievance mechanisms: they should be 
legitimate, accessible, predictable, equitable, transparent, rights-compatible, a source of continuous 
learning, and based on engagement and dialogue. International labour standards45 align with these 
criteria, emphasising two fundamental principles for effective grievance procedures:

	X Every worker should have the right to raise a grievance without fear of retaliation or prejudice.
	X The grievance procedure must be efficient and accessible to all workers.46 

Effective grievance mechanisms should be tailored to the specific risk context, identified through as-
sessments or peer learning. This includes addressing language and accessibility barriers, and ensuring 
confidentiality, impartiality, and protection from retaliation, especially where labour rights are restricted. 
Existing systems, such as hotlines, may be adapted if they meet required standards. See Tool 5 for guid-
ance in State-imposed forced labour contexts. 

Adapting existing grievance mechanisms that stakeholders already trust and are familiar with 
to address risks of forced labour can help avoid confusion and fragmentation, particularly in 
contexts where multiple mechanisms are in place. This approach also enables companies to 
integrate human rights risk management more efficiently with existing compliance processes, 
reducing duplication of efforts across various issue areas. However, to effectively address the 
specific risks associated with forced labour, such mechanisms may require targeted enhance-
ments to ensure they can identify, respond to, and prevent such adverse impacts.
Key considerations for adaptation include:

	X Ensuring accessibility in multiple languages and through multiple formats (e.g., digital, 
verbal, written).

	X Ensuring safety for users by providing confidentiality and protection from retaliation, 
particularly for anonymous or sensitive complaints.

	X Training grievance handlers on the indicators and nuances of forced labour, including 
psychological coercion and indirect forms of abuse.

	X Building trust in the mechanism, especially among workers in vulnerable situations who 
may fear reprisal or have limited experience with formal reporting channels.

	X Integrating with recruitment and labour management systems, so that complaints 
about hiring practices or wage deductions can be flagged and addressed early.

44	  Adapted from ILO, Promoting Fair Recruitment and Employment: A Guidance Tool for Hotels in Qatar, 2020, Checklist 3: 
Effective Company Grievance Mechanisms.
45	  See: ILO, Examination of Grievances Recommendation, 1967 (No. 130).
46	  ILO, Recommendation No. 130, para. 5.
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The design and implementation of grievance mechanisms may vary depending on the business model, 
supply chain structure, and operational context. Box 8 outlines four primary approaches that companies 
may adopt, individually or collectively, to ensure meaningful access to remedy: operational-level griev-
ance mechanisms, partnerships with suppliers, and collective business-led mechanisms. Each offers 
distinct advantages and considerations and can contribute to a broader due diligence framework when 
thoughtfully implemented. 

Box 8: Approaches to grievance mechanisms for addressing forced labour

Type of mechanism Benefits Considerations

Enterprise-level grievance mechanisms

Mechanisms established and 
managed by individual compa-
nies, typically at the workplace or 
enterprise level. They enable 
workers and other stakeholders 
to raise concerns directly related 
to the company’s own opera-
tions. These mechanisms are 
tailored to the specific context of 
the workplace or facility, 
accessible to workers, contract 
workers, and on-site stake-
holders, and integrated into the 
company’s due diligence and 
risk management systems.

Enables real-time resolution of 
grievances close to the source.
Builds direct trust and engage-
ment with workers.

Requires strong capacity, 
training, and impartiality to be 
trusted.
Must be designed with language, 
cultural, and literacy needs in 
mind.
Needs protection mechanisms to 
prevent retaliation against 
complainants.

Company-Supplier partnership

Companies collaborate directly 
with their suppliers to co-de-
velop or strengthen grievance 
mechanisms within supplier 
operations. It normally involves 
shared responsibility between a 
company and its supplier to 
manage and resolve complaints, 
such as hosting the mechanism 
at the supplier level with 
monitoring or support from the 
contracting company. This 
approach can assist in aligning 
labour rights expectations and 
remediation standards.

Enhances supplier capacity and 
ownership of human rights risk 
management.
Promotes shared accountability 
and sustainability of remediation 
efforts.
Improves transparency and 
dialogue across the supply chain.

Companies should avoid 
imposing top-down solutions; 
mechanisms must be context-
appropriate and jointly devel-
oped. 
Requires clear roles, escalation 
protocols, and ongoing commu-
nication.
Mechanisms must be trusted by 
workers and insulated from 
supplier retaliation.
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Type of mechanism Benefits Considerations

Collective business-led mechanisms

Mechanisms developed and 
implemented jointly by multiple 
companies, often within the 
same industry or region, to 
address systemic issues that are 
difficult to tackle individually. 
Typically governed through 
multi-stakeholder initiatives or 
business coalitions, these 
mechanisms may be industry-
specific (e.g. apparel, agricul-
ture) or cross-sectoral, and often 
involve independent facilitation, 
monitoring, and worker 
engagement structures.

Promotes consistency in 
standards and access to remedy 
across suppliers and regions.
Increases leverage and resource 
sharing among companies.
Addresses root causes of forced 
labour and other labour rights 
violations through collective 
action.

Requires strong governance and 
transparency to be credible.
Must ensure worker trust, 
accessibility, and independence 
from commercial interests.
May need to be tailored or 
localized to complement 
site-level mechanisms.

Independent third-party mechanisms

Mechanisms fully managed by 
independent third-parties, with 
no direct control by suppliers or 
buyers. These are particularly 
relevant in contexts where 
conflicts of interest are difficult 
to mitigate, or where there is a 
heightened need for confidenti-
ality and protection against retal-
iation. Their independent nature 
can foster greater trust among 
workers and stakeholders, 
especially where traditional 
mechanisms may be compro-
mised by power dynamics or lack 
of impartiality.

Enhances worker trust by 
ensuring confidentiality and 
impartiality.
Can operate across multiple sites 
or suppliers, improving scal-
ability and consistency.
Particularly useful in high-risk 
contexts where enterprise- or 
supplier-level mechanisms may 
not be trusted or feasible.

Requires strong oversight, 
governance, and transparency to 
maintain legitimacy.
Should be well-publicized and 
accessible to all workers in 
appropriate languages and 
formats.
Needs clear coordination 
protocols with companies to 
ensure timely and effective 
remediation of substantiated 
complaints.
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Tool 8a: Principles of effective grievance mechanisms

Part 1: Grievance mechanisms

1. Inclusive design

1a. 
Engagement

Buy-in to the 
grievance mechanism 
should be developed 
during the design 
phase.

Worker representatives should be engaged in the development of 
the company policy and the grievance mechanism.

Consult with intended users on the design of the mechanism, its 
processes and the available outcomes.

1b. 
User-centric 
design

Ensuring user-centric 
design and imple-
mentation is essential 
to building trust in 
the mechanism.

Outline simple, clear steps for users.

Technological solutions may provide a clear, transparent and easy to 
use mechanism provided that: 
i)	 Barriers to access are considered; and 
ii)	The digital divide affecting certain groups of workers (e.g., female 

workers, illiterate workers, workers from ethnic or Indigenous 
communities) is considered and the context-specific risks are taken 
into account.

Pilot the mechanism to identify gaps before broader implementation.

1c. 
Collaboration

Create collaborative 
working relationships 
with representative 
worker organizations 
and relevant civil 
society actors to build 
trust in the mecha-
nism. 

The grievance procedure should explicitly mention the role of trade 
unions and, where absent, worker representatives.

Involve trade unions and worker representatives in the design and 
processes of the grievance mechanism, clearly establish their role in 
its implementation, and in the monitoring of the mechanism to 
ensure its continual improvement, effectiveness and accessibility to 
workers.

2. Right to access judicial or non-judicial remedies

2a. 
Access to other 
mechanisms

The grievance mecha-
nism must not 
restrict access to 
other judicial or 
non-judicial remedies 
available under law.

The grievance procedure should affirm the right of all workers to 
submit complaints through other judicial or non-judicial channels, 
including simultaneously. These can be tailored to country and 
sector-specific contexts.

Where grievances expose criminal conduct, report to the relevant 
authorities, provided the concerned worker(s) gives consent.

3. Legitimacy

3a. 
Trust and 
accountability

Workers and users 
trust the mechanism. 
The entity imple-
menting and 
managing the mecha-
nism must be 
accountable 
throughout the 
grievance process.
Specific measures to 
ensure trust and 
accountability in 
high-risk contexts are 
taken in response to 
context challenges.

Establish and communicate a formal accountability structure, 
internally and externally, including safeguards for confidentiality 
and protection against retaliation.

Proactively identify, mitigate and manage actual or perceived 
conflicts of interest to ensure credibility and trust in the grievance 
process.

Allow anonymous complaints.

Engage external experts or mediators when appropriate, particu-
larly in sensitive or high-risk cases.

Create an oversight body or advisory panel with representatives 
from civil society, workers, or third-parties to review case handling.

Ensure business executives are aware of, and informed about, the 
grievance mechanism and its effectiveness. 
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3b. 
Safety 

Ensure the safety, 
security, and rights of 
complainants and 
victims of abuse. 

In high-risk contexts, consider different accessibility and operation 
modalities for communication channels and grievance receipt to 
ensure safe and confidential access.
Communicate safeguards clearly to potential users.

Establish a system to conduct rapid safety assessments immediately 
upon receipt of potential forced labour situation.

Develop protocols for follow- up on situations involving children, 
ensuring their protection and the involvement of parents or 
guardians, where appropriate.

Identify local support services and establish referral partnerships 
with credible NGOs, government bodies, and expert service 
providers.

Create protocols for temporary suspension of staff or contracts of 
individuals accused of abuse or misconduct, ensuring protection of 
affected individuals and the integrity of investigations.

4. Accessibility

The mechanism must 
be easily accessible to 
all intended users 
and stakeholders. 
Individuals who 
encounter barriers to 
access are supported 
to ensure meaningful 
participation.

Design the mechanism to be accessible to all individuals who may 
be affected by the business’s operations, including workers, 
suppliers, including contractors and subcontractors, supply chain 
workers, and members of local communities at no cost to the user.

Offer a variety of access points (e.g., email, phone hotlines, postal 
addresses, suggestion boxes, online/mobile applications, verbal 
submissions), with some options available 24/7.

Tailor access methods to reflect local languages, cultural norms, 
literacy levels, and workplace realities.

When complaints do not initially meet required information 
thresholds, provide support to help individuals furnish the necessary 
information and ensure their concerns are appropriately registered 
and addressed.

5. Procedural fairness

5a. 
Transparency 
of the process

Workers and users 
should have the right 
to be informed of, 
present at, and 
participate directly in 
procedures.

All parties are regularly informed about procedures and next steps.

Workers are allowed time off in order to take part in the procedures

Where necessary, recruitment agencies are involved.

The company keeps written records at all stages of the process, 
including the initial complaint, investigation notes, responses, 
meeting notes and outcomes.

5b. 
Confidentiality

The mechanism must 
ensure the confiden-
tiality of complaints 
and complainants.

Company policy and grievance procedures specify that complaints 
will be treated as confidential, protecting the identity of workers 
and/or whistleblowers.

The mechanism allows for anonymous complaints, without requiring 
personal information or physical presence.

Responses to anonymous complaints are disseminated in locations 
visible to all workers.
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5c. 
Reasonable 
timeframes 

Procedures should be 
efficient and 
straightforward, 
allowing sufficient 
time for comprehen-
sive investigations 
while ensuring timely 
resolution.

Grievance procedures establish time limits for each stage of the 
process, as well as an overall timeframe for resolution.

All parties are kept informed on the expected duration throughout 
the process.

Predictability Users should be 
given clear informa-
tion about the 
procedure and 
possible outcomes.

Articulate and follow a clear procedure for processing and 
addressing grievances and ensure informed consent at each step.

Processing protocols include defined steps such as notifying 
relevant internal units of complaints, conducting investigations, 
and outlining potential outcomes.

5d. 
Communication 
and access to 
information

All workers should 
be informed about 
available channels to 
raise complaints in a 
clear understand-
able manner.

Workers are informed at the time of recruitment, in a language 
they understand, about company and State-level grievance 
mechanisms.

Workers are given detailed information on the purpose, operation, 
and available channels to raise questions and grievances. Worker 
representatives may be trained to share this information to fellow 
workers.

Company personnel policy and grievance procedures specify that 
migrant workers may seek assistance from their embassies in 
cases of unethical, improper, or unlawful conduct. 

Information remains accessible at all times, including through 
documentation provided to workers, and workplace notice boards, 
including in workers’ accommodation.

All line managers and senior staff are familiar with the grievance 
procedure.

The company actively seeks feedback from workers, directly or 
through worker representatives, on the grievance mechanisms 
through regular meetings (e.g., orientation and information 
sessions and monthly human resources meetings).

5e. 
Non-reprisal

Workers and 
third-parties must 
not face any form of 
reprisal or retaliation 
as a result of raising 
complaints or partici-
pating in grievance 
procedures. Failing 
to do so undermines 
the effectiveness of 
the grievance 
mechanism and 
means it does not 
meet human rights 
standards. 

Company policy and grievance procedures guarantee protection 
against reprisal, harassment, threat or loss of rights for all 
complainants (workers and whistleblowers) who raise a complaint 
through company, State, or non-State channels. 
Company policy and grievance procedures guarantee that workers 
and whistleblowers will not be subject to any form of reprisal, 
harassment, threat or loss of rights as a result of raising complaints 
or participating in procedures. This applies to complaints raised 
through company channels or any other State or non-State 
channels.

Company policy and grievance procedures ensure that no hidden 
costs or loss of remuneration will result from workers’ participa-
tion in procedures

5f. 
Right to be 
accompanied

Workers should have 
the right to be 
accompanied by a 
colleague, friend or 
worker representa-
tive.

Grievance procedures guarantee worker’ right to be accompanied 
by a person of their choice in any meetings or hearings, including 
by a worker representative.

5g. 
Escalation

Lines of responsi-
bility should be 
clearly defined for 
receipt, classification 
and management of 
grievances.

Company policies specify who is responsible for each step in case 
non-compliance persists as well as avenues for escalation.
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6. Additional procedures for groups in situations of vulnerability

6a. 
Access for 
women workers

The grievance 
mechanism should 
include safeguards for 
the protection of 
women workers.

Grievance focal points are properly oriented and trained to receive 
and handle complaints from female workers, especially those 
related to sexual harassment and discrimination.

6b. 
Access for 
migrant workers

Companies should 
address barriers 
faced by migrant 
workers, such as 
language or lack of 
representation.

Companies should design and implement specific and active/
positive measures/procedures to ensure migrant workers can 
access grievance mechanisms without discrimination and in a 
language they understand.

Grievance procedures guarantee migrant workers’ right to be 
accompanied by a person of their choice in any meetings or 
hearings.

6c. 
Access for 
agency workers 

Companies must 
ensure that agency 
workers have access 
to grievance mecha-
nisms.

Company policy guarantees access for all workers, including for 
those recruited by placement agencies. 

Companies verify that placement agencies have grievance 
mechanisms in place before contracting them (as part of due 
diligence).

Placement agencies are informed that any placed worker will be 
briefed on the company’s grievance procedure and may lodge 
complaints at any time in case of labour rights violations (e.g., 
non-payment of wages, substandard accommodation).

6d.  
Access for 
children

Grievance mecha-
nism should take into 
consideration the 
protection of 
children.

Grievance focal points are oriented and trained to handle com-
plaints involving underage workers.

6e. 
Other groups

Companies should 
undertake efforts to 
identify and address 
the accessibility needs 
of other groups (e.g., 
illiterate workers, 
workers with disabili-
ties). 

Grievance mechanisms and procedures are adapted to reflect the 
specific needs of other groups of workers or stakeholders. 
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Part 2: Continual improvement of grievance mechanisms

7. Monitoring and training

7a.  
Ongoing 
assessment of 
procedures, and 
continual 
improvement

Grievance mecha-
nisms and manage-
ment systems 
should be regularly 
reviewed.

Maintain a grievance register to track complaints, processing 
procedures and outcomes, and regularly use grievance data to 
analyse internal processes and trends.

Regularly review procedures and management systems to ensure 
they remain responsive, up to date, and aligned with internal 
policies, national laws and international guidance. The grievance 
mechanism must be regularly improved based on findings.

Workers’ representatives are involved in the review process (while 
maintaining the confidentiality of complainants), as well as 
external experts or independent auditors, where applicable.

The company supports internal and external review processes by 
providing data and findings from grievance procedures. These 
include the types and number of complaints raised, average time 
for resolution, remediation offered, follow-up actions taken, and 
percentage of repeat cases.

Use information from reviews and trends to inform corrective 
action plans aimed at improving the prevention of risks of forced 
labour.

7b.  
Internal capacity

Companies should 
ensure that 
sufficient human 
and financial 
resources are 
allocated to 
support the 
handling of 
grievances and the 
management of 
procedures.

Develop comprehensive grievance policy and procedures, in-
cluding guidance for each step, timelines, contact points and 
follow-up for monitoring purposes.

Provide orientation and training to supervisors and managers on 
the handling of grievances and the management of procedures, 
including the importance of worker representation.
Ensure that personnel responsible for managing grievances 
receive appropriate training on risks of forced labour and related 
forms of exploitation, and on how to recognize and respond appro-
priately to indicators of forced labour in complaints.

Ensure that no language barriers exist between workers and staff 
assigned to receive and handle complaints.

The governance structure for the grievance mechanism must be 
sufficiently independent, ensuring that no party to a particular 
grievance process can interfere with or appear to interfere with the 
process or its outcome.

Good practice: FEMSA’s ethics line 

The Fomento Económico Mexicano SA (FEMSA) requires suppliers to establish a whistleblowing 
mechanism, in accordance with the company’s size, resources, and scope, so that workers can report 
illegal acts, violations of regulations and/or inappropriate behaviour in a confidential manner and 
without fear of retaliation. This mechanism is required over and above FEMSA’s own “Ethics Line”, 
through which reports from employees, suppliers and diverse stakeholders can be submitted via 
email or by phone in multiple languages based on the company’s code, policies and principles.1 The 
Ethics Line operates 24 hours a day, every day of the year, and is managed by a specialized com-
pany that is independent of FEMSA but with high-level supervision by its Board of Director’s Audit 
Committee.

Notes: (1) A list of email addresses and phone numbers associated with the FEMSA Ethics Line is provided in the 
Supplier Guiding Principles, 2022.
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	 Tool 8b – Grievance procedure example

Guidance
This tool is of a generic nature and should be used in a manner that is tailored to the needs of each 
company. It should be guided by the principles set out in Tool 8a on the design of an effective grievance 
mechanism, informed by the two key principles contained in the ILO Recommendation No. 130, and 
aligned to the effectiveness criteria of the UNGPs. The tool sets out the common stages of receiving, 
reviewing and addressing complaints in non-judicial forms of remedy, for example at workplace or com-
pany level. It also encourages continuous improvement by linking the grievance procedure to recom-
mendations to strengthen due diligence mechanisms.

Tool 8b: Grievance procedure example

Prior to receiving grievances 

1.	 Establish protocols 
governing the process, 
safety, confidentiality 
and impartiality of the 
mechanism.

To enable effective remediation of human rights grievances, a formally established 
and fully operational grievance mechanism must be in place. This mechanism 
should be accessible to all relevant stakeholders, including workers, suppliers, 
service providers and labour recruiters, and must allow for the confidential and 
safe reporting of concerns, the impartial handling of allegations, and the timely 
delivery of appropriate responses, all in line with due process principles.
Context-specific safeguards may be required to prevent retaliation against 
complainants, ensure their safety and security, and support the reliable 
functioning of a credible system. It is essential that the design of grievance 
mechanisms incorporates these considerations to avoid the risk of the system 
itself becoming a source of adverse impacts.

2.	 Set up a system for 
managing cases.

A case management system must enable the registration, tracking and closure 
of all reported situations, allowing for real-time monitoring of response timelines 
and the implementation of corrective actions. Such a system helps ensure that 
situations are not lost or overlooked. The recording of information must be 
handled confidentially. The system may need to support different levels of access 
to sensitive data. A structured and transparent approach to managing reported 
situations ensures that grievances are addressed promptly, consistently and in 
accordance with defined procedures and standards.

3.	 Mapping of local regu-
lations and third-party 
service providers.

Before forced labour situations are identified or reported, it is essential to conduct 
a review of applicable local legal and regulatory frameworks and to allocate 
adequate human, financial and logistical resources for the delivery of effective 
remedies. Suppliers, contractors, and managers must be trained on the response 
protocol and equipped with the necessary skills to implement it.
In addition, a mapping of relevant service providers and stakeholders, such as 
government programmes, NGOs, legal aid services and child protection specialists, 
must be conducted in advance as part of the overall remediation protocol. This 
ensures that, when a situation is identified, appropriate support can be mobilized 
immediately in line with the needs of the affected individual(s).
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Stage 1

1.	 Receive the grievance

2.	 Confirm receipt of grievance and provide information on the process, timeframes and access to infor-
mation

Companies should confirm receipt of all grievances submitted and identify the 
deadlines or timeframe for addressing the reported situation. 
The complainant should be able to track each phase and progress of the 
procedure.

3.	 Safety assessment and confidential recording of complaint in case management system.

Possible outreach to:
	X Pre-identified external 

service providers
	X Parents/guardians of 

children (in situations 
involving minors)
Consideration of 
immediate action, 
including temporary 
suspension of contracts.

The primary priority when abuses are identified or raised through a complaint is to 
ensure the safety of the person at risk. Upon receipt of a complaint, an immediate 
step (within the first 24 hours) is to verify safety needs and assess whether 
urgent action is required to prevent adverse impacts and ensure the immediate 
safety and protection of the person(s) at risk, with their informed consent. Safety 
concerns may involve risks of retaliation or other immediate dangers associated 
with the complaint. At-risk individuals may include whistleblowers, workers, or 
their families. As verification of the complaint is not possible at this stage, any 
decision must be based on the complaint as submitted. 
Depending on the outcome of the safety assessment, and based on the informed 
consent of the victim or complainant (in situations where the complaint is made 
on behalf of others), the case manager may need to reach out to external third 
parties for support. This may involve outreach to pre-identified external service 
providers such as trade unions, NGOs particularly in situations involving high 
risk of retaliation or imminent danger. Immediate action may include referral to 
medical, legal or social services. Alternatively, outreach to local authorities may be 
required. 
In situations involving coercive employment of children (or other forms of child 
labour), outreach to parents or guardians will also be needed.
Inform the complainant of their right to seek representation or support from a 
trade union (where available) as part of the grievance process, should they wish to 
do so.
In situations involving risk of retaliation or serious threats, the supplier or 
subcontractor must be instructed to immediately stop the harmful conduct, and 
the accused individuals or contractors should be temporarily suspended while an 
investigation is carried out. 
It is critical to maintain confidentiality and, depending on their wishes, the 
anonymity of the complainant. 
Record the grievance and create a unique profile/identifier.

4.	 Grievance examination and review

	X Clarify the facts and 
context. 

	X Determine the risk 
for the complainant and 
company.

Based on the facts and evidence provided and other sources available to the 
grievance handler, review the complaint details to understand the nature, 
severity, and scope of the issue raised. Where possible, clarify facts and context 
and determine the root causes of the violation. Identify relevant policies, actors 
involved and any supporting evidence. Based on the information available, 
determine whether the situation requires urgent action. 
At this point, it is also important to evaluate the risks posed to the complainant, 
including any new potential retaliation risks, confidentiality needs and individual 
vulnerabilities.
A risk assessment for the company should also be undertaken at this stage to 
analyse legal and compliance risks, particularly whether the grievance raises legal 
liabilities, breaches of labour standards or compliance violations. The potential 
for reputational damage if the issue becomes public or spreads internally, and 
whether the grievance may affect operations, workforce morale or productivity, 
should also be assessed to plan accordingly.
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5.	 Determine response strategy

	X Based on the outcome 
of the grievance 
examination and review 
the following next steps 
may be considered: 
mediation, investigation, 
referral, and/or escalation. 

	X Ensure the strategy 
minimizes adverse 
impacts, upholds 
procedural fairness and 
maintains trust in the 
mechanism.

	X Maintain 
communication with the 
complainant throughout 
the procedure and inform 
them of any changes. 
Ensure informed consent.

	X Record the assessment 
and rationale for decisions 
taken.

The response should be based on actions that ensure no harm, uphold procedural 
fairness and maintain trust in the mechanism.
Grievances may require internal escalation beyond the initial point of contact, 
depending on the complexity and severity of the complaint. This would be 
determined based on an assessment of whether the issue can be resolved at the 
current level or requires escalation to senior management, legal, compliance, and/
or ethics teams. If there is a conflict of interest or the handler lacks neutrality or 
independence, the situation must be escalated. 
Depending on the nature and severity of the situation, the level of risk to the 
complainant or victim, or the emergence of systemic issues, such as involvement 
of multiple workers or management’s awareness and tolerance of the situation, 
external third-party support may be required. Where appropriate, this may also 
include the involvement of local authorities. 
External referral may be appropriate or necessary when internal mechanisms have 
been exhausted or are deemed ineffective. It may also be warranted in situations 
requiring specialized expertise or impartiality, such as expert advice, targeted 
support services or facilitation of mediation, arbitration or expert panels for 
particularly sensitive or technically complex cases.

In cases where the allegations pertain to serious misconduct or breaches of 
criminal law, check with the individual(s), or their guardian in the case of children, 
if they agree to the situation being reported to government authorities such as 
law enforcement, ombudspersons, labour inspectors or human rights bodies, as 
applicable. Ensure any such referrals do not endanger the individual(s) or their 
family and that they are based on informed consent. 
Where the facts require validation, undertake an investigation. Referral to a formal 
fact-finding process can help determine the validity of a grievance and usually 
involves enterprise-level evidence collection, interviews and documentation. 
This can also be useful in situations involving serious allegations and/or where 
root causes need to be understood. Engage external experts where needed, 
particularly if interviews with victims or survivors are required, to ensure the 
approach is confidential, trusted, victim-centred and trauma-informed.
Referral to mediation may be useful for interpersonal conflicts or 
misunderstandings involving less severe grievances, where both parties are willing 
to engage. It is unlikely to be appropriate for grievances involving indicators of 
forced labour.
In situations of escalation or referral, a transparent record of the reasons 
and rationale for the decision should be maintained. Next steps, changes to 
expected timelines, and any changes to points of contact or procedure should be 
communicated to the complainant. 
Regardless of whether an external referral is pursued, complainants should be 
informed of their right to pursue local avenues for justice.
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6.	 Decision making on grievance

	X Discuss with the 
complainant their 
expected resolution. 

	X If several options exist, 
consider these together 
with the complainant to 
determine which offers 
the best outcome.

	X The interests of both 
the company and the 
complainant should be 
considered.

	X The decision must fully 
resolve the grievance and, 
as far as possible, restore 
the complainant to their 
situation prior to the 
occurrence of the adverse 
impact.

	X Consider the 
implications for other 
individuals who may be 
affected by the decision.

Before determining the final remedy, initiate a dialogue with the individual(s) to 
understand what resolution they are seeking. In the case of children, dialogue 
with their guardian should take place. Clarify expectations and ensure realistic 
understanding of what is possible in the context, including timing (e.g., if 
repayment of unpaid wages is required, whether it will be paid all at once or in 
instalments) and in alignment with company policies and legal frameworks. 
Third parties identified in the stakeholder mapping can assist in this 
determination, particularly for serious or sensitive issues. If multiple resolution 
pathways exist (e.g. apology, restitution, reassignment, policy change), discuss 
these openly with the complainant and jointly consider which option provides the 
most appropriate, fair and sustainable outcome.
If agreement on a proposed resolution cannot be reached, involve or appeal to 
senior management and/or a third party.
The final individual remedy should meet the complainant’s needs and also 
consider the legitimate interests of the company. Strive for a balance that 
upholds the rights of the complainant or victim. The remedy should aim to fully 
address the adverse impact and, as far as possible, restore the complainant 
or victim to the position they were in before the issue occurred. Consider the 
immediate safety needs of the individual(s), including safeguards against 
possible retaliation and any rehabilitation needs. Consider whether the remedy 
will lead to closure and long-term satisfaction for all parties involved.
The broader impact of the remedy should also be considered, including its 
potential effect on co-workers, other complainants, supervisors and others.  

Stage 2 

7.	 Implementation of remedy

	X Confirm and document 
the agreed remedy.

	X Assign responsibility 
and clear timeframes for 
implementation.

	X Input to corrective 
action plan.

Clearly document the resolution agreed upon by all relevant parties. Ensure the 
remedy aligns with legal obligations, internal policies and any investigation or 
mediation findings or advice from third party experts. 
Identify who is responsible for implementing each aspect of the remedy (e.g., 
human resources, line manager, finance, legal) and set clear deadlines and 
accountability mechanisms.
Maintain complete records of actions taken, communications and final 
outcomes to ensure transparency, learning and accountability.
If the grievance revealed broader issues, recommend systemic changes, staff 
training or other measures, and incorporate these into the corrective action 
plan.

Stage 3 

8.	 Grievance not satisfied 

	X When the complainant 
does not accept the 
proposed resolution or 
believes the issue has 
not been adequately 
addressed.

Re-engage with the complainant to understand the basis for dissatisfaction and 
explore alternative resolution options, such as mediation, dialogue or referral to 
a neutral third party.
Undertake an internal review of the situation to ensure procedures were 
followed and determine whether adjustments are needed.
Options at this point may also include escalating the grievance to a higher-level 
body or external mechanism, if applicable (e.g., national labour dispute body, 
ombudsperson, or international mechanism), or undertaking a second-instance 
procedure (see below).
Maintain open communication, transparency and respect throughout the 
extended process, and document all actions and decisions, including rationale 
for any final outcomes.
Monitor for potential retaliation or secondary grievances, and provide ongoing 
support as needed.
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9.	 Possible second instance procedure for grievance

The complainant may request a second review if:
	X The grievance was not resolved satisfactorily.
	X New evidence has come to light.
	X There is concern about bias, procedural error or failure to consider key facts.

The appeal, and its grounds (e.g., perceived unfairness, new information, other 
flaws) should be reviewed by a separate, impartial body. This may include 
human resources, legal, ethics or external experts (for sensitive or high-risk 
situations). The officers involved in the original decision should not conduct the 
second review. 
The review process may involve a re-examination of the situation file, evidence 
and appeal submission along with additional fact-finding and interviews, if 
necessary. All procedural safeguards followed in the first instance should also 
be applied in the review. 
Indicate whether the second instance is the final stage within the company 
grievance mechanism and communicate the outcome of the review.
Where applicable, inform the complainant of available external recourse (such 
as the labour inspectorate, ombudsperson or court) if they remain dissatisfied.

Stage 4

10.	Complaint closure

	X Evaluation and 
monitoring.

	X Close the complaint 
when remediation is 
complete and results are 
verified.

Before closing a complaint:
	X Verify that the affected worker received the appropriate remedy as planned.
	X Measure the effectiveness of the remedy.
	X Monitor for potential retaliation or new issues arising as a result of the 

resolution. Ensure the worker is not retaliated against or re-victimized
Close the complaint formally in the grievance registry/system.

11.	Continuous improvement

	X All reported situations 
should include 
recommendations for 
improving due diligence 
in order to continually 
improve the system.

	X Regularly review 
complaints, trends and 
remediation outcomes 
to ensure the remedy 
system is effective and fit 
for purpose, and that it 
informs future corrective 
actions.

Record lessons learned and feed them into the continuous improvement 
process of the grievance mechanism.
Ensure structural issues and the root causes of complaints are addressed 
through the corrective action plan and company measures to prevent similar 
cases from arising in the future. 
Clearly define responsibilities for suppliers, contractors, supervisors and 
recruiters, and hold them accountable for failures.
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	 Tool 8c – Grievance mechanism form

Guidance
Once the company designs its grievance mechanism in line with the principles above, it is important to 
provide clear instructions on how to submit or record grievances. This template form will help workers 
and the company structure the grievance claim and the response. 

Tool 8c: Grievance mechanism form

Worker information
(if not filed anonymously) (Grievances may also be filed jointly or on behalf of a group of individuals)

Name:

Contact details: 
(Include telephone and email if possible)

Employee number or another identifier:

Job title:
(or status if whistleblower)

Supervisor:

Department:

Safety assessment 
(To be completed by the appropriate grievance officer or supervisor depending on the nature of the complaint)

Immediate safety needs:  
(Yes/No. Document details of safety assessment and actions taken, if any, to secure the safety of the complainant and/or 
victim)

Grievance information 
(To be completed by worker or person recording the grievance by phone/in-person)

Date of incident:  
(Include when the incident occurred, if known, or the date on which you became aware of the incident or the 
beginning of a continual problem)

Date of reporting:  
(This date is important to ensure timely resolution. Remember there are multiple channels through which you can 
submit a grievance)

Details of grievance:  
(Please provide as many details as you are comfortable sharing. This information will help with further investiga-
tion)
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Additional details including names of people involved if applicable:  
(If you feel comfortable sharing, this will help resolve the grievance)

Remedy requested:  
(What do you think should be provided to support you in overcoming the effects of the incident)

Investigation  
(To be completed by company)

Investigation process and findings:  
(Clearly document how the company has verified facts in the claim)

Safeguards:  
(Clearly document specific safeguards or measures necessary to ensure the individual’s safety and protection from 
retaliation or other negative repercussions)

Proposed remediation to grievance:  
(What proposal for remedy would restore the worker to the position they were in before the adverse impact 
occurred) 

Follow up  
(To be completed by the company)

Remediation assigned to:  
(Ensure responsibility for resolution is assigned) 

Target closure date:  
(A reasonable timeframe for closure should be determined and the worker kept informed of the process)

Validation of remediation:  
(Verify that the affected worker receives appropriate remedy and assess its effectiveness. Monitor to ensure the 
worker is not retaliated against or re-victimized. Support referral to legal, medical or social services if needed and 
based on informed consent. Record details of the case, actions taken, and outcome)
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Tool 9:	 Understanding the substantive forms 
of remedy for individuals

Guidance
Even when robust policies and procedures are in place, an enterprise may still cause or contribute to 
unforeseen adverse human rights impacts that it was unable to prevent. When such impacts are identi-
fied, whether through human rights due diligence or other channels, the company’s responsibility to 
respect human rights requires it to take proactive steps to support effective remediation, either directly 
or in collaboration with relevant stakeholders.

Depending on the nature of the impact, remedy can be individual or collective, and may be granted by 
judicial or non-judicial institutions, or by the enterprise itself.

Access to effective remedy is a core component of the UNGPs. UN Guiding Principle 1 recalls that States 
should take “appropriate steps to prevent, investigate, punish and redress” business-related human rights 
abuses within their territory and/or jurisdictions. UN Guiding Principle 25, in Pillar III on access to remedy, 
also reminds States to “take appropriate steps to ensure” that those affected by business-related human 
rights abuses within their territory and/or jurisdiction “have access to effective remedy”. This may be 
through judicial, administrative, legislative or other appropriate means, including both State-based ju-
dicial mechanisms and State-based non-judicial grievance mechanisms. 

Under this foundational principle, States have a duty not only to ensure access to remedy but also to 
facilitate public awareness and understanding of how State-based mechanisms are accessed and what 
support exists for doing so. These mechanisms should form the foundation of a wider system of remedy, 
which may include non-State-based grievance mechanisms administered by companies or through col-
laborative initiatives.

What constitutes an effective and appropriate remedy depends on the specific circumstances. While 
addressing issues such as compensation for losses is important, the remedy must remain centred on the 
affected individual. Therefore, the individual’s perspective on what is “effective” should be at the core of 
both the remediation process and its outcome.

As per the enterprise’s responsibility on access to remedy, UN Guiding Principle 22, in Pillar II, provides 
that where “business enterprises identify that they have caused or contributed to adverse impacts, they should 
provide for or cooperate in their remediation through legitimate processes”. In fulfilling this responsibility, 
and to enable grievances to be addressed early and remediated directly, enterprises should establish 
or participate in effective operational-level grievance mechanisms for individuals and communities who 
may be adversely impacted. 

Operational-level mechanisms are typically expected to focus on reaching agreed solutions through dia-
logue as the means to address and resolve grievances. Such a flexible approach increases the potential 
to obtain tailored remedies in different cases (see OHCHR Interpretive guide on Access to remedy).47 

States, alongside the mechanisms they provide, have an important role to play in raising awareness of 
such non-State-based mechanisms and facilitating access to them. Among other actions, this includes 

47	  OHCHR, Access to Remedy in Cases of Business-Related Human Rights Abuse: An Interpretive Guide, 2024.

Step 1HRDD 
Steps Step 2 Step 3 Step 4 Step 5HRDD 
Steps Step 3 Step 4 Step 5

Take action on actual and potential forced labour impacts

https://www.ohchr.org/sites/default/files/2024-11/access-to-remedy-bhr-interpretive-guide-en.pdf


﻿2. Human rights due diligence on forced labour: How to prevent, mitigate and account for actual and potential forced labour impacts 81﻿2. Human rights due diligence on forced labour: How to prevent, mitigate and account for actual and potential forced labour impacts 81

maintaining an enabling legal and policy environment for the functioning of such mechanisms, ensuring 
protection from retaliation for rights holders who access them, and promoting the establishment of such 
mechanisms through international cooperation. 

Remedy is not just about responding to adverse impacts, it’s also about restoring trust, addressing root 
causes and preventing future abuses. 

The below forms of remedy generally include the following categories: restitution, rehabilitation, com-
pensation, satisfaction and the prevention of further adverse impacts. Recognizing that different rem-
edies may be more effective in different situations, this tool distils international guidance and is designed 
to support enterprise decision-making in providing remedy for impacts that have occurred. 

Tool 9: Understanding the substantive forms of remedy for individuals

Remedy type Description Example

Restitution The aim of restitution is to restore the 
affected person or group to their original 
situation before the adverse impact 
occurred.

In the context of adverse impacts associ-
ated with forced labour, restitution can 
involve a variety of actions, including the 
restoration of liberty and enjoyment of 
human and labour rights, reinstatement in 
employment, the return of identity 
documents or other confiscated valuables, 
and the restoration of access to essential 
services.

Rehabilitation Rehabilitation can be a vital remedy in 
many situations. Some affected persons or 
groups may need a range of rehabilitative 
care, measures to facilitate recovery from 
adverse impacts and reintegration.

Rehabilitation can include medical or 
psychological care and assistance for 
victims of forced labour and trafficking in 
persons. It can also include legal and social 
services. In cases involving workplace 
hazards or dangerous working conditions 
that result in injury, for example, medical 
assistance as well as medium- to longer-
term vocational training to support 
reintegration, alternative employment and 
livelihood opportunities may be necessary.

Compensation Financial compensation is one of the most 
commonly sought and granted forms of 
remedy in relation to business-related 
human rights abuses. A guiding consider-
ation is that it should be fair and propor-
tional to the gravity of the impact suffered.
Non-financial compensation can be 
provided in addition or in lieu of financial 
compensation depending on the specific 
situation.

Financial compensation, for example, may 
be provided in cases where a victim has 
experienced adverse impacts that can be 
economically assessed. In relation to 
forced labour, this can include the loss of 
earnings, unpaid wages, overtime, physical 
or mental suffering, or abuses related to 
abuse of vulnerability, deception, isolation, 
intimidation and threats, or abusive 
working and living conditions.
Non-financial compensation may include, 
for example, provision of additional annual 
leave to make up for overtime, improve-
ment of workplace/accommodation 
policies and working conditions to address 
shortcomings (e.g., safety, hours, work-
load, accommodation facilities). Non-
financial compensation may be most 
appropriate for less severe breaches of 
working or living conditions, or may be 
offered alongside monetary compensa-
tion. Non-financial measures are also 
valuable in addressing systemic issues and 
creating longer-term improvements. 
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Remedy type Description Example

Satisfaction Satisfaction refers to remedial measures 
that acknowledge the adverse impact and 
the responsibility of those involved.

Measures related to satisfaction include 
the cessation of a continuing abuse; an 
apology, including an acknowledgement of 
the facts and acceptance of responsibility; 
declarations that restore the dignity and 
reputation of the affected individual(s); 
and other, mostly symbolic remedies, such 
as commemorations. 

Guarantees of 
non-repetition

Learning lessons from past instances of 
human rights abuses is an important 
element of remedy. Taking steps to avoid 
recurrence or replication of similar abuses 
and guaranteeing non-repetition can be a 
useful forward-looking action.

Guarantees of non-repetition can take a 
variety of forms, including adoption of new 
corporate policies, management systems 
and practices that prevent recurrence. 
They can also include new awareness 
raising and training campaigns, human 
resource practices and enhanced compli-
ance or supplier engagement pro-
grammes.

Responsibility to enable remedy

Where a company contributes to a forced labour impact through a business partner or sup-
plier, the business partner may be best positioned to take the lead in providing remedy, as they 
are often closest to where the adverse impact occurred. However, in cases of contribution, the 
company is also expected to actively participate in the remedy process in proportion to its role 
in causing or enabling the impact.

Even in situations where the company has not caused or contributed to the forced labour 
situation, it still holds a responsibility to encourage or require its business partners to take 
appropriate remedial action in case the business partner is directly linked to the company 
operations, products or services. In practice, companies have found that to ensure these 
expectations are effective, they may need to support or incentivize business partners who 
face legitimate constraints, such as financial limitations or capacity gaps, so that meaningful 
remedy can be delivered.

Companies should take steps to encourage their business partners, suppliers and others to have effec-
tive grievance mechanisms in place and to provide remedy where they cause or contribute to forced 
labour. Oversight mechanisms should be in place to ensure remedies are effective, sufficient and in the 
best interests of the individuals concerned. 
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Box 9:  Example remedy process: Forced labour complaint

Initiate prompt protection 
measures, including a thorough 
inquiry into safety needs, with 
the informed consent of the 
individuals involved.
Initiate an investigation into the 
complaint and, where facts are 
verified, determine the cause of 
the complaint.
Develop a plan for remedies 
involving affected individuals 
and, where appropriate, third-
party subject-matter experts.

Depending on the specific 
circumstances of the situation, 
appropriate measures may 
include:

	X Immediate payment of 
illegally deducted wages, 
recruitment-related debt or 
other withheld wages and 
benefits, or initiation of a clear 
repayment plan.

	X Restoration of personal 
freedom, ensuring that 
the individual possesses 
all personal and identity 
documents and has full 
freedom of movement and 
mobility.

	X Access to third-party support 
for migrant workers with 
irregular status or whose 
residency is tied to their 
employment, provided this 
is done with the worker’s 
informed consent and aligned 
with their preferences.

	X Temporary relocation of 
the affected individual 
from unsafe worksites or 
accommodations until 
identified issues are fully 
resolved and conditions 
meet safety and compliance 
standards.

	X Provision of psychosocial 
support, along with access to 
legal and medical services, and 
livelihood restoration where 
needed.

	X Compensation and/or 
reintegration assistance, as 
appropriate to the individual’s 
situation.

	X Where forced labour is 
identified, and with the 
informed consent of the 
individual(s) involved, the 
situation should be referred to 
local authorities.

	X Based on verified information, 
additional actions may include 
suspension of the accused 
individual, or issuing warnings, 
suspending, or terminating 
contracts with third-party 
entities involved in the abuse

To ensure sustainable recovery 
and systemic change, compre-
hensive long-term measures 
focused on the rehabilitation and 
restitution of victims should be 
pursued, while simultaneously 
addressing the underlying root 
causes of the abuse(s) and 
preventing recurrence. These 
long-term actions should be 
included in corrective action 
plans (see Tool 7).
In situations where initial 
assessments identified a low 
likelihood of such abuses 
occurring, the emergence of a 
serious or repeated breach must 
trigger a reassessment of risks 
and adjustments to the process, 
scope and methods used to 
assess risks. It should also 
involve a re-evaluation of 
supplier relationships and 
governance structures to ensure 
ongoing compliance.
This dynamic approach helps 
maintain a responsive due 
diligence system capable of 
addressing evolving risks and 
ensuring that adverse impacts 
are not repeated.
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Step 4	
Track effectiveness of implementation of measures

UN Guiding Principle 20 states: “In order to verify whether adverse human rights impacts are being ad-
dressed, business enterprises should track the effectiveness of their response. Tracking should: (a) Be based 
on appropriate qualitative and quantitative indicators; (b) Draw on feedback from both internal and external 
sources, including affected stakeholders.” Tracking should be an ongoing process to assess whether the 
actions taken are effective, to drive continuous improvement and to prevent the recurrence of risks.

Tool 10:	 Indicators and measures for monitoring progress

Guidance
This tool is designed to help companies measure progress in mitigating the risks of forced labour and 
remediation measures. It proposes measurable indicators, evidence of completion and suggested mon-
itoring measures. Over time, the results will provide a clear and quantifiable view of improvements 
resulting from due diligence efforts. 

This information can also support public reporting, for example, through the company’s sustainability 
or human rights report, demonstrating how it addresses the risks of forced labour across its operations 
and supply chains. Additionally, such reporting may help meet regulatory requirements related to forced 
labour, trafficking in persons or modern slavery in supply chains.

Tool 10 uses the first example from Tool 7 to show how progress in mitigating risks of forced 
labour can be tracked. However, the same format can be used to monitor remediation 
measures.
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Good practice: Holcim’s Global system to monitor and follow-up findings from human rights 
risks assessment and mitigating actions plans

Holcim’s Human Rights and Social Policy and Human Rights Directive sets out the company’s ap-
proach, processes and salient risks. Holcim has carried out human rights assessments for more than 
a decade, led either by Group-level experts or at country level, as a result, every country where the 
company operates has a human rights assessment process in place with defined action plans. In 
2024, 18 impact assessments and 38 self assessments were conducted. All the findings from a human 
rights assessment and mitigating action plans are recorded in a global system, and are followed up 
every quarter by the country’s and Group’s human rights experts.

Source: Holcim, 2024 Integrated Annual Report, 2025.

Step 1HRDD 
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https://www.holcim.com/sites/holcim/files/docs/28022025-finance-holcim-fy-2024-report-full-en.pdf
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Step 5	
Communicate how actual and potential forced labour 
impacts are addressed

As per the UNGPs, companies should communicate how actual and potential adverse impacts have been 
addressed. This tool is designed to support companies in communicating how risks and situations of 
forced labour and have been addressed and remediated.

Tool 11:	 Communicating progress

Guidance
This tool provides examples of how companies can communicate information on the way actual and 
potential forced labour adverse impacts have been addressed, both internally and externally, to different 
stakeholders. The information should be tailored to each audience and presented in appropriate formats.

Tool 11: Communicating progress

Audience What to communicate

Senior manage-
ment

Measures of progress: Measurable metrics related to forced labour prevention (e.g. 
number of supplier audits, training completion rates, remediation outcomes).
Key risks of forced labour: Identification and assessment of specific risks relevant 
to the company’s operations and supply chain.
Ongoing cases or disputes: Updates on reported incidents or ongoing legal/
remediation processes.
Proposed solutions: Recommendations for further action, policy changes or new 
programmes.

Step 1HRDD 
Steps Step 2 Step 3 Step 4 Step 5HRDD 
Steps Step 4 Step 5



﻿2. Human rights due diligence on forced labour: How to prevent, mitigate and account for actual and potential forced labour impacts 89﻿2. Human rights due diligence on forced labour: How to prevent, mitigate and account for actual and potential forced labour impacts 89

Related depart-
ments 
(e.g. procurement, 
human resources, 
legal)

Results of forced labour prevention efforts: Data and analysis on the effectiveness 
of implemented measures.
Relevant risks of forced labour: Specific risks pertinent to their department’s 
function (e.g., procurement teams needing to understand risks in certain sourcing 
regions).
Initiatives on forced labour prevention and fair recruitment: Information on 
current and upcoming projects and plans.

Workers Complaint mechanisms: Clear instructions on how workers can report concerns, 
including confidential and accessible channels.
Complaints resolved: Examples of how reported issues have been addressed and 
remediated, demonstrating the effectiveness of mechanisms.
Rights and responsibilities: Information on workers’ labour rights, company 
policies against forced labour, and workers’ role in prevention.

Shareholder/
investors

Sustainability reports: Comprehensive reports on environmental, social and 
governance (ESG) performance, including forced labour prevention efforts.
Results: Tangible outcomes of prevention and remediation efforts, showcasing 
impact.
New initiatives: Future plans and investments in combating forced labour.

Business partners 
or suppliers

Changes in requirements related to forced labour: Updates to codes of conduct, 
contractual clauses or due diligence expectations.
New training resources: or upcoming workshops on forced labour and 
fair recruitment: opportunities for partners to enhance their capacity and 
understanding.
Promising practices on prevention and elimination of forced labour: sharing of 
successful strategies and tools that partners can adopt.

Other companies 
or industry 
associations

Promising practices on prevention and elimination of forced labour: 
contributions to collective learning and industry-wide collaboration.
Lessons learned from prevention efforts: sharing challenges and insights to help 
others avoid similar pitfalls.

Customers Results of prevention efforts: demonstrating the company’s commitment to 
ethical sourcing and responsible production.
New initiatives for eradicating forced labour and promoting fair recruitment: 
highlighting ongoing efforts to ensure ethical supply chains.
Sustainability reports: (see above)

NGOs, reporting 
platforms, 
multistakeholder 
initiatives

Sustainability reports: (see above) 
New initiatives: Updates on current and future programmes.
Results: Evidence of progress and impact.

Government Data and information according to requirements: Compliance with legal 
obligations for human rights reporting, including forced labour.
Modern slavery or human rights reports: Formal submissions detailing due 
diligence and prevention efforts.

Step 1HRDD 
Steps Step 2 Step 3 Step 4 Step 5HRDD 
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Box 10:  Communication formats available 

Flyers/posters: Useful for reaching workers on-site, 
especially where digital access is limited.

Newsletter/updates via email: Direct updates to 
management, departments, suppliers and partners.

Meetings: Face-to-face or online discussions with 
management, departments or workers.

Internal newsletters/intranet: Regular updates 
for staff.

Notices: Physical postings in common areas. MS Teams, WhatsApp or other collaboration 
platforms: Real-time communication and docu-
ment sharing.

Workshops/conferences: Sharing good practices 
and lessons learned with industry peers.

Websites/social media: Publicly sharing progress, 
initiatives and results.

Annual reports/sustainability reports: Formal 
documents providing comprehensive overviews of a 
company's performance, including social and 
human rights aspects, for shareholders, investors, 
customers, NGOs and government bodies.

Reporting platforms: Submitting data to NGOs, 
government or multi-stakeholder initiatives.

Good practice: Unilever’s Modern Slavery Statement  

Through its 2025 Modern Slavery Statement, Unilever reports on how the company identifies and 
assesses potential and actual forced labour risks, the measures taken to prevent and mitigate such 
risks, the remediation actions undertaken, and the monitoring mechanisms in place. The statement 
also provides information on the number of non-conformances related to forced labour identified 
by auditors at business partners’ sites, along with explanations of the issues involved — for instance, 
recruitment fees and costs paid by workers and financial penalties imposed when workers left their 
employment or refused to work overtime.

For more information see: Unilever, Modern Slavery Statement, 2025.

Step 1HRDD 
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https://www.unilever.com/files/unilever-modern-slavery-statement-march-2025.pdf
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	3. The role of Employers’ and Business Membership 
Organizations 

Employers’ and Business Membership Organizations (EBMOs), which bring together employers, the 
private sector and member companies to advance their collective interests, play an important role in 
combating forced labour. EBMOs can support their members in many ways, including engaging and 
assisting them in their efforts to identify, mitigate, eliminate and remediate forced labour in their own 
operations and supply chains. Key areas where EBMOs can contribute include:

Adoption of a policy or code of practice 
The adoption of a policy or code of practice on forced labour, accompanied by a strategy or action plan 
for implementation, enables EBMOs to engage in a systematic and sustainable way while setting clear 
objectives and actions for their member companies. Such a framework helps clarify the challenges EBMO 
company members face, identify solutions and create a foundation for broader policy engagement at 
the national level. 

By adopting a policy or code of conduct, EBMOs also lead by example for their members. 

Good practices: EBMOs adopting codes of practice and charters 

In February 2025, the Ghana Employers’ Association (GEA), in collaboration with the National 
Fisheries Association of Ghana (NAFAG) and other key industry stakeholders, launched the Employers’ 
Code of Practice for Eliminating Child Labour, Forced Labour, Modern Slavery, and Human Trafficking in 
the Fishing Sector of Ghana.1 The Code serves as a practical tool to guide actors in the industry in 
adopting ethical labour practices, ensuring compliance with Ghanaian labour laws, and upholding 
international labour standards. 

The Japan Business Federation (Keidanren) has adopted a “Charter of Corporate Behaviour”,2 to be 
complied with by its member companies and which includes respect for human rights and respon-
sible business conduct. 

Notes: (1) Ghana Employers’ Association (GEA), Employers’ Code of Practice and Action Plan for Eliminating Child 
Labour, Forced Labour, Modern Slavery, and Human Trafficking in the Fishing Sector of Ghana, 2024. (2) Japan Business 
Federation (Keidanren), Charter of Corporate Behavior, 2022.

Consolidation and dissemination of information 
EBMOs play a key role in helping members access and navigate the vast amount of information on 
forced labour, including online training. By collecting, analyzing and consolidating national, regional and 
global resources, such as new legislation, case law and good practices, they can save members time and 
effort, especially smaller enterprises with limited capacity. They can draw on resources from the IOE, 
the ILO GBNFL, platforms such as the Forced Labour Observatory, and exchanges with fellow EBMOs to 
strengthen the support offered to members. 

In addition, sharing timely updates on legislative or regulatory changes through newsletters or briefing 
sessions ensures members receive practical, actionable guidance.

https://drive.google.com/file/d/1PeMLXcotMJwfmQG4Wgmwlcfk0jLgOEl-/view
https://drive.google.com/file/d/1PeMLXcotMJwfmQG4Wgmwlcfk0jLgOEl-/view
https://www.keidanren.or.jp/en/policy/csr/charter2022_6th.pdf
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To make information more accessible, EBMOs can develop user-friendly tools such as virtual 
libraries, links to useful resources and translated summaries of key materials into national 
languages.

Good practices: EBMO’s sharing knowledge 

The International Organisation of Employers (IOE) has published the Practical Guide for Employers: 
A Step-by-Step Approach for Companies of all Sizes to Implement Human Rights Due Diligence for 
Responsible Business Conduct,1 to support companies of all sizes, notably SMEs, and EBMOs, raise 
awareness and build capacities on the corporate responsibility to respect human rights and the 
importance of implementing HRDD in line with the UNGPs.

The “ASEAN Employer’s Resource Platform”2 is an initiative by the ASEAN Confederation of Employers 
(ACE) that serves as a knowledge and resource hub for employers in ASEAN, helping them access 
information, tools and good practices relevant to labour, employment and human resources.

Notes: (1) See: IOE, Practical Guide for Employers, 2025b. (2) See: ASEAN Confederation of Employers (ACE), ACE 
Migration Platform.

Collection of good practices
Good practice examples are a practical tool for raising awareness and supporting learning among mem-
bers on the prevention and elimination of forced labour. Case studies can help illustrate instances of 
forced labour more tangible, particularly when examples are local and include enterprises of different 
sizes, including SMEs. Sharing both successful approaches and lessons learned from challenges helps 
members strengthen their own strategies. 

As such examples are not often submitted voluntarily, EBMOs may need to actively engage 
with members to collect and disseminate them, thereby enriching peer learning and informing 
advocacy.

Good practice: Know and Show section of IOE’s Newsletter

The IOE publishes its Business and Human Rights (BHR) Newsletter three times a year. The newsletter 
features updates on EBMOs’ engagement in BHR initiatives worldwide, presented in the “Know and 
Show” section.

See: IOE, Business and Human Rights (BHR) Newsletter, August 2025, 2025a. 

Awareness raising and training
EBMOs are well placed to raise awareness and provide training on forced labour, helping members better 
understand risks of forced labour and equipping them to take action. These efforts not only influence 
attitudes, behaviours and beliefs, but also build members’ practical capacity to identify and address 
risks. At the same time, they can strengthen the organization’s public profile, enhance its reputation and 
attract new members and partners. 

Typical activities include adopting and promoting a membership code of conduct or forced labour policy, 
offering targeted training sessions, engaging with the media, issuing public position statements and 
using communications and outreach to keep the issue visible. 

https://www.aseanemployers.com/ace_platform/
https://www.aseanemployers.com/ace_platform/
https://bhr.ioe-emp.org/business-and-human-rights-newsletter-august-2025
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EBMOs may organize dedicated events and workshops or integrate awareness-raising and 
training sessions into other activities to share knowledge, showcase good practices and en-
courage member commitment to combating forced labour.

Good practice: Training by EBMOs 

In May 2023 and 2024, the ILO Global Business Network on Forced Labour (GBNFL) and the 
Confederation of Industrial Chambers of Mexico (CONCAMIN) jointly organized two technical 
workshops on forced labour and fair recruitment,1 attended by more than 100 representatives 
from the Mexican private sector. The workshops provided practical training on international labour 
standards, national legislation and policies related to forced labour and fair recruitment. Through 
interactive discussions, participants explored sector-specific challenges and identified opportunities 
for collaboration to combat forced labour. 

EBMOs in Honduras, Eswatini, Nigeria, Tanzania, Morocco, Philippines, Viet Nam, and Mongolia have 
been developing training and advisory services for environmental, social, and governance (ESG) 
issues. This training includes a focus on stakeholder engagement through a double materiality ap-
proach, prioritization of risks, and communicating progress, including through ESG reports. For ex-
ample, In the Philippines, the Employers Confederation of the Philippines (ECOP), launched a new 
ESG training programme2 by adapting the ILO’s ESG Leadership Essentials to local needs. Informed by 
member surveys and workshops, the programme was complemented by practical tools such as a 
digital ESG risk assessment platform, and a sustainability reporting tool. The initiative is supported 
by a dedicated sustainability unit and has already positioned ECOP to contribute to national policy 
debates, including the Trabaho Para sa Bayan ((Jobs for the Nation) Act and trade discussions with the 
European Union and Japan. 

Similarly, the Association of Tanzania Employers (ATE) strengthened its capacity by developing 
an ESG training programme tailored to member needs. Based on a mapping of national regula-
tions, surveys, and interviews, ATE produced an ESG State of Play report and adapted the ILO’s ESG 
Leadership Essentials to the Tanzanian context. After training 14 internal trainers, ATE launched the 
programme3 with 40 enterprises across eight sectors, integrated it into its 2026 training calendar, 
and complemented it with promotional materials. 

The Serbian Association of Employers (SAE)4 conducts regular training and drafting support for 
staff and member companies on HRDD in supply chains, grievance mechanisms and procedures.

Notes: (1) ILO GBNFL, “Sesión informativa y capacitación sobre trabajo forzoso y contratación equitativa en 
México”, ILO News, 16 May 2023; and ILO GBNFL, “Seminario sobre trabajo forzoso para el sector privado en 
México”, ILO News, 16 December 2024. (2) ILO, “Philippine employers trained on sustainability in 2025 learning 
series”, ILO News, 25 February 2025a. (3) ILO, “The Association of Tanzania Employers is leading the way in sus-
tainability”, ILO News, 11 July 2025b. (4) IOE, Practical Guide for Employers, 2025b.

Provide advice to members 
Providing advice is a key starting point in supporting members to address forced labour. By offering 
clear guidance on relevant policies and legal obligations, EBMOs help companies better understand and 
meet their responsibilities. At a basic level, members need access to relevant provisions related to forced 
labour in labour and criminal codes, which can be shared through copies or simple summaries. 

Beyond legal compliance, EBMOs can inform members about the expectations of international buyers, 
consumer markers and CSR programmes. In this way, they help ensure members are both compliant and 
aligned with evolving market and stakeholder demands.

In addition to legal and policy information, EBMOs can provide members with practical tools to help them 

https://flbusiness.network/ilo-gbnfl-concamin-workshop-in-mexico/
https://flbusiness.network/ilo-gbnfl-concamin-workshop-in-mexico/
https://flbusiness.network/seminario-sobre-trabajo-forzoso-para-el-sector-privado-en-mexico-26-noviembre-2024/
https://flbusiness.network/seminario-sobre-trabajo-forzoso-para-el-sector-privado-en-mexico-26-noviembre-2024/
https://www.ilo.org/resource/news/philippine-employers-trained-sustainability-2025-learning-series
https://www.ilo.org/resource/news/philippine-employers-trained-sustainability-2025-learning-series
https://www.ilo.org/resource/news/association-tanzania-employers-leading-way-sustainability
https://www.ilo.org/resource/news/association-tanzania-employers-leading-way-sustainability
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take effective action. This may include guidance on undertaking due diligence on forced labour. This 
handbook provides practical tools that could be used by EBMOs to support their members. 

EBMOs may also establish a helpdesk as a quick-reference resource for their members, of-
fering timely answers to common questions and providing members with practical, accessible 
support. Additionally, they could also create committees or policy working groups to share 
knowledge and discuss relevant issues related to BHR.

Good practice: GREPALMA’s Sustainability Department providing policy information

The Palm Grower Association of Guatemala (Gremial de Palmicultores de Guatemala - GREPALMA), 
has trained partner agencies in human rights and fair recruitment; established a mechanism to 
verify member compliance; tasked its Sustainability Department with responding to policy-related 
queries; and shares biannual progress reports through relevant communication platforms.

For more information, visit GREPALMA website: https://www.grepalma.org/en/home/

Promote knowledge exchange and collaboration 
EBMOs can foster peer-to-peer learning by facilitating exchanges between members, documenting and 
sharing examples of good practice, and creating platforms for businesses to learn from one another and 
develop joint solutions. Systematic exchange and the dissemination of good practices enable members 
to make more informed strategic and operational decisions, while also opening opportunities for col-
laboration and collective action.

Good practices can be shared through websites, publications, podcasts, or by inviting compa-
nies and other members to present their strategies at events and seminars.

Good practices: EBMOs active in awareness raising and knowledge sharing

The Nigeria Employers’ Consultative Association (NECA) has established a Policy Working Group 
and monthly knowledge sharing series on responsible business conduct. They also foster dialogue 
with the Economic and Financial Crimes Commission (EFCC) and National Human Rights Commission 
(NHRC).

The Federation of Uganda Employers (FUE) organizes business and human rights awareness we-
binars. It also has also established the “Employer of the Year Awards (EYA)”, which includes a dedicated 
category on business and human rights.

Source: IOE, Practical Guide for Employers, 2025b.

Lobbying and advocacy to influence policy
Advocacy is a core function of EBMOs in the fight against forced labour. By engaging with policymakers 
and other stakeholders, including workers’ organizations, in legislative and regulatory reforms, EBMOs 
help ensure that employer perspectives are reflected in national policies, guidelines and action plans, 
including those aligned with the ILO Protocol of 2014. Their active role in shaping national action plans 
on forced labour and trafficking in persons is essential for creating effective and sustainable strategies. 

https://www.grepalma.org/en/home/


Combating forced labour A handbook for employers and business 96

EBMOs can contribute by publishing policy positions and white papers, running campaigns, 
and participating in stakeholder consultations to influence legislation and policies for the pre-
vention and elimination of forced labour.

Good practice: The Viet Nam Chamber of Commerce and Industry involvement on social 
dialogue to improve legislation on recruitment 

The Viet Nam Chamber of Commerce and Industry played a central role in improving legislation to 
prevent forced labour. It took leadership in organising tripartite policy dialogue with the government 
to update a key law that regulates the recruitment of Vietnamese migrant workers. This initiative 
reflects the guidance of the ILO MNE Declaration on the importance of consultation between na-
tional governments and employers’ and workers’ organizations on matters related to social policy. 
The revised law represents a significant step towards fair recruitment, introducing new measures to 
address deceptive recruitment practices that can lead to exploitation and abuse.

For more information see, ILO, Revision of the Law on Contract-Based Vietnamese Overseas Workers 69/2020/
QH14, 2020.

Provide advice and support on remediation 
Remediation for forced labour situations may take various forms and involve different levels of respon-
sibility, in line with the UNGPs. EBMOs are well placed to explain these responsibilities to their members, 
including the judicial and non-judicial mechanisms available at the national level, and to support gov-
ernments in removing barriers that prevent victims from accessing such processes. EBMOs could also 
explore the development of collaborative grievance mechanisms aligned with the UNGPs, providing 
trusted avenues for victim-centred resolution. 

EBMOs can also be part of the remediation strategies, for example by initiating or participating 
in programmes that support the rehabilitation and reintegration of former victims of forced 
labour and trafficking in persons. These may include job placement, apprenticeships, voca-
tional training and skills development. Such initiatives serve both protective and preventive 
functions by enabling victims to rebuild their lives and reducing the risk of further 
exploitation.

Good practice: Malaysia Employers Federation’s support to members on remediation 
payments of recruitment fees 

The Malaysia Employers Federation (MEF) supports Malaysian employers to fulfil their obligations 
under the Zero Cost Recruitment Policy. In line with international labour standards and Malaysia’s 
commitment to ethical recruitment, MEF guided and assisted members to make remediation pay-
ments covering recruitment costs borne by workers in the source country. 

By working closely with employers, MEF ensures that remediation payments are carried out re-
sponsibly, transparently, and in full compliance with policy requirements. This approach not only 
strengthens Malaysia’s reputation for fair labour practices but also enhances trust with source coun-
tries, international stakeholders, and workers themselves. 

MEF remains committed to constructively engage with the Government, employers, and stake-
holders to ensure that the Zero Cost Recruitment Policy is implemented in a practical, sustainable, 
and fair manner that safeguards both employers’ competitiveness and workers’ rights.

Source: Input provided directly by the Malaysia Employers Federation (MEF).

https://wwwex.ilo.org/dyn/migpractice/migmain.showPractice?p_lang=en&p_practice_id=208
https://wwwex.ilo.org/dyn/migpractice/migmain.showPractice?p_lang=en&p_practice_id=208
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	X Annexes

Annex 1. Worker interview questionnaire (long version)
This comprehensive worker interview questionnaire is designed to help identify risks and situations 
of forced labour, based on the ILO 11 indicators, across all stages of employment, from recruitment to 
separation, as well as other relevant aspects. It supports further investigation into areas of risk identi-
fied using the shorter version in Tool 3c. For example, if risks are flagged at the employment stage, the 
interview may focus on the corresponding questions in the questionnaire below.

Note: Companies should refer to the worker interview guidance provided in Tool 3c when applying this 
questionnaire.

Worker interview questionnaire (long version)

Start

Before beginning, ensure informed consent and explain the purpose and process of the interview (see Box 7)
	X Do you know why this interview is being conducted? 
	X Do you have any concerns about the interview?
	X What language do you feel comfortable conducting this interview in?

Recruitment stage

Questions Possible red flags Indicator

Were you provided with clear and accurate 
information about the job and its tasks 
from the advertisement or briefing?

The worker reports not receiving accurate 
information about the job during recruit-
ment, including details about the employer, 
accommodation, or working conditions.

Deception

Are the working (and living) conditions 
consistent with what was described to you 
at the time of recruitment?

The worker reports that the actual terms of 
employment differ from those described in 
the contract.

Were you tricked into accepting a job that 
is different from or worse than the one 
agreed or promised at the time of 
recruitment?

The worker reports that the job would not 
been accepted if the real conditions had been 
known.

Was the information provided in a 
language you understand?

The information was not provided in a 
language the worker understands.

Do you fully understand your salary and 
benefits, including pay schedule, deduc-
tions and overtime?

The worker states that the terms and 
conditions are poorly defined and/or the 
contract lacks details about the employer, 
salary, working time or other working 
conditions. 

How much are you paid monthly/hourly? 
Does this amount differ from what was 
agreed in the contract?

The worker is paid below the legal minimum 
wage and/or the amount paid does not 
match the terms agreed upon in the contract.

Are you aware of how to terminate your 
contract? 

The worker does not know the conditions for 
contract termination.
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Questions Possible red flags Indicator

Were you asked to sign any additional 
documents, or documents that lacked 
information or were left blank?

The worker reports signing blank contracts or 
contracts with missing sections.
The worker expresses concern about contract 
substitution and/or false promises. 
The worker was forced to sign a (new) 
contract after starting work, or someone has 
altered the contract fraudulently after signing 
it, in violation of the law.

Deception

Was there a written contract, and do you 
have a copy? 

There is no written contract.
The worker does not have a copy of the 
contract.

Is the contract written in a language you 
understand?

The contract is written in a language the 
worker cannot understand. 

In case of recruitment agency involved:
Was the recruitment process clearly 
explained to you?
Were the conditions for repatriation and 
termination explained?
Were you provided with a pre-departure 
briefing?

The worker states the recruitment process 
was unclear or not explained in detail.

The worker does not know the conditions for 
termination or repatriation.

The worker did not receive a pre-departure 
briefing.

Did anyone use pressure or threats to 
make you accept the job or agree to the 
contract conditions?

The worker accepted employment due to 
threats or pressure.

Intimidation 
and threats

Did you have to take the job to secure a 
loan from the employer?

The worker has paid a deposit or owes a debt 
to the employer, which is extended or inflated 
to prevent the worker from leaving.

Debt 
bondage

Did the employer offer you a loan?
	X Have you repaid the loan?
	X What was the total repayment period?
	X Was interest charged?

Do you have to work to repay a debt to 
your recruiter or employer?

Were you required to deposit any assets 
(e.g., a property deed) at the beginning of 
the job as a guarantee, and were you 
threatened with losing them if you refused 
or left the job? 

Were you required to pay a substantial 
“runaway fee” at the beginning of the job as 
a guarantee, and threatened with its loss if 
you refused or left the job?

Do you have to work to repay a wage 
advance received from the recruiter or 
employer?

Wage advances are used by employers to 
keep the workers in the job.
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In case of recruitment agency involved:
Did you pay any fees for the job? If yes:

	X How much did you pay?
	X Who did you pay the fee to? (the 
recruitment agency, an agent, subagent, 
relative, a company worker)

	X Did you have to pay a fee more than 
once?

	X When and where did you pay the fee?
For what reason did you pay a fee?  
(Refer to Tool 4c for a comprehensive list of 
recruitment fees and related costs. You may 
fill the table with the worker’s responses.) 
Were all the fees and related costs 
reimbursed?
Do you have any receipts or proof of 
payment?

The worker reports having paid a fee/fees 
which makes it difficult for them to leave.
Recruitment costs are covered by the 
workers, effectively tying them to their jobs. 
For instance, these fees are reimbursed 
through salary deductions over the duration 
of the employment contract, making it 
difficult for workers to leave their jobs.
The worker paid fees but has no written 
record of the amounts, purpose or recipient.

Were you forced to take the job through 
physical force from the employer or 
someone else (e.g. abduction, confine-
ment during recruitment)?

The worker reports being forced to work 
through physical force.
The worker did not consent to employment 
and is working involuntarily.

Physical 
violence

Did you feel you had any other options 
when accepting this job, or was it the only 
opportunity available due to your back-
ground (social status or caste)?

The worker accepted the job due to lack of 
alternatives linked to caste or social status.

Abuse of 
vulner-
ability

Employment stage

Can you freely enter and exit the com-
pany’s facilities (or dormitory/accommo-
dation or worksite) without needing 
permission (except for safety reasons)? If 
not, what are the restrictions?

The worker reports that mobility is restricted 
by the employer or supervisor. Restrictions 
negatively impact other aspects of life, such 
as visiting family, socializing, organizing 
freely, engaging in religious practices, going 
to an ATM or accessing medical care.
The worker expresses fear or being punished 
for leaving the workplace.
The worker states that, after work hours, 
permission is required to visit a doctor, shops, 
market, mosque, church, bank or other places 
of their choosing. 
The worker complains about curfews. 
The worker complains about being unable to 
go to the ATM to withdraw money or send 
remittances home.

Restriction 
of 

movement

Do you observe any differences between 
groups of workers regarding freedom of 
movement at the worksite (or dormitory)? 
(e.g., differences between women and 
men, or based on contract type or 
position ).

The worker reports that different rules are 
applied to different groups of workers, which 
may indicate discrimination or abuse of 
vulnerability.

Are you subjected to constant surveillance 
(including outside working hours)? 

The worker reports constant surveillance by 
the employer or supervisor.
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Are you threatened with or confined at 
work or after working hours or at your 
accommodation?

The worker reports being locked in the 
accommodation or workplace.

Are you threatened with or denied access 
to communication tools such as mobile 
phone or the internet?

The worker reports that the mobile phone 
was confiscated and/or that there is no 
access to phone or internet during free time, 
or only permitted under supervision and 
monitoring of the employer.

Are you prevented from moving freely 
because your personal documents (e.g., 
work permit or passport) are being 
withheld?

The worker reports that movement is 
restricted due to lack of access to personal 
documents.

Are you freely able to return home or 
move during your days off, annual leave or 
personal leave (including ability to return 
to origin region or country for migrant 
workers)?

The worker reports that they are restricted 
from moving freely on their days off or are 
restricted from returning home.

Does your employer or supervisor (or 
recruiter) intentionally take advantage of 
you or a co-worker due to factors such as 
legal status, limited education, contractual 
status, or other reasons? 

Vulnerable workers with limited alternatives 
(e.g., migrants, workers from minority 
communities, poorly educated) report having 
to work under intolerable conditions through 
threats of loss of pay, loss of shelter, loss of 
land, manipulation of access to food and 
water, acts or threats of violence and 
humiliation. For example, workers on 
insecure or disguised contracts may also be 
taken advantage of due to their relative 
income insecurity. 

Abuse of 
vulnerability1

Were you threatened with deportation or 
being reported to the authorities to stop 
you from refusing certain conditions of 
work or tasks or quitting?

The worker states that threats of deportation 
or being reported to authorities are used as 
disciplinary actions. 
This is particularly noted when the worker 
does not have regular migration status, lacks 
a work visa, or holds a visa tied to the 
employer.

Were you threatened with loss of housing 
to stop you from refusing certain condi-
tions of work or tasks or quitting? 

The worker reports that threats of loss of 
housing are used as disciplinary actions.
This is especially the case when the worker 
and the worker’s family depend on employer 
for housing and have no alternative accom-
modation.

Were you threatened with loss of land to 
cultivate to stop you from refusing certain 
conditions of work or tasks or quitting? 

The worker reports that threats of loss of land 
are used as disciplinary actions.
This occurs when additional earnings derive 
from cultivating land provided by the 
employer and no alternative land is available.

Were you threatened with dismissal to 
prevent you from refusing certain 
conditions of work or tasks? 

The worker states that threats of dismissal 
are used as disciplinary actions.
This is the case when the worker legal status 
in the country is tied to job, or when the 
worker and the worker’s family lack alterna-
tive means of survival.
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Have you ever been asked to hand over 
personal documents (e.g., passport, 
identity document, residence permit, work 
visa, bank card etc.)? Are you able to 
access these anytime you want?

The worker reports that identity documents, 
valuable belongings, work permit, and return 
ticket are kept by the employer or recruiter, 
and cannot always be accessed freely.
Workers are not in possession of their 
personal documents and report being unable 
to leave out of fear of losing their documents.
The employer required the workers to sign a 
standard form authorizing the employer to 
hold their passports.

Retention 
of identity 
documents

In case of accommodation provided by the 
employer
Do you have a secure place to keep your 
personal belongings and documents?

The worker reports not having a secure place 
to keep personal documents and belongings.

Are your wages paid directly to you, e.g., 
into your bank account?

The worker reports that wages are paid to a 
third party (e.g., a recruitment agency) or to a 
bank account controlled by the employer.

Withholding 
of wages

How often are you paid? The worker reports not receiving pay at least 
once a month. Large lump-sum payments 
(e.g., one payment in six months) are 
identified as a warning sign of coercion 
through wage withholding.

Has the payment of your wages ever been 
delayed or withheld?

The worker states that the employer has 
previously withheld wage payments, delayed 
them, or made unexplained deductions from 
wages.

What is your salary? 
Do you receive your wages in full as 
agreed in your contract and with a payslip? 

The worker reports being paid less than the 
legal minimum wage, less than agreed in the 
contract, or only a portion of the wages due, 
with the remaining amount held until the end 
of contract.
The wage or payment system was not clearly 
explained. The worker reports not under-
standing how wages are calculated. The 
worker does not receive a payslip from the 
employer.

Have you ever been given a payslip for 
salary amounts that you did not really 
receive?

The worker reports that the payslip does not 
match the amount actually received. 

Have there ever been any deductions 
made from your salary? If yes, how much 
and was the reason for the deduction 
explained to you?

The worker reports that the employer has 
made unexplained deductions from wages. 
The worker is fined for breaking rules, which 
are arbitrarily conceived and enforced. 
The worker has no alternative for accommo-
dation, food, tools, or safety equipment other 
than what is provided by the employer at 
above-market prices, and the costs are 
deducted from wages.

Are overtime, annual leave, holidays, sick 
leave and maternity leave paid?

The worker reports that overtime, annual 
leave, holidays, sick leave and maternity leave 
are either unpaid or not paid at the correct 
rates.
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Do you have to work for no wages? The worker reports having worked without 
receiving wages.

Were your wages deliberately withheld, 
and were you threatened with their loss to 
stop you from refusing to work or 
quitting?

The worker reports feeling coerced to 
continue working due to fear of losing unpaid 
wages if work is refused or employment is 
terminated. 
Pay is withheld until workers have worked a 
pre-determined period of time. 

Have you been given cash advances that 
are later deducted from your pay with an 
interest?

The worker reports receiving cash advances 
that are later deducted from wages with high 
interest.

Do you have to meet production targets to 
be paid? 
Are these targets un/realistic? 
Do you have to work overtime to meet the 
targets?

The worker reports being unable to meet 
quotas or earn the minimum wage under 
piece-rate systems without working extra 
hours.

Does your employer have access to your 
ATM card and pin code?

The worker reports that the ATM card and pin 
code are in the possession of a supervisor.

Were you asked by your recruiter or a 
company representative to pay a “deposit” 
that will be returned to you upon comple-
tion of your contract?

The worker reports having paid a deposit or 
bond, which makes it difficult to leave the job.
The worker reports not having been informed 
about the deposits or bonds that were taken.

Debt 
bondage

Are you in a situation of indebtedness to 
the employer or recruiter and threatened 
with serious consequences if you quit 
before repaying?

The worker reports being in a situation of 
indebtedness to the employer or recruiter 
and being threatened with serious conse-
quences, such as physical harm to the worker 
or a family member, or serious legal jeop-
ardy, if they quit the job before repayment.

Were you put (further) into debt through 
unagreed or excessive charges?

The worker reports being deliberately put 
further into debt through exorbitant interest 
charges and/or through unagreed or 
excessive charges for food, housing, or other 
goods and services provided by the employer, 
and being threatened with serious conse-
quences if they quit the job before repay-
ment.

Were you put (further) into debt through 
fines?

The worker reports being deliberately put 
further into debt through fines for supposed 
workplace violations or failure to reach 
production targets, and being threatened 
with serious consequences if they quit the job 
before repayment.

Do you have to work in conditions or 
perform tasks that you think place you at 
risk of serious injury or illness? 
Were you given adequate protective gear 
and/or training?

The worker reports undertaking hazardous 
work without adequate protective gear and/
or training.
The worker is suffering illness or injury due to 
poor conditions.
The worker reports unsanitary or dangerous 
conditions.

Abusive 
working 

conditions
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Did you have to continue to work even on 
days or during periods when you felt too 
sick or too injured to do so?

The worker reports being penalized for 
refusing to continue working, even when sick 
or injured.

Can you take days off when you are sick or 
injured?

The worker reports not having the right to 
take days off when sick or injured.

Are you able to get medical treatment? The worker reports being denied medical 
treatment, even when severely injured or sick.

Are you allowed to refuse an assignment 
when you feel it is not safe?

The worker reports being unable to refuse 
unsafe assignments due to threats of 
punishment, loss of wages, or loss of 
employment.

When there is extreme weather, heat or 
cold, under what conditions do you work? 
Do you have to continue working even on 
very hot days or during extreme weather?

The worker reports working in extreme 
weather conditions.

Do you have access to food, potable 
drinking water or toilet facilities at the 
worksite?

The worker reports not having access to 
adequate food, potable drinking water, or 
toilet facilities.

Do you have to perform tasks that you 
think are illegal and placed you at risk of 
serious legal problems?

The worker reports being required to 
undertake illicit or humiliating activities.

Do you have to work in conditions that you 
found degrading, humiliating or otherwise 
intolerable?

The worker reports being required to 
undertake degrading or humiliating activities 
that they found intolerable.
The worker reports having to endure working 
conditions that severely breach labour law 
and violate human dignity.

Do you (or a family member) have to 
perform extra tasks outside your regular 
job and regular workplace (e.g., in the 
private household of your employer)?

The worker reports that extra tasks were 
performed (by the worker or a family 
member) outside the regular job and 
workplace, such as in the private household 
of the employer. This could include illicit 
activities.

Do you have to perform extra tasks or 
tasks that are dangerous or degrading as a 
form of punishment?

The worker reports being required to 
perform difficult, degrading, or compulsory 
work as punishment.

How many hours a day do you work, and 
how many days each week?

The worker reports working hours that 
exceed those agreed in the employment 
contract, or that go beyond legal working 
time or without sufficient rest according to 
national legislation or collective agreements. 

Excessive 
working 

hours

Are you able to refuse overtime work, 
without threat or fear of punishment or 
penalty? 
What happens if you or other workers 
refuse to work overtime when asked?

The worker reports being penalized for 
refusing to work overtime, for example by 
receiving less than the minimum wage or less 
than the wage stated in the employment 
contract.

Do you have to work excessive overtime 
hours most days, leaving you with little or 
no rest or recovery time?

The worker reports that work hours routinely 
exceed what is written in the contract, legal 
limits, or company policies.
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Do you have to work without breaks 
during the working day, leaving you 
physically and mentally exhausted?

The worker reports being required to work 
without breaks.
The worker appears exhausted or distressed, 
or report symptoms such as fatigue related to 
excessive overtime.

Did you have to work for weeks or months 
without any days off?

The worker reports being required to work 
seven days per week with no rest days, 
despite legal requirement for rest.

Do you have to meet production targets to 
be paid? Are these targets un/realistic? 
Do you have to work overtime to meet the 
targets?

The worker reports having to meet produc-
tion targets to be paid. The targets are 
unrealistic, and overtime work is required to 
meet them.

Are you provided housing/sleeping 
quarters? If yes:

	X Do you have to live in housing 
imposed by the employer that you 
find degrading, unhygienic, unsafe, 
overcrowded, lacking in privacy or 
otherwise intolerable?

The worker reports that the dormitory is 
intolerable due to very poor conditions.
The dormitory is overcrowded and lacks 
privacy.
The dormitory is unhygienic.
The worker does not have a personal bed but 
shares it with another person working a 
different shift.  
Cooking takes place in the bedroom; there 
are no separate bathrooms for shower and 
toilet.

Abusive 
living 

conditions

At your accommodation, do you have 
access to the following, and are these 
adequate?

The worker reports having limited or no 
access to adequate living conditions and 
essential needs. 

	X a bed
	X food 
	X food storage
	X potable drinking 
water 

	X electricity
	X clothing
	X sanitary facilities

	X medical care 
	X social services
	X emergency 
services

	X recreation 
areas

	X schools
	X ventilation, 
heating or air 
conditioning

Are you able to get enough rest to safely 
perform your job?

The worker reports being unable to get 
sufficient rest due to poor living conditions, 
which affects the ability to perform work 
safely.

Do you feel safe at the provided accommo-
dation?

The worker reports feeling unsafe or 
unsecure in the accommodation.

Are you allowed to live independently from 
employer-provided accommodation?

The worker reports not being free to choose 
where to live.
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Do you know the exact location of your 
workplace (and accommodation)?

The worker reports being unaware of the 
current location, such as the country, city or 
area where they are living and working.

Isolation

Are you working in an isolated location 
and denied transport to stop you from 
quitting?

The worker reports that the employer 
prevents the use of available transport 
options, where they exist.

Are you ever threatened with not being 
reimbursed for the cost of returning home 
(such as bus or airfare) to prevent you 
from refusing or quitting?

The worker reports being threatened with the 
loss of reimbursement for the transport 
home.

Were you restricted from using your 
phone or the internet?

The worker reports that the mobile phone 
was confiscated and/or that access to phone 
or internet is denied during free time or only 
permitted under supervision and monitoring 
by the employer.

Are you restricted from contacting your 
family or friends (or someone outside from 
work)?

The worker reports being without social 
contact, for example due to language 
barriers, or being prohibited from talking or 
writing to anyone, including family members. 

Are you restricted from talking to co-
workers, social support or trade unions?

The worker reports being isolated from 
co-workers not having the means to contact 
social support networks or trade unions.

Have you ever witnessed verbal abuse, 
harassment or physical abuse in the 
workplace?
Were you threatened with, or did you 
experience physical violence?

The worker shows visible signs of maltreat-
ment (e.g., bruises, stab wounds, mouth and 
teeth injuries, cigarette burns).
The worker reports aggression from the 
employer or supervisor.
The worker shows signs of mental confusion, 
anxiety or fear. 
The worker reports that violence is used to 
threaten, intimidate, punish or coerce in 
breach of law. 
The worker reports actual or threatened 
verbal, psychological, physical, or sexual 
abuse as punishment.
The worker is subjected to physically abusive 
or humiliating forms of discipline.

Physical 
and 

sexual 
violence

Were you obliged to witness a co-worker 
being subjected to violence? 

The worker reports feeling intimidated by the 
threat of violence against other workers, 
which affects the ability to leave or refuse 
work.

Has a family member been threatened 
with or experience physical or sexual 
violence, or social or financial retribution 
to stop you from refusing or quitting?

The worker reports being led to believe that 
non-compliance with what has been asked of 
them would result in physical, sexual, social 
or financial retribution against family 
members in the home country.

Were you threatened with or denied food, 
water or sleep to stop you from refusing or 
quitting?

The worker reports being led to believe that 
non-compliance with what has been asked of 
them would result in denial of food, water or 
sleep.
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Are you made dependent on drugs or 
alcohol provided by the employer to stop 
you from quitting?

The worker reports being forced to use drugs 
or alcohol by the employer as a means of 
control.

Do you fear or experience harassment 
from your employer, supervisor, or 
recruitment agent?
Were you or a family member threatened 
with or did you experience sexual vio-
lence?

	X Did you (or a family member) have to 
endure sexual abuse from the employer 
or their associates?

The worker reports actual or threatened 
verbal or physical sexual abuse, or harass-
ment, either personally or involving a family 
member.

Are you or your family threatened or 
intimidated with violence, humiliation, 
denial of food/water, denial of rest, 
additional work or withholding of wages?
Have you ever witnessed intimidation or 
threats in the workplace?

The worker reports being subjected to 
multiple threats used as means of coercion 
and control, including physical violence, 
denial of food or water, additional work, 
denial of rest or leave, or withholding of 
wages.
Family members are threatened when the 
worker insists on rights or when the family 
follows up on behalf of worker.

Intimidation 
and threats2

Were you threatened with being humili-
ated by having family or community told 
about the nature of your work?

The worker reports that threats of humiliation 
are used as disciplinary actions. This is 
particularly noted in cases of forced commer-
cial sexual exploitation or forced involvement 
in illicit activities.

Question for migrant workers:
Have you ever been threatened with 
deportation?

The worker reports being threatened with 
deportation as means of coercion and 
control.

Employment separation stage

Did you want to leave the job but were 
unreasonably prevented from doing so? If 
so, what were the measures taken to 
prevent you from quitting?
Can you voluntarily quit at any point? 
What are the conditions for the termina-
tion of your job?

The worker reports not feeling free or able to 
leave the employer and terminate employ-
ment.
The worker reports obstacles that go beyond 
a reasonable notification period when 
attempting to change employers or return 
home.

Coercion, 
involuntari-

ness

Notes: (1) The questions address issues included under the indicator on “intimidation and threats”, specifically 
targeting workers in vulnerable situations. (2) Intimidation and threats must be evaluated from the worker’s 
perspective and perception of the situation.
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Other relevant factors to assess

Questions Possible red flags Factor

Do you know how to report any 
concerns or complaints?
Is there a system that allows you to 
raise a grievance with someone other 
than your direct supervisor?

The worker indicates not knowing any ways to 
report concerns or complaints.
Workers report that there is no mechanism in 
place for them to raise a grievance with 
someone other than their direct supervisor.

Grievance 
procedures

Do you and your colleagues feel safe 
to raise a complaint? If not, why?
Do you feel you can share concerns 
without being retaliated against?

The worker indicates not feeling safe to raise 
complaints.
The worker reports retaliation for reporting 
abuse.

Is someone available to receive and 
process grievances and other com-
plaints?

The worker reports that nobody is available to 
receive and process grievances and other 
complaints.

Were you informed about your right to 
join or form a trade union or worker 
organization of your choice?

The worker is not informed of this right. Engagement 
with workers

Do you belong to any worker organiza-
tion? 
Are you free to join or form a trade 
union?

The worker fears retaliation for efforts to 
organize.

How are worker representatives 
chosen? Are they elected by the 
workers or appointed by your 
employer?

Worker representatives are appointed by the 
employer.
The employer is perceived as having influence 
over worker organizations.
There is no policy of neutrality from the 
employer towards organizations that advocate 
for workers.

Is any group of workers excluded from 
the trade union or worker organization 
for any reason?

The worker reports that some groups of 
workers are excluded from organizing or voting 
a representative.
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Annex 2. Relevant international instruments 
ILO fundamental Conventions

Forced Labour Convention, 1930 (No. 29)

Protocol of 2014 to the Forced Labour Convention, 1930 (No. 29)

Freedom of Association and Protection of the Right to Organise Convention, 1948 (No. 87)

Right to Organise and Collective Bargaining Convention, 1949 (No. 98) 

Equal Remuneration Convention, 1951 (No. 100)

Abolition of Forced Labour Convention, 1957 (No. 105)

Discrimination (Employment and Occupation) Convention, 1958 (No. 111)

Minimum Age Convention, 1973 (No. 138)

Occupational Safety and Health Convention, 1981 (No. 155)

Worst Forms of Child Labour Convention, 1999 (No. 182)

Promotional Framework for Occupational Safety and Health Convention, 2006 (No. 187)

Other ILO Conventions and Recommendations 

Workers’ Housing Recommendation, 1961 (No. 115)

Examination of Grievances Recommendation, 1967 (No. 130)

ILO Occupational Health Services Convention, 1985 (No. 161) 

Private Employment Agencies Convention, 1997 (No. 181)

Domestic Workers Convention, 2011 (No. 189)

Violence and Harassment Convention, 2019 (No. 190)

Forced Labour (Supplementary Measures) Recommendation, 2014 (No. 203)

ILO Declarations

ILO 1998 Declaration on Fundamental Principles and Rights at Work

ILO Tripartite Declaration of Principles concerning Multinational Enterprises and Social Policy (MNE 
Declaration)

UN instruments 

UN Slavery Convention, 1926

Supplementary Convention on the Abolition of Slavery, the Slave Trade, and Institutions and Practices 
Similar to Slavery, 1956 

Protocol to Prevent, Suppress and Punish Trafficking in Persons, Trafficking in Persons Especially Women 
and Children, supplementing the United Nations Convention against Transnational Organized Crime 
(UNTOC), 2000

https://normlex.ilo.org/dyn/normlex/en/f?p=1000:12100:0::NO::P12100_ILO_CODE:C029
https://normlex.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:P029
https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:12100:0::NO:12100:P12100_INSTRUMENT_ID:312232:NO
https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:12100:0::NO::P12100_INSTRUMENT_ID:312243
https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:12100:0::NO::P12100_INSTRUMENT_ID:312245
https://normlex.ilo.org/dyn/normlex/en/f?p=1000:12100:0::NO::P12100_ILO_CODE:C105
https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:12100:0::NO:12100:P12100_INSTRUMENT_ID:312256:NO
https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:12100:0::NO:12100:P12100_INSTRUMENT_ID:312283:NO
https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:12100:0::NO:12100:P12100_INSTRUMENT_ID:312300:NO
https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:12100:0::NO:12100:P12100_INSTRUMENT_ID:312327:NO
https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:12100:0::NO:12100:P12100_INSTRUMENT_ID:312332:NO
https://normlex.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:R115
https://normlex.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:R130
https://normlex.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C161
https://normlex.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_INSTRUMENT_ID:312326
https://normlex.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C189
https://normlex.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C190
https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:12100:0::NO::P12100_INSTRUMENT_ID:3174688
https://www.ilo.org/ilo-declaration-fundamental-principles-and-rights-work
https://www.ilo.org/ilo-department-sustainable-enterprises-productivity-and-just-transition/areas-work/tripartite-declaration-principles-concerning-multinational-enterprises-and
https://www.ilo.org/ilo-department-sustainable-enterprises-productivity-and-just-transition/areas-work/tripartite-declaration-principles-concerning-multinational-enterprises-and
https://www.ohchr.org/en/instruments-mechanisms/instruments/slavery-convention
https://www.ohchr.org/en/instruments-mechanisms/instruments/supplementary-convention-abolition-slavery-slave-trade-and
https://www.ohchr.org/en/instruments-mechanisms/instruments/supplementary-convention-abolition-slavery-slave-trade-and
https://www.ohchr.org/en/instruments-mechanisms/instruments/protocol-prevent-suppress-and-punish-trafficking-persons
https://www.ohchr.org/en/instruments-mechanisms/instruments/protocol-prevent-suppress-and-punish-trafficking-persons
https://www.ohchr.org/en/instruments-mechanisms/instruments/protocol-prevent-suppress-and-punish-trafficking-persons
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Fundamental Principles and Rights at 
Work Branch (FUNDAMENTALS)
Governance and Tripartism Department 
(GOVERNANCE)

International Labour Office
Route des Morillons, 4
CH-1211 Geneva 22 – Switzerland
T: +41 (0) 22 799 61 11
E: fundamentals@ilo.org

ilo.org/forcedlabour

International Organisation of Employers 
(IOE)

Chemin du Pommier 42 (Kyoto), 7th Floor,
1218 Le Grand-Saconnex
Geneva - Switzerland
T: +41 22 929 00 00
F: +41 22 929 00 01

ioe@ioe-emp.com
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