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INTRODUCTION 


Thanks to the work of organizations such as the Business & Human Rights Resource Centre, Human Rights Watch, the UN Global Compact, the Business Leaders Initiative on Human Rights, the International Business Leaders Forum, the International Finance Corporation, the Danish Institute for Human Rights and leaders such as the UN Secretary-General's Special Representative on Business and Human Rights, Pr. John Ruggie and others, human rights have become a key element of companies’ sustainable development policies around the world. Hence, environmental issues are not anymore the only priority of multinationals in the area of corporate citizenship. In fact, corporations are tackling a growing number of human rights issues, from labour rights in the supply chain to diversity or censorship. However, human rights corporate policies are not developed enough yet and one of the main reasons for that is that companies are unconvinced of the business case.


"To win the support [of companies], it is essential to be able to convey [human rights corporate policies’] potential benefits using […] business terms, [such as] revenues, cost levels, investment needs, the cost of [capital], return on capital or the economic value added".
 Hence, the goal of this paper is to provide evidence that human rights corporate policies can have a positive financial impact on companies’ bottom line and to explain to what extent this statement is true. This study is based on several research papers on topics related to CSR and financial performance in general. These papers include studies on CSR and financial performance, corporate citizenship and financial performance, governance and financial performance, social performance and financial performance, as well as more human rights related research papers such as papers on health and safety and financial performance, diversity and financial performance or human rights abuses in conflict zones and financial performance. Moreover, many studies are major documents on general business and human rights related issues. 

In the first part of this research paper, two essential concepts are defined – human rights corporate policies/management systems and financial performance. The second part of the paper consists of case studies and other types of evidence aiming at proving the positive or negative link that exists between human rights corporate policies and financial performance. Finally, the last part of this paper focuses on some financial tools companies could use to establish the business case internally.
This research makes several contributions. First, it identifies the various methods one can use to prove the link between human rights policies and financial performance. Moreover, it gives companies a clearer overview of the human rights initiatives’ business benefits and costs. Finally, it provides companies with some tools and methods to establish the business case for human rights internally.
PART I: DEFINITIONS

I. HUMAN RIGHTS CORPORATE POLICIES

1. IN THEORY

1. Business and human rights standards: what are human rights?  

"Human rights are basic standards aiming to secure dignity and equality for all".
 When it comes to defining human rights in a business environment, the "Bill of Rights" and the ILO core conventions on labour rights constitute the most universally accepted standards for such treatment.
The Bill of Rights:

The UDHR was adopted in 1948 in order to avoid the recurrence of another World War II. In 1993, 171 States reaffirmed their commitment to respecting it at the World Conference on Human Rights.  The UDHR is codified through two treaties and all three documents constitute the International "Bill of Rights". The international Bill of Rights imposes obligations on States to respect and protect human rights. Hence, States have the obligation to protect individuals through domestic laws against human rights abuses by third parties, including by companies. The two treaties mentioned above, the International Covenant on Civil and Political Rights (ICCPR) and the International Covenant on Economic, Social and Cultural Rights (ICESCR) were ratified by over three-quarters of all nations. Civil and political rights include the following rights:  the right to life, freedom from slavery, freedom from arbitrary detention, freedom from torture, freedom of expression and gathering, freedom of religion, the right to privacy, the right to a fair trial, and the rights of minorities and freedom of discrimination. Economic, social and cultural Rights include employment rights, such as the right to create and join
 trade unions, the right to safe and healthy working conditions and the right to a fair wage; social rights such as the right to an adequate standard of living and health, the right to education, as well as cultural rights. 

ILO core Conventions:

The eight core Conventions the ILO agreed on in 1995 include four categories of labour standards considered as fundamental for the protection of basic workers’ rights. These categories are as follows: 

· "Freedom of association and the right to collective bargaining:

· Freedom of Association and Protection of the Right to Organize Convention (No. 87), 1948;

· Right to Organize and Collective Bargaining Convention (No. 98), 1949.

· Forced Labour:

· Forced Labour Convention (No. 29), 1930;

· Abolition of Forced Labour Convention (No. 105), 1957.

· Child Labour:

· Minimum Age Convention (No. 138), 1973;

· Worst Forms of Child Labour Convention (No. 182), 1999.

· Discrimination in Respect of Employment and occupation:

· Equal Remuneration Convention (No. 100), 1951;

· Discrimination (Employment and Occupation) Convention (No. 111), 1958".

All ILO member States have to respect the ILO Declaration on Fundamental Principles and Rights at Work
 adopted in 1998 and thus to respect, promote and realize the fundamental rights which are mentioned in the eight ILO core Conventions, even if they have not ratified them yet. This Declaration provides benchmarks for sustainable business, but the most comprehensive instrument of the ILO for promoting labour standards in the business world is the Tripartite Declaration of Principles concerning Multinational Enterprises and Social Policy (ILO MNE Declaration). This Declaration was developed by representatives of governments, workers and employers and it comprises recommendations on how companies should interpret international labour standards and apply them in areas such as "general policies, employment promotion and security, equality of opportunity and treatment, training, wages and benefits, minimum age, occupational safety and health, and industrial relations".
 

2. Theoretical definition  

There is no unique or standardized definition for human rights corporate policies. Companies and experts in this field usually use several definitions: some of them refer to human rights policy statements and others refer to integrated human rights policies and management systems. In fact, definitions can be more or less strict and comprehensive depending on the company, organization or context in question. The Business & Human Rights Resource Centre (BHRRC), the world’s leading independent resource on business and human rights and permanent host of John Ruggie’s portal (the United Nations Special Representative on the issue of human rights and transnational corporations and other business enterprises), used one of the most basic definitions in one of its recent projects on business and human rights. In fact, in order to mark the 60th anniversary of the Universal Declaration of Human Rights, Realizing Rights
 and BHRRC encouraged more companies to adopt human rights policies. In the letters they sent to 414 companies on the Global Fortune 500 and from a number of emerging markets, they asked CEOs if they had a public human rights policy statement and encouraged those who did not to do so. As of September 2009, the 242 companies that appear in the running list of human rights policies on BHRRC’s website
 have a formal policy statement referring explicitly to human rights, regardless of their level of implementation and of where they sit (within a company’s business principles, its citizenship/sustainability policy or report, or if it is a stand-alone human rights policy). However, effective human rights policies are more than just public statements of good intent. They require an investment of staff time and senior management to issue a human rights management system by developing the procedures for implementation across all companies’ operations, activities and locations. The CEO briefing the UNEP Finance Initiative published on human rights in June 2008 formalized this point of view as detailed below. "Corporate human rights policies should: 

· Explicitly invoke the Universal Declaration on Human Rights (UDHR) and the International Labour Organization (ILO) core conventions on labour rights; 

· Set out the company’s views on how human rights are relevant to its business; 

· Apply to all activities, i.e. not just the direct workforce;

· Explain how the policy addresses different business relationships, in particular client relationships;

· Explain how the policy relates to other corporate policies and goals, and how any tensions are to be resolved; 

· And explain how performance is to be monitored, reported and communicated (internally and externally)".
 According to the Human Rights Work stream of UNEP Finance Initiative, companies need to prove their commitment to their human rights policy statement and to implement it. There are three main elements to implementation. First, the company has to make sure those human rights requirements are integrated into the role and responsibilities of employees. Moreover, every company has to develop a training program on human rights in order for its employees to understand the relevance of this issue to the company and the management system in place to face it. Finally, implementing a human rights policy effectively requires the development of management tools to ensure that human rights are integrated into all company’s core business activities and that human rights considerations are included in the assessment processes of new clients and projects of the company. Hence, performance monitoring and reporting is also an essential part the company’s commitment to human rights, once the policy well implemented. In fact, it is important for companies to identify the appropriate performance metrics to assess their human rights outcomes and evaluate the effectiveness of the management system in place to monitor the company’s human rights performance. The Business Leaders Initiative on Human Rights, the Office of the High Commissioner for Human Rights and the United Nations Global Compact recently published a very strong resource supporting this approach to human rights. It was entitled "A guide for Integrating Human Rights into Business Management"
 and it "helps companies integrate human rights standards into their existing management system. […] In doing so, it helps [companies] make human rights a successful part of their business". This framework is divided into seven parts: Strategy, Policy, Processes and Procedure, Communications, Training, Measuring impact and auditing, and Reporting, and it follows the Global Compact Performance Model, which is a model that allows companies to respect global compact principles without undermining their other business goals. In both publications, a human rights policy is defined as an integrated company policy which aim is to integrate human rights into business management systems. As an example, General Electric (GE) has developed a detailed human rights policy. In fact, GE did not only formulate a human rights policy or approached human rights from a pure compliance perspective; it embraced a broader perspective and implemented a strong human rights management system
. Hence, as outlined above, in theory, human rights policies can be defined either as human rights policy statements or as company policies aiming at integrating human rights into business management.
3. Role of Corporations: 


Companies are accountable under human rights law, but only in a few cases. First, international law can hold companies accountable indirectly. In fact, "international human rights law imposes obligations on States to respect protect and fulfil human rights", and by fulfilling human rights, the States themselves have to protect individuals from third parties human rights abuses, including corporations. Hence, even if international human rights standards are not directly legally binding on corporations, companies can be held accountable for disrespecting the domestic laws in place to protect human rights
. However, if national laws do not meet international standards or States are unable or unwilling to take action against companies, international law can impose direct obligations on companies. "Many inter-governmental organizations have concluded that corporations should respect guidelines designed to protect human rights, such as the OECD Guidelines and the ILO Tripartite Declaration. Although these guidelines are not legally binding, they have some legal effect. In fact, "guidelines, declarations, principles or any other high-level statements by groups of States such as the United nations, the ILO and the OECD are neither strictly binding norms nor ephemeral political promises. They often reflect the compromises reached, when States wish to bring some stability and order into an area of international affairs, and to structure behaviour around a set of norms, but not enough States are prepared to create a legally-binding treaty". In other words, these kind of soft law standards are not "without authority and practical impact. They may have at least some anticipatory effect in judicial or quasi-judicial decision-making and in shaping new, binding, international norms". This is also true for some provisions made by experts of United Nations Human Rights Treaties’ committees and some declarations made at some United Nations conferences. However, beyond these soft law documents, there are also binding international legal norms such as international criminal law that bear on companies. Although human rights international law and standards are very broad and complex, it has been agreed that businesses needed to be aware of the human rights described in the UDHR, the International Covenant on Civil and Political Rights (ICCPR), the International Covenant on Economic, Social and Cultural Rights (ICESCR) and the eight ILO Core Conventions. Finally, it is important to mention that John Ruggie’s mandate is the emerging standard to define what companies’ role is with respect to human rights. The Special Representative of the Secretary-General on the issue of human rights and transnational corporations and other business enterprises was appointed in July 2005, and his "mandate includes identifying and clarifying standards of corporate responsibility and accountability with regard to human rights"
. In the report he presented to the Human Rights Council in 2008, M. Ruggie defined a framework that assigns the duty to protect human rights to the state and establishes a corporate responsibility to respect all human rights. According to him, practical action is needed to discharge companies’ responsibility to respect human rights. The concept he refers to is called due diligence and it "describes the steps a company must take to become aware of, prevent and address adverse human rights impacts". His research indicates that basic human rights due diligence processes should include: 

· The adoption of a human rights policy statement: "broad aspirational language may be used to describe respect for human rights, but more detailed guidance in specific functional areas is necessary to give those commitments meaning";

· The implementation of a human rights impact assessment: "companies must take proactive steps to understand how existing and proposed activities may affect human rights"
;

· The integration of the human rights policy throughout the company: "leadership from the top is essential to embed respect for human rights throughout a company, as is training to ensure consistency, as well as capacity to respond appropriately when unforeseen situations arise"
;

· Tracking performance thanks to monitoring and auditing processes
.

Finally, John Ruggie insists on the fact that industry and multi-stakeholder initiatives can help companies operationalize their human rights policies and implement due diligence practices. In fact, these initiatives such as the United Nations Global Compact
 promote sharing of information and standardization of metrics and tools (See Bibliography for more examples of initiatives). All documentation produced by and for the mandate is posted on the Business and Human Rights Resource Centre’s website
.

2. IN PRACTICE
After defining human rights corporate policies in theory, it is important to clarify what they really mean in practice and to be able to answer questions such as: How do companies deal with human rights issues in practice? Do they implement effectively their human rights policies? What are the areas of improvement in this field? Is the discourse of business and human rights gaining recognition in the academic world? Companies are becoming more and more aware of the business and human rights debate. In fact, the BHRRC’ running list of human rights policy statements has grown since its creation. At the beginning, only a few companies were on that list and they tended to be companies from the oil and gas sector. When the Centre started the joint project with Realizing Rights in late 2008 described earlier, they were aware of 167 human rights policy statements. As of September 2009, there are 242 policies on that list. According to a survey conducted by the UN Special Representative on Business and Human Rights in 2007 about human rights management practices among Global Fortune 500 firms, "the discourse of human rights is gaining recognition in the corporate arena". A total of 102 companies completed the survey and were asked to identify:  (i) human rights policy uptake and incident experience; (ii) rights addressed by policies and practices; (iii) stakeholders covered by policies and practices; (iv) international instruments referenced; (v) stakeholder engagement; and (vi) accountability mechanisms such as reporting and compliance systems or human rights impact assessments".
 Here is a summary of the survey’s conclusions:

· All companies responded that they had human rights principles or management practices in place ;

· They mainly focus on work-place rights ;

· The majority of companies have internal reporting and compliance systems, but around 75% of them engage in external reporting;

· Most companies include their human rights policies in overall codes of conduct or set of business principles. Only a few of them have a stand-alone human rights policy;

· Among all respondents, 75% of companies refer to the ILO core Conventions and the UDHR, 57% refer to the United Nations Global Compact principles and 41% to the OECD guidelines
. 

However, there are still some areas of improvement, since human rights policies’ implementation and integration levels are still relatively low and human rights performance measurement methods and reporting procedures are not well developed yet. Companies’ level of implementation of human rights policies is still low for several reasons. Some companies generally explain that they do not know how to proceed to integrate their policy fully in their business practices. Other corporations argue that the enforcement mechanisms of human rights laws are rather weak, which does not make it necessary for them to develop a very integrated human rights policy. However, the main reason why companies are not always able or willing to implement their human rights policy throughout the whole organization is that they are unconvinced of the business case. In fact, several studies in this area do not reveal a clear or simple correlation between human rights initiatives and financial performance. This is usually due to: "(1) [the] use of a wide variety of [human rights] metrics […], (2) [the] lack of efforts to empirically test definitions and concepts, (3) [the] lack of significance testing and control for interaction with other variables […], (4) inadequate sampling techniques […] and focus on multi-industry US samples leaving a vast research area of single industry sectors and geographical areas such as Europe widely untouched, (5) [the] use of a variety of [financial performance] measures".
 As mentioned above, progress is also needed in the area of human rights performance measurement. In fact, companies usually find it difficult to establish the business case for human rights internally, which does not encourage them to engage fully in human rights and embed their human rights policies in their business practices. Quantifying the economic effects of human rights policies in monetary terms is quite difficult. It is at least as difficult as quantifying the economic effects of other corporate responsibility policies. A recent study explored the factors deterring quantification of corporate responsibility initiatives’ monetary benefits. Its conclusions could easily be applied to human rights initiatives’ economic effects. This research paper “categorize[s] […] hypothesized deterring factors into three categories: 

· Lack of data management capacity, which includes (1) companies’ capacity to track the […] social effects of their corporate initiatives […] and (2) companies’ ability to process collected data through available and skilled staff ;
· Little demand or need for quantification due to (1) strong business logic and (2) strong soft organizational factors such as proactive corporate cultures and management education, which make quantification more or less obsolete ; 

· Systemic factors such as (1) overwhelming complexity associated with quantification, and (2) a marginal business case for sustainability". 
  

According to the survey conducted in the research paper mentioned above, 30% of the 309 managers surveyed declared that their companies had little technical organizational capacity to quantify, which means that they had no available tool or basic tools for quantification. Moreover, a third of the respondents affirmed that quantification was strongly lacking at the project and business unit level. Even if a certain lack of quantification is systemic, the main reasons explaining the lack of quantification are organizational, and mostly due to insufficient capacities to track the social effects of their initiatives and identify their implications for the bottom line. Soft organizational factors such as management education, top management commitment and corporate culture, do not have a great role to play. Systemic factors certainly deter quantification of human rights policies. In fact, the benefits of human rights policies are mostly intangibles and it is difficult to quantify the business impact of intangibles in monetary terms. Moreover, it is difficult to establish the business case for human rights because costs are easy to identify and benefits are not always quantifiable. 
All the areas of improvement mentioned above prove that human rights management systems are still weak. In fact, many companies formulate a comprehensive human rights policy statement but only a few of them really implement it through procedures and processes throughout the company. In other words, very few companies have well established human rights management systems or strong due diligence processes. Most companies usually focus on a few human rights issues – most of the time the ones that affect most their business activities – and operationalize them through human rights projects. In line with this, human rights corporate policies in practice could be defined as a set of human rights projects/programs/initiatives well implemented throughout companies (e.g. implementing a non-discriminative recruiting policy, a wellness program, etc). Hence, instead of assessing the financial impacts of what human rights policies are in theory (i.e. integrated human rights policies supported by a human rights management system), we are going to evaluate the financial implications of what human rights policies are in practice (i.e. a set of human rights projects/programs/initiatives implemented by companies) (See Annex 3). 

II. FINANCIAL PERFORMANCE

1.  TRADITIONAL APPROACH

Financial performance measures the results of companies’ operations in monetary terms.

The return on investment (ROI) is the metric most used when it comes to assess the financial benefits of an operation or project and compare them to the money spent for that purpose. This metric is also used sometimes to assess the financial benefits of human rights corporate projects. ROI or Return on Investment "is the ratio of money gained or lost (whether realized or unrealized) on an investment relative to the amount of money invested. The amount of money gained or lost may be referred to as interest, profit/loss, gain/loss, or net income/loss. The money invested may be referred to as the asset, capital, principal, or the cost basis of the investment. ROI is usually expressed as a percentage rather than a fraction".

ROI= ((Program benefits – Program costs) / Program costs) * 100

Please refer to the section entitled "Indicators and metrics used to prove the link between human rights initiatives and financial performance" in Part II.2 to have an overview of the financial metrics most used to reflect companies’ financial performance.

2. THE ROI ANALYSIS

Many studies showed that it was difficult to quantify the monetary benefits of implementing human-rights related initiatives, and to convert them in an ROI percentage. Hence, when trying to calculate the ROI of a human rights initiative, it is important to approach it in a broad sense. An example of this approach was presented in a book entitled "Investing in your company’s human capital."
 Although that book essentially adapted the ROI approach to human capital programs it is also relevant to human rights projects/programs/initiatives (See Annex 3). To develop a solid approach for calculating the ROI of human capital programs, and human rights initiatives in our case, several steps must be respected.

The first step is to develop an evaluation framework in order to define the different types of data the company needs to gather during the ROI process and how data is captured. Seven types of data are used in the evaluation framework described in the book mentioned above. The first type of data is the reaction from human rights stakeholders. It should be measured on all human rights initiatives and issues. "This level of evaluation is important as a customer-satisfaction measure from program participants and other stakeholders". The second level of evaluation assesses the learning process. A learning check is important to make sure that all stakeholders absorb new skills, information and knowledge. However, this is not always sufficient to make a human rights program fully successful. This is why other levels of evaluation are needed. The third level concerns measuring the human rights program’s degree of application and implementation. "Typical measures include output, quality, costs, time, employee and customer satisfaction". The last level of evaluation is the ROI and it consists of comparing the human rights program’s monetary benefits to its costs. As mentioned in the previous paragraph, it is usually presented as a percentage. Finally, it is always important to identify the intangible benefits of the human rights program in question. They are defined as "implementation and business benefits not converted to monetary value". In conclusion, the evaluation must be conducted at all the levels presented in diagram 1; otherwise, it will be difficult to identify the real results produced by the human rights initiative in question. Although the data types mentioned above can be considered separately, they are part of a unique chain of impact and their meaning can be interpreted simultaneously. "In fact, when the chain of impact occurs through each level, the [human rights] program becomes successful. A positive reaction leads to learning and, as the implementation progresses, business impact and ROI are generated".


Diagram 1: Business impact and ROI from a human rights program

The second step for developing a solid ROI analysis is to follow a detailed ROI process model. Each step of the ROI process is presented below:

1. Evaluation planning:

The company has to identify detailed objectives for its human rights initiatives, and each initiative needs to have multiple levels of objectives, ranging from an objective of satisfaction to an objective of ROI. Once the objectives defined, the company needs to prepare planning documents: a data collection plan and the ROI analysis plan. The data collection plan "indicates the type of data that should be collected, the method for data collection, data sources, the timing of collection, and the various responsibilities for collection". The ROI analysis plan "details how the [human rights] program is isolated from other influences, how data are converted to monetary values, the appropriate cost categories, the expected intangible measures, and the anticipated target audience for communication".

2. Collecting data

The second step of the ROI process is data collecting. First, the company needs to collect data during the launch of a human rights program (Levels 1 & 2) in order to get immediate feedback quickly. Moreover, post-program data needs to be compared to pre-program data and expectations (Levels 3 & 4). Several methods can be used for this purpose. The challenge in data collection is to choose the appropriate method:

· "Follow-up surveys and questionnaires to measure satisfaction and reaction from stakeholders, as well as to uncover specific application issues with [human rights] programs;

· On-the-job observation to capture application and use;

· Tests and assessments to measure the extent of learning;

· Interviews to measure reaction and determine the extent to which the program has been implemented;

· Focus groups to determine the degree of application of the [human rights] program;

· Action plans to show progress with implementation on the job and the impact obtained;

· Business-performance monitoring to show improvement in various performance records and operational data".

3. Isolating the Effects of the human rights program

This step is essential because it consists of identifying the effects directly caused by the human rights program and eliminating all the factors that influence performance but have nothing to do with the program itself. Here are some examples of the methods used to address this issue:

· "A pilot group of participants in the program is compared with another group (control group) not participating in the program in order to isolate program impact;

· Participants/stakeholders estimate the amount of improvement related to the program; supervisors and managers estimate the impact of the program on the output measures; 

· External studies or previous research provides input about the impact of the program; independent experts estimate the impact of the program on the performance variable;

· Customers (internal or external) provide input about the extent to which the program has influenced their decisions to use a product or service".

4. Converting data to monetary values

This step of the ROI methodology consists of converting business impact data to monetary values and comparing it with the human rights program costs. Here are some strategies used to convert data in monetary values:

· "Output data, such as an additional product or service provided, are converted to profit contribution (or cost savings) and reported as a standard value;

· Employee time saved is converted to fully loaded compensation;

· Historical costs or value of a measure, such as preventing a lost-time accident, are used when available;

· Internal and external experts estimate a value of measure, such as an employee complaint;

· External databases contain an approximate value or cost of a measure, such as employee turnover;

· The measure is linked to other measures for which the costs are easily developed (for example, employee satisfaction linked to employee turnover);

· Participants estimate the cost or value of the data item, such as work group conflict;

· Supervisors or managers estimate costs or values when they are capable of providing an estimate (for example, an unscheduled absence)".

5. Tabulating the costs of the human rights program

The company has to identify the costs of the human rights program in order to calculate properly the program’s ROI. Here are the costs that need to be taken into account:

· "Initial analysis and assessment, possibly prorated over the expected life of the program;

· Purchase/acquisition cost, if applicable;

· Development/design cost for the program (prorated if necessary);

· Participant/stakeholder time for the program using fully loaded compensation costs;

· Materials and supplies for the program;

· Application and implementation costs of the program;

· Routine maintenance and monitoring costs;

· Administration […] costs for the program, allocated in a convenient way;

· Evaluating and reporting costs".

6. Calculating the ROI

Please refer to paragraph II. 1.

7. Identifying intangible benefits

When converting data into monetary values is too subjective or inaccurate, the data are listed as intangible assets. They are opposed to tangible assets as follows:

	Tangible assets: 

Required for business operations
	Intangible assets: 

Key to competitive advantage 

	· Readily visible

· Rigorously quantified

· Part of the balance sheet

· Investment produces known returns

· Can be easily duplicated

· Depreciates with use

· Has finite application

· Best managed with "scarcity" mentality

· Best leveraged through control

· Can be accumulated.
	· Invisible

· Difficult to quantify

· Not tracked through accounting practices

· Assessment based on assumptions

· Cannot be bought or imitated

· Multi-application without reducing value.




Chart 1: Comparison of tangible and intangible assets

Intangible assets include assets such as improved public image among all stakeholders (employees, customers, communities, government, investors, etc), increased job satisfaction, staff loyalty, etc.

8. Reporting

The company needs to disseminate the results of its human rights program ROI analysis and use a variety of report formats for that purpose. The challenge of this step of the ROI process is to identify clearly the audiences to whom the company needs to communicate its reports and generate the appropriate report format for each audience.


The third step of the ROI analysis is to make sure that the company uses detailed operating standards and guiding principles to ensure that each study is developed in the same way. Here are some operating standards presented in the book entitled "Investing your company’s human capital":

· "When an evaluation is planned for a higher level, the previous level does not have to be comprehensive;

· When a higher-level evaluation is conducted, data must be collected at lower-levels;

· At least one method must be used to isolate the effects of the program".


 The last step of the ROI analysis is the program’s implementation. It includes several elements such as "assigning responsibilities, building the necessary skills, […] developing the plans and goals around the ROI process [and] preparing the environment, individuals and support teams".


Hence, in this study, ROI will not be considered only as a pure financial performance metric. In fact, it can also be defined as the result of a long chain of impact of other less financially focused metrics. 

PART II: EVIDENCES


This paragraph has two main purposes. Its first goal is to explore the methods used to prove the link that exists between human rights corporate initiatives and financial performance, and the second one is to identify the metrics usually used to prove it. 

Methods used to prove the link between human rights initiatives and financial performance: 
Current evidence can be organized into several broad categories: 

1. Using logical reasoning

This method consists of using cause and effect logic to describe the relationships that exist between several variables. This is the first level of evidence that can be used to prove the link between human rights programs and financial performance. According to George Kell, executive director of the UN Global Compact, the benefits of a human rights program are as follows:

· "Improved products and services; 

· Access to new markets and customers;

· Securing and maintaining a social license to operate;

· Building and maintaining good relationships with local communities and other stakeholders; 

· Brand differentiation;

· Enhanced ability to attract and retain the best staff;

· Morale based productivity improvements";

We could add to list above, some few other possible benefits of human rights corporate programs:

· Reduced risk of litigation because of human rights scandals;  

· Meeting investors’ new ethical expectations, which implies a "lower cost of capital because of greater investor confidence in company’s ability to manage change;

· Lower compliance costs by being ahead of regulations";

· Avoid consumers’ boycotts;

· Avoid increased costs resulting from employees’ illnesses, absenteeism, etc.

However, there are some limitations to this approach because it does not assess the extent of the benefits identified.
2. Anecdotal evidence

Anecdotal evidence consists of storytelling case studies and is dominated by stories about cost-savings generated by human rights initiatives. Fewer stories refer to the financial benefits generated by these same projects. The main limitation of this approach is the lack of comparability and cross-sectional applicability.

3. Statistical evidence 

This method consists of finding a statistical correlation between human rights and financial performance metrics. Research studies generally use different techniques to prove this correlation. Here is a list of some common techniques used:

· Evaluate the effects of good and bad news about companies’ human rights performance on the share price. The main limitation of this type of studies is that they are short-term ;
· Compare the financial performance of socially responsible Investment (SRI) funds that screen their holdings based on human rights criteria and funds that do not;

· Compare the human rights performance or score of matched companies of similar size and similar industries with market-based measures or any other financial performance measures. However, "an important limitation with trying to draw general conclusions from the criteria used by ethical-rating and information organizations is that there is a great deal of variation between organizations depending on motivations and objectives".
 

An important limitation with the use of statistical evidence is that it relies heavily on historical data and usually proves a correlation and not a causation link.

4. Case studies

This method highlights the business impacts of human rights initiatives at a functional level, and more specifically in the area of human resources, sales and marketing and operations. This type of evidence is very useful because "it can help identify sources of potential benefit that may have been overlooked. It may also provide useful insights into the way in which a particular program was implemented and may offer learning points that are relevant to other companies". 
 However, case studies also have some limitations and the main one is that the benefits they identify tend to be industry sector-specific, and more often company-specific. 

5. Evidence based on valuation methodologies

This method consists of converting the business benefits of human rights initiatives in monetary values, and it represents the ultimate level of evidence one can provide to prove the link between human rights initiatives and financial performance. However, the valuation methodologies such as the ROI analysis presented in part I are less known than all the methods described above and hardly used in the corporate world. 

Indicators and metrics used to prove the link between human rights initiatives and financial performance:

Academic research papers, practitioner reports and case studies on the link between human rights programs and financial performance comprise different types of human rights-related metrics and financial indicators. Since the research papers analyzed for the purpose of this study are not representative of all the research efforts made in this area, it is more appropriate to refer to the reporting guidelines that have been developed to serve as frameworks for social auditing in order to identify the human rights metrics most used to prove and quantify the link between human rights policies and financial performance. The most recognised reporting guidelines that include human rights metrics are:

· Global Reporting Initiative's Sustainability Reporting Guidelines ;

· Accountability’s AA1000 standard ;

· Social Accountability International's SA8000 standard ;

· Accounting for Sustainability's Connected Reporting Framework ;

· International Finance Corporation’s Performance Standards on Social and Environmental Sustainability.

The financial metrics used in the human-rights focused research papers analyzed for the purpose of this study are not representative either of the metrics that could be used in this kind of analyses. This is why it might be interesting to have a look at the financial metrics usually used in the research papers on sustainability and financial performance, and adapt them to a human rights context. In fact, human rights initiatives are usually included in the concept of sustainability. According to a recent survey entitled "Valuing Business Sustainability: A Systematic Review" published in November 2008 by the Research Network for Business Sustainability, 36 metrics were used frequently to value sustainability investments. The authors classified them into four categories: end-state outcome metrics, intermediate outcome metrics, mediating metrics and sustainability metrics (See Diagram 2). 

91% of the metrics found in the 125 studies examined by the authors were those at the end of the chain, labelled as "end-state outcome metrics" such as share price or return on assets (ROA). These "metrics can be categorized into three types: (i) market approaches, such as share price or other values determined by external stakeholders (like mutual fund returns); (ii) internal accounting approaches, such as return on assets (ROA), [return on equity (ROE), or return on sales (ROS)]; and (iii) perceptual approaches, which qualitatively assess firm performance using either internal or external sources [such as Fortune magazine rankings, Business week rankings or management surveys]. Share price dominates this category". Market-based approaches are the metrics most used in the studies examined because they generally "capture the entire spectrum of sustainability value […] across all stakeholders". They reflect the firm’s overall financial health, are derived from external sources such as investors, easy to compare over time and across firms and predict future performance. Accounting-based approaches are also very used and show how efficiently the firm uses its assets to create value. They are derived from internal sources such as the firm’s financial analysts, focus on the short-term, can be inconsistent across firms and reflect past performance. These metrics should be used cautiously because they only reflect value creation in the short-term. Perceptual metrics are also very used but they are not always useful for managers. The authors affirm that accounting metrics show a greater correlation between sustainability and financial performance than market-based metrics (70% against 53%). In conclusion, end-state metrics are useful because they reflect the overall health of the firm and allow comparative analysis across firms and sectors, but they are inappropriate to assess the financial performance of "sustainability initiatives [such as human rights programs] that make very little contribution to share price movements".

As for intermediate outcome metrics, they only appear in 16% of the studies examined in the research paper presented above. The authors categorized these metrics into three types of approaches: cost-based approaches, revenue-based approaches, and integrative approaches. "Cost-based approaches assess the extent to which sustainability initiatives change the cost structure (and risk profile) of the firm" and cost-based metrics include metrics related to operational efficiencies such as productivity, and changes in risk profiles such as costs associated with government regulations, cost of capital, etc. Revenue-based measures assess the extent to which sustainability initiatives increase firm revenues. The authors identified three ways to do it but only two are relevant for this paper: "(i) increasing loyalty among current customers and (ii) creating new market opportunities". Integrative metrics offer a "holistic net measure of the value of sustainability initiatives, [and they] either integrate cost and revenue estimate into one metric, or take a long-term view of the business case for the initiative". Net profit and cash flow are examples of integrative measures. The main advantage of intermediate financial metrics is that they are applied much closer to sustainability initiatives, and thus give managers trying to establish a business case for sustainability a clearer idea of the causal link between the actual initiative and its real financial benefits. 

Although mediating metrics are really important because they demonstrate the causal effect that exists between sustainability initiatives and financial performance, they are used in only 8% of the studies examined in the paper presented a few paragraphs above. The authors identified four categories of mediating metrics but only three are relevant for this paper. They all relate to the "value that is generated when sustainability impacts a stakeholder group".  The mediating metrics most used are employee-based metrics. They capture the financial benefits accrued from an improvement of the relationships between the employer and its employees, and include metrics such as employee satisfaction and employee retention. The second type of mediating metrics are innovation-based metrics and "they measure the cultural shifts within the firm that arise from investing in sustainability". For instance, sustainability can improve a culture of innovation, flexibility or problem solving and thus impact indirectly on productivity. Hence, these metrics include indicators such as cultural shifts or improved interdepartmental processes. The last category of mediating metrics is reputation-based metrics and they "capture the impact of sustainability on intangibles, such as brand, customer goodwill, reputation and perceived investment risk. They may be measured in terms of potential revenue or likely cost savings".
 They include metrics such as customer loyalty, purchase intentions and number of licences to operate. Mediating metrics are generally used in industry-specific studies because different industries face different sustainability issues. These metrics are very useful for managers because they are a prerequisite for demonstrating causality between sustainability and financial performance; and understanding this causality relationship helps managers proactively manage the value creation process between their sustainability initiatives and the company’s financial performance. As mentioned in the ROI methodology presented in Part I, financial performance is not limited to a set of strictly financial metrics, it is rather viewed as a set of financial and non-financial metrics which constitute a chain of impact that leads to financial success. 


Diagram 2: Stages of financial impact from sustainability
 

As mentioned in the previous paragraph, the link between sustainability or CSR and financial performance has been much more explored than the link between human rights and financial performance. Moreover, when research papers focus on the business case for human rights, they only focus on a few human rights issues, such as health and safety, diversity, labour relations and conditions or conflict. This is why this research paper only focuses on exploring the link between some human rights initiatives and financial performance (See definition above). 

I. HEALTH & SAFETY INITIATIVES AND FINANCIAL PERFORMANCE

Key international standards relating to health (including work health and safety) can be found in "article 25 of the Universal Declaration of Human Rights, article 12 of the International Covenant on Economic, Social and Cultural Rights, the General Comment 14 of the Committee on Economic, Social and Cultural Rights, the ILO Convention 155 and the ILO Convention 1".

By adopting health and safety programs, companies can have a positive impact on various human rights: the right to life, the right of protection of family and the right to marry, the right to enjoy just and favourable conditions of work, the right to a family life, and the right to health
. Health and safety programs are usually known as wellness programs, and they include three major types of initiatives:

· Pure Health and Safety initiatives : they are shaped by governmental requirements ;

· Management of ill-health initiatives : they include disability management, absence management programs, return-to-work schemes, etc; 

· Prevention and promotion initiatives: they include health promotion programs such as programs to promote physical activity, smoking cessation, the loss of weight or healthy eating in general; they also include trainings for healthcare insurance or rehabilitation programs such as programs to treat back pain, etc.

Reporting on health and wellbeing is quite advanced; health and wellbeing is probably the most reported issue among human rights issues. In fact, in June 2007, Business in the Community undertook a comprehensive survey to assess the extent of corporate reporting on health and wellbeing among FTSE 100 companies and the results were quite positive: "Three in five FTSE 100 companies stat[ed] their overall commitment to the health and wellbeing of their employees in their reporting […] [and] three in four of those who [did] report, detail[ed] what they [were] doing to improve the wellbeing of staff and reduce sickness absences".
 As mentioned in a previous paragraph, there are many ways to establish the business case for human rights related issues, and thus for health and safety programs. In this section, we will focus on logical reasoning, case studies and evidence drawn from valuation methodologies.


"In 2002, the Integrated Benefits Institute surveyed 269 chief financial officers (CFOs), over 80% of whom were in small or mid-size companies (less than 10,000 employees).  61% of the CFOs believed there is a strong link between employee health and productivity; another 32% perceived this link to be moderate".
 Logical reasoning can support this statement. A very strong research paper published in February 2008 by PricewaterhouseCoopers LLP and commissioned by Health Work Wellbeing Executive highlighted very clearly the business benefits of workplace wellness programs among UK and international employers. The business benefits identified in the literature review of the 74 national and international published research papers examined are as follows: 
 

	Intermediate benefits (non-financial)
	Related bottom line benefits (financial)

	Sickness absence
	Overtime payments

Temporary recruitment 

Permanent staff payroll

	Employee satisfaction

Staff turnover
	Recruitment costs

	Accidents and injuries
	Legal costs/claims

Insurance premiums

Healthcare costs

	Productivity
	Revenues

Overtime payments

	Employee health and welfare
	Healthcare costs


Chart 2: Benefits associated with wellness programs
 

Case studies are less common but experts often use them to explore the relationship between wellness programs and financial performance.  Most of the time, these case studies are presented as anecdotes and do not show the calculations supporting the research paper’s conclusions. The examples are diverse and either focus on specific wellness related issues, on the whole company’s wellness program or on specific wellness or social performance metrics. Many examples focusing on a specific wellness related issue focus on psychological ill-health. EDF Energy’s program to fight psychological ill-health had several benefits : "improved productivity saved the business an estimated £228,000 per year,  staff morale improved (employees "happy in my job" increased from 36% to 68%) and retirements due to psychological ill-health were reduced to just one in 2007".
 In the UK, "the current total cost to employers of mental ill-health [has been] estimated at nearly £26 billion each year, including the costs of sickness absence, reduced productivity and staff replacements". Another very common issue tackled by wellness programs is poor eating habits. In the UK, these habits, "such as having no breakfast or lunch, [have been estimated] to lead to a productivity loss of almost 97 million working days, worth £16.85 billion a year".
 As mentioned above, case studies also identify the benefits of global wellness programs. The research paper entitled "Healthy people = Health profits" published by the Business Action on Health Team of Business in the Community is a perfect example of this approach (See Annex 1). Danone UK’s wellness program, called Danone Active Program, helped the company reduce staff turnover from 20% to 15% and increase employee engagement by 22%. Thanks to Ernst & Young’s wellness program, staff turnover decreased from 16% to 14% and days lost to absence decreased 3%. At GlaxoSmithKline, working days lost fell by 44%, staff satisfaction increased 21% and productivity increased 7 to 13%. "The work environment which Google has created has helped to make the company an employer of choice with approximately 1300 applications received daily and one of the lowest staff turnover rates in the IT industry (5%).
 Parcelforce Worldwide measured the impact of its wellness program and its "key successes include[d] reduced sick absence by one third, saving 55,000 days and £5 million, 45% fewer accidents, saving £440,000, increased employee satisfaction by one third, reduced number of compensation claims by two thirds (£1 million) […]", increased productivity by 12,5% and improved customer service by 50%.
 When focusing on specific social performance metrics to assess the financial consequences of companies’ wellness programs, case studies usually highlight the cost savings attributable to reduced sickness absence, reduced staff turnover rates, reduced injuries and associated claims. Of the 55 UK case studies examined in the strong research paper published by PricewaterhouseCoopers LLP presented above, "the financial benefits that were attributed to individual organizations wellness programs included:

· 14 cases provide[d] actual cost savings estimate attributable to reduced sickness absence […]; [as an example], a car manufacturer estimated gross cost savings of  £11m (1999-2002) owing to a 1 percentage point reduction in absenteeism rates over this period ;

· 2 cases provide[d] actual cost savings estimate attributable to reduced staff turnover rates […]; [as an example], a financial service organization estimated that by reducing staff turnover by 9 percentage points, the company had achieved cost savings of £1.6m since its program was initiated ;

· 3 cases provide[d]  actual cost savings estimate attributable to reduced injuries and associated claims, including : a manufacturing organization calculated that injury claims fell from £700k to zero in 6 years".


Logical reasoning and case studies are valuable methods to establish the business case for wellness programs. However, they do not provide companies with the sufficient tools to quantify the overall monetary consequences of these programs on their bottom line. The methods usually used for that purpose are valuation methods. As mentioned in part I, when using this type of methods, it is important to take into consideration both direct and indirect costs and benefits to quantify properly the benefits to an employer of investing in their workers’ health and safety. In fact, many studies suggest that the costs of impaired on-the-job productivity and reduced absences are at least as important as direct health care costs. "To place a dollar value on this work loss, Walter Stewart and colleagues gauged the extent of "lost productive time (LPT)" through a national, randomized telephone survey in 2001-2002.  Using the wage rate as a measure of the cost of work loss, they estimated that health-related LPT costs employers $226 billion per year, or $1,685 per employee per year—71% of which was explained by reduced performance at work".
 Various types of examples are available to support this approach. Anecdotal examples using valuation methods are the most frequent formats used for that purpose. For instance, we can mention British Gas Services’ wellness program which return on investment was £31 for every £1 invested.
 Case studies using valuation methods are also common but they are difficult to access for confidentiality reasons. ESD, a USAID-funded project and Business for Social Responsibility (BSR) partner, carried out a factory-based study in a Bangladeshi factory to examine workplace on-site health services effect on employee absenteeism, turnover and other metrics. "The study estimated the monetary value of the savings gained from reduced absenteeism and turnover compared to the start-up and operating expenses for the health program and found roughly a 2.4:1 return on investment in the first year of the program.  The data indicate a larger return of 3:1 over 18 months of the program".
 Moreover, the systematic reviews examined in the strong research paper published by PricewaterhouseCoopers LLP and presented above "provided the following benefits-cost ratios:

· Programs targeting medical costs alone found a return on investment of 2.3 ;

· Programs targeting absenteeism found returns on investment of 2.5, 4.9 and 10.1 ;

· Programs targeting absenteeism and presenteeism found returns on investment of 1.81, 3.24 and 8.81".

Individual case study reviews highlighted even higher returns:

· "The benefit-cost ratios for programs targeting musculoskeletal issues were as high as 15.4, 24.6 and 84.9".
 (See the chart below for further information)

The variation in the investment returns mentioned above and below are wide because the costs and benefits of wellness programs dependent highly on "the nature and focus of the intervention, […] as well as the planning, execution and management of the program". 
	Company/Program
	Benefit : Cost ratio

	Manufacturing company : ergonomic improvements
	4.17 (over 1 year)

	Manufacturing company : physical wellbeing
	2.67 (over 1 year)

	Call center : physiotherapy
	34 (over 6 months)

	Public sector health service provider : flu immunisation
	9.2 (over 2 years)

	Manufacturing organization : ergonomic support
	12

	Manufacturing company : health and safety awareness
	1

	Retail and distribution company : ergonomic support
	1 (over 2 years)


Chart 3: Return on investment for wellness programs

II. DIVERSITY INITIATIVES AND FINANCIAL PERFORMANCE 

Key international standards relating to discrimination and diversity can be found in "articles 2 and 7 of the Universal Declaration of Human Rights, articles 20.2, 2.2 and 26 of the International Covenant on Economic, Social and Cultural Rights, articles 21 to 23 of the ILO Tripartite Declaration of Principles Concerning Multinational Enterprises and Social Policy, article 2(d) of the ILO Declaration on Fundamental Rights and Principles at Work, the General Comment 18 of the Human Rights Committee and the ILO Convention 111."
 By adopting diversity programs, companies can have a positive impact on various human rights: the right to freedom of thought, conscience and religion, the right to equality before the law, equal protection of the law, and rights of non-discrimination, as well as the and rights of minorities
. Diversity programs, also called nondiscriminative programs, are very diverse and they focus on different types of discrimination: discrimination based on gender, on race, age, sexual orientation, disability, religious beliefs and other personal beliefs, etc. The Human Rights Matrix designed by the Business Leaders Initiative on Human Rights companies (BLIHR) identified expected and desirable actions companies should take to meet international human rights standards. “The expected actions to take are:

· Equal opportunities policy;

· Progressive maternity, Adoption, Family leave and Harassment policies;

· Focused diversity initiatives;

· Diversity awareness training for employees;

· Support for specific programs;

· Public reporting of basic performance".

And the desirable actions to take are as follows:

· Membership of forums promoting diversity, gender balance etc;

· Training programs and work placement for vulnerable or excluded groups;

· Targeted products and services for disadvantaged groups". 

Reporting as well as the business case for diversity programs are quite well established, but not as much as reporting and the business case for wellness initiatives. In this section, we will establish the business case for diversity programs based on logic reasoning, anecdotal and statistical evidence.


Causal reasoning is the most common type of method used to establish the business case for diversity programs too. Most research papers focus on the business benefits of global diversity programs, and only a few focuses on more specific programs. The business benefits of global diversity programs are similar to those identified in the introduction of Part II. The research papers focusing on more specific diversity programs also refer to these business benefits and they usually highlight interesting figures to prove that adopting specific diversity programs represent strategic benefits for companies. Here are a few statistics companies should consider when thinking of adopting specific diversity programs:

· Women are becoming more educated. They "currently earn more than one-half of all bachelor’s and master’s degrees in the United States (57.3% and 58.5%, respectively) and nearly one-half of all doctorates and law degrees (44.9% and 47.3%, respectively)".
 At the same time, they are gaining economic power. In fact, "in 2001, women earned almost $2 trillion of income in the United States"
 (A survey carried out by Catalyst);
· "74% of gay and 42% of straight consumers are less likely to buy products from organizations that hold negative views of lesbian and gay people; […] 93% of people support laws to protect gay people from discrimination and harassment at work ; […] 85% [of people] support laws that makes it unlawful to refuse people services because of their sexual orientation".
 Moreover, "staff concealing their sexual orientation at work can reduce their personal work performance by up to 30%, [and] at least 55% of gay employees facing workplace discrimination report that this has a direct, negative impact on their work" (A survey carried out by Stonewall)
;
· "Disability affects 15-20% of every country’s population. There are at least 610 million people with disabilities worldwide. Conflict and poverty continue to cause high rates of disability in the less developed world; […] [Moreover], in the US, disabled people make up the fastest growing minority consumer market, now worth £220 billion. [Finally], disabled people in the UK have £80 billion annual spending power". (A survey carried out by Employers’ Forum on Diversity).


When it comes to using other methods than logicical reasoning to establish the business case for diversity programs, research papers usually focus on specific issues rather than on global diversity programs, and most especially on gender, race and age discrimination. The research papers focusing on global diversity programs do not consider diversity in the same way; depending on the research paper, the concept of diversity includes more or less aspects of diversity. The business case for gender diversity initiatives is quite well established. As an example of anecdotal evidence, we can mention the figures posted on BITC’s webpage on gender diversity. "The total benefits of reducing the gender segregation of jobs and increasing women’s employment has been estimated at between £15 billion and £23 billion and it could raise output in the UK’s economy by an equivalent of 2% of GDP".
 However, the theoretical literature on the relationship between gender and financial performance is more ambiguous than the previous statement. "Carter, Simkins and Simpson (2003) document a positive relationship between gender […] diversity of the board and corporate performance, as proxied by Tobin’s Q".
 Empirical data supports this finding. Upon examining 353 Fortune 500 companies, Catalyst found that "the group of companies with the highest representation of women on their top management teams experienced better financial performance than the group of companies with the lowest women’s representation"
 (Return on Equity (ROE) was 35.1 percent higher and Total Return to Shareholders (TRS) was 34.0 percent higher). Other theoretical research papers support the idea that "women make good, if not better managers than men (Rizzo and Mendez, 1988; Schwartz, 1989; Powell, 1990; Flynn, 1994). There is also some evidence that firms employing more women managers actually perform better financially (Blackburn et al., 1994; Throup, 1994).
 However, when Farrell and Hersch (2004) examined the market’s reaction to the announcement of the addition of female directors, the abnormal returns were insignificant.
 Many other research papers suggest that there is mixed support for the hypothesis that the percentage of women in management is related positively to firm financial performance.

The business case for nondiscriminative programs based on race is also well established. Lloyds TSB recognised that having a racially diverse workforce that mirrored its customer base helped the company "increase its customer satisfaction levels with additional benefits of sales increasing by up to 30% in some branches".
 Theoretical evidence is ambiguous though. A recent study examined one hundred firms obtained from Fortune magazine’s annual lists (1998-2003) of the best companies for minorities (which refer to Blacks, Hispanics, Asians and Native Americans) in order to test the effects of diversity reputation and leader racial diversity on firm financial outcomes. "The results showed […] a curvilinear U-shaped relationship between leader diversity and revenues, net income and book-to-market equity. Analyses suggest that […] firm performance declines with increases in the representation of racial minorities in leadership up to a point, beyond which further increases in diversity are associated with increases in performance". Other research papers suggest results that are more positive. The study carried out by Wright et al. in 1995 is a good example of this kind of studies: "examining the effects of diversity announcements on stock price valuations showed that affirmative action awards were related to stock price increases, while discrimination settlements were associated with decreases in stock price".
 However, other research papers suggest that there is a negative relationship between racial diversity and financial performance. In a study carried out in 2003, Jonathan S. Leonard and David I. Levine from Berkeley University of California tested "data from more than 800 retail stores employing over 70,000 individuals […and found] little pay off to matching employee demographics to those of potential customers. […They also concluded that] diversity of race […] within the workplace [did] not predict sales or sales growth".

The business benefits of age diversity are also well explored. Organizations such as Employers’ Forum on Age "promote good practice among employers. […They] do not promote positive discrimination in favour of older workers, nor do [they] advocate employing older workers instead of younger workers".
 They affirm that there is clear evidence that employing a mixed-age workforce both improve staff cooperation, motivation and commitment and reduce staff turnover and absenteeism. Employers’ Forum on Age recently published a case study on Nationwide (the world’s largest building society) age-neutral policies. Nationwide has a flexible retirement policy since 2001, which enables employees to continue working up to the age of 70 years old, and supports at the same time age-neutral recruitment techniques. The case study results suggest that "any increased costs commonly associated with employing older workers are more than outweighed by significantly lower turnover rates and greater commitment, and that turnover in the under-20 age band has nearly halved in the last four years, a significant achievement since Nationwide calculates that each 1% reduction in turnover is worth £3m per year".
 However, a large part of theoretical and empirical literature usually compare old and young workers’ productivity to try to understand under what conditions old workers are more productive and in what situations young workers are more efficient than older workers. This might encourage companies to employ more old workers or young workers depending on specific criteria. "On the one hand, several theories suggest that older workers are more productive. For instance, Mincer (1974) argues that older workers have more job experience and expertise, which increases their individual performance […]. Moreover, they are more likely to have correctly matched their job preferences with the employer’s requirements (Johnson, 1978) […]. On the other hand, there are multiple factors suggesting that younger workers are more productive. One of the most frequently cited arguments is that a worker’s health tends to deteriorate over the life cycle […]. In addition, it is argued that cognitive abilities generally decrease with age. This may result in a lower productivity level of older workers […]. Besides, young people are thought to be more motivated to exert higher effort since they want to give a good signal to their employer (Grund and Westergaard-Nielsen, 2005). In contrast, older people might be less willing to invest in training programs since they are closer to retirement and cannot learn new skills well (Hayward et al., 1997)". Empirical evidence is still limited; it usually focuses on a particular sector (most of the time, the manufacturing and mining sector) or relies on cross-sectional data. Most research papers suggest that there is a U-shaped relationship between workforce age and firm performance. "In general, strong decreases in productivity are observed after the age of 50.
 However, [some] studies found that productivity peaks at 55 years or more (Hellerstein and Neumark, 1995; Hellerstein et al., 1999)". A very recent empirical study confirmed this idea. According to a research conducted by Lancaster University Management School in more than 400 McDonald’s restaurants across the UK, employees aged 60 plus deliver a significant business boost, [as the research] revealed that levels of customer satisfaction were on average 20% higher in restaurants that employed staff aged 60 and over".
 According to McDonald’s restaurant managers, the main reasons explaining this customer satisfaction boost are: the ability of later life workers to empathise with and connect well with customers (the opinion of 69% of the managers interviewed), their ability to go the extra mile to deliver the best possible customer service (47%) and their mentoring skills to the workplace, helping younger colleagues develop and mature (44%).

III. OTHER HUMAN RIGHTS INITIATIVES AND FINANCIAL PERFORMANCE 

1. RIGHTS OF HOST COMMUNITIES AND FINANCIAL PERFORMANCE


Companies can also improve their financial performance by respecting communities’ consent in all their areas of operations. The principle that host communities should have the right to "grant or withhold their free, prior, and informed consent (FPIC) to projects located on their lands or that impact resources upon which they depend is now widely considered to be an internationally guaranteed human right of indigenous people, and is increasingly being recognised in national law, international norms, and voluntary best practice standards and guidelines" (ex: ILO Convention 169, Inter-American human rights law through the Inter-American Commission on Human Rights, the Forest Stewardship Council’s norms, the Philippines domestic law). Even if the right to FPIC was originally conceived for indigenous communities, experts increasingly recognise that all communities should have the opportunity to "control their own development destinies. FPIC is defined by the International Labour Organization (ILO) as the right of communities to exercise control, to the extent possible, over their own economic, social and cultural development". Hence, it should give communities the chance to participate meaningfully in decision-making processes and address their priorities and concerns properly. It differs from mere consultation in the sense that the people directly affected are involved in a collaborative decision making process. "It requires that information be provided and consent be obtained with respect to:

· Undertaking pre-feasibility and feasibility assessments;

· Conclusions reached by studies undertaken regarding community support; 

· Any negotiated resettlement plan and compensation settlement; 

· Any development plans associated with the project;

· Means of benefits sharing;

· Allocation of liabilities;

· Means of redress;

· Oversight mechanisms; 

· And Project closure".

Companies resist the principle of community consent because invoking successful community consent reduces risks. In fact, at the project level, community opposition can introduce construction, financing, operational, reputation and corporate risks. Construction risks consist of the "risks that a project sponsor will not be able to complete a project on time, on budget or at all" when it is opposed by its host communities. Contractual penalties for failure to deliver outputs in time or at all, blockades, work stoppages or lawsuits can significantly increase construction costs. "For example, indigenous peoples on the island of Mindanao in the Philippines waged a campaign against the Philippine National Oil Company’s Mt Apo geothermal plant, [and they] delayed the project [and its revenues] for many years".
 In addition, "a recent study by the World Resources Institute found that by working to obtain community consent for a project in the Philippines, Shell may have saved as much as $72 million in project delays, which amounted to a 1,200 percent return on its community consent efforts".
 Financing risks consist of the risks companies face when host communities do not support their projects and affect negatively their access to capital. Investors may divest, "require more lucrative terms as compensation for additional risks […] or delay their involvement" when they realize that community consent is not respected. For example, "intense local opposition to a proposed US $1.7 billion paper mill on the Argentina-Uruguay border recently prompted ING Group to withdraw its consideration of financing the project". Moreover, community opposition can generate operational risks by increasing the "risks that the project sponsor will not be able to produce a sufficient quantity of output, or sell it at a sufficient price to justify the investment".
 In fact, community opposition can reduce companies’ access to material inputs, critical labour, service inputs such as water supplies, and even reduce demand for the project’s outputs through adverse publicity. A good illustration of how community can impact negatively on companies’ operations occurred "in September 2004, [when] 10,000 protesters took to the streets of the […] Peruvian city of Cajamarca […] to protest the mine's plans to expand to a mountain that residents believed was a key source of water for the surrounding communities […]. The mining company, a subsidiary of U.S.-based Newmont, finally withdrew from the mountain".
 Reputation risks represent another type of risks companies facing significant community opposition need to deal with. They consist of "the current and prospective impact on earnings and capital arising from negative public opinion" and they are usually difficult to quantify. "For example, in the early 1990s the threat of an international consumer boycott forced Scott Paper to abandon its plans for a US $635 million Indonesian eucalyptus plantation and pulp mill that may have displaced thousands of local residents and decimated huge swaths of tropical rainforest". All the risks mentioned above generally result in direct or indirect corporate risks because they generate negative impacts on companies’ balance sheet. In fact, "reduced profitability and assets values of a project can decrease the company’s stock valuation, particularly for less-diversified companies".
 The protests in Peru that led to a subsidiary of Newmont’s withdrawal are a good illustration of the corporate risks companies can face when opposing community consent. In fact, "due to the protest, the mine was forced to scale back operations and the company's stock price fell 7 percent, a loss of $1 billion in shareholder value. And by losing access to the gold deposit, the company relinquished an estimated $1.7 billion in company earnings".
 A very strong research paper entitled "Development without conflict" published by the World Resources Institute, draws on four case studies from projects around the world to illustrate how gaining host communities’ approval can impact positively companies’ financial performance (refer to pages 19-47). The cases featured are the Malampaya Deep Gas-to-Power Project in the Philippines, the largest industrial development project in the region, the Esquel Gold project in Argentina, an open-pit mine project, the Samut Prakarn Wastewater Management Project in Thailand and the Minera Yanacocha Gold mine Project in Peru.

2. HUMAN RIGHTS IN CONFLICT ZONES AND FINANCIAL PERFORMANCE


Several companies are operating in war-zones. However, conflict environments are favourable to human rights abuses and these abuses generally affect negatively companies’ bottom line. Hence, companies should either make sure to limit their involvement in human rights abuses or divest from the countries in question. Companies could get involved in human rights abuses in different ways in countries in conflict. They might disrespect the right to life if they "employ, co-operate with, or benefit from protection by State security forces for their staff and installations […],  [or if] the products [they] manufacture are misused by buyers in ways that [they] could or should have foreseen, such as to murder people". Moreover, companies might also disrespect the right to freedom from inhuman or degrading treatment during conflicts because staff members are easily subject to "severe harassment or dangerous working conditions that cause serious mental distress and anguish". In fact, companies might "attract allegations of complicity in violations perpetrated by third parties, if their products are misused to commit acts of torture"
, or if they are considered to have business relationships which are too close with oppressive regimes. In other words, corporations might attract allegations of involvement in human rights abuses more easily if they operate in a country in war because human rights abuses are very common in conflict environments. Being associated with human rights abuses in war zones could generate heavy reputation damage for corporations. This usually happens "if the company [in question] is deemed to be associated with or investing in a "pariah" state (such as Myanmar), to benefit from operations that directly or indirectly support "war economy" (such as Sudan, Sierra Leone or Angola), or to be seen to have had responsibility for, or complicity in, a specific human rights abuse or violent incident". As an example, "Free Burma Campaign cited almost thirty major multinationals that have divested from Burma since 1992, in part as a response to its campaigning activities" such as consumer boycotts, supporting US-based lawsuits, media coverage or influencing government purchasing mandates. These include names such as Texaco, Best Western, Heineken, Hewlett Packard or Pepsico. Another good illustration of this phenomenon is the divestments occurring in the occupied Palestinian territories: "The British bank BlackRock has divested from Lev Leviev settlement projects on West Bank [in early 2009]. The divestment follow[ed] pressure by three Norwegian banks marketing BlackRock funds".
 Please refer to the divestment webpage or to some examples featured in the boycotts webpage of the Business and Human Rights Resource Centre’s website for more examples of divestment strategies after human rights abuses allegations (See Annex 2). When companies are accused of being directly responsible for, or complicit in, human rights abuses in a conflict environment, they may have to face heavy litigation costs. A good illustration of a lawsuit filed against a company for human rights abuses in a conflict environment is the Unocal lawsuit filed in US federal court in 1996 by Burmese residents. "The plaintiffs alleged they had suffered human rights abuses such as forced labour, murder, rape and torture at the hands of the Burmese military during construction of a gas pipeline, and that Unocal was complicit in these abuses.  Unocal and Burma’s military government were in a consortium for the pipeline’s construction.  The parties reached an out-of-court settlement in which Unocal agreed to compensate the plaintiffs and provide funds for programs in Burma to improve living conditions and protect the rights of people from the pipeline region (the exact terms of the settlement are confidential).  This settlement was accepted by the court, and the case was closed on 13 April 2005".
 As mentioned above, companies have generally two options when accused of human rights abuses in conflict zones : they can either try to limit their human rights abuses footprint or completely divest from the country in question. Divesting from conflict sensitive or war-ridden zones can sometimes be financially beneficial for companies because it reduces heavy costs. These costs are usually higher for "the ‘big footprint’ investors in the extractive, infrastructure and heavy industry sectors, […] than for consumer goods, financial services and tourism companies". However, in some cases, business benefits of investing in conflict zones may still outweigh the costs, and big footprint investors are more able to absorb these costs in their overall operations. Hence, companies usually compare carefully the benefits and costs of operating in such areas before choosing to divest. The costs they consider most frequently can be summarised as follows:

· Direct costs such as security costs, material losses, personal costs or other risk management costs. The reputation costs and litigation costs described above are also direct costs. Security costs refer to the "payments made to the state and/or private security forces to protect employees, contractors, assets etc". As an example, "in Algeria, where Islamic terrorists trade atrocities with pro-government militias, oil firms typically spend 8 to 9% of their budgets on security. In Colombia, where leftist guerrillas, pro-government paramilitaries and cocaine barons spread mayhem, the figure is roughly 4 to 6%". Material losses include the costs related to "the destruction of company’s private property (i.e. plant, machinery and product) or [the] destruction of public infrastructure that is vital for operating the business (i.e. roads, energy, pipelines, ports and other facilities)". As an example, "in Colombia, […] pipelines managed by Western oil companies in joint ventures with EcoPetrol, Colombia’s state-owned oil company, are blown up on a regular basis". Personnel costs involve the "costs of employee security, [the…] costs of increased stress, lower productivity levels, more labour disputes, disruption of labour markets, […] problems with recruiting the good people, […] the risk of lost lives among employees […or] kidnappings […]. In August 2000 for example, militant youths held 165 people hostage for five days on two Royal Dutch Shell oil rigs in Nigeria’s troubled River Delta province, demanding cash, jobs and a greater share of the region’s oil wealth for the local Ijaw ethnic group". The other risk management costs include "high insurance premiums, loss of insurance coverage, specialised costs emergency training programs, etc".
· Indirect costs: they consist of the costs relating to "the destruction or undermining of human, social, economic, environmental and political capital". It is difficult to put monetary values on these costs, but experts recognise that "the more quantifiable economic and environmental costs […] run into many billions of dollars". A major part of these costs consists of the reallocation of national government funds or international investments to resolve the conflict. Several actors use these funds for reconstruction, peacekeeping or other conflict-related issues and they represent opportunity costs for companies. A very strong research paper, entitled "The Business of Peace: The private sector as a partner in conflict prevention and resolution", features a few case studies to give some indication of the actual costs of conflicts around the world. As an example, we can refer to the Mozambique’s 16-year civil war from 1975 to 1992. During this war, "over 40% of schools and health centres were destroyed or forced to close [and] economic losses totalled US$15 billion, equal to four times the country’s 1988 GDP […]. By the end of the 1980s, the war was having a serious impact on Lonrho’s bottom line […] contributing about £2million a month to [… the company’s] worldwide losses".
 
PART III: TOOLS AND RECOMMENDATIONS


This section focuses on the valuation tools, methodologies and frameworks companies could use to quantify the business benefits of their human rights initiatives in monetary terms. A recent financial tool has been developed by the International Finance Corporation, Deloitte and Rio Tinto Alcan to help "estimate the financial value of Sustainability[/Community Relations] Investments (e.g.: Community Relations programs, community health programs, ecosystem management) as part of extractive project development". It also provides a methodology to help plan investments.
 This financial tool is "an excel-based tool that estimates expected net present values (NPVs) for mining projects sustainability investments portfolio […], [and it provides a] framework for prioritizing, structuring and timing corporate sustainability investments".
 It is customizable to different project contexts and it permits the quantification of the costs and benefits of issues such as education, health, housing, workforce, water, food supply, corruption, etc. The areas of refinement of this project are mainly to expand the tool’s applicability to a wider variety of projects (breadth of sustainability issues covered) and test the model with new pilots in order to develop a generic, industry wide tool and user guide book to quantify the costs and benefits of all corporate sustainability investments. Hence, although this tool is not human rights focused, it could be used as a model for valuation projects in the area of business and human rights
. 
PricewaterhouseCoopers in conjunction with the Business Action on Health Leadership Team of Business in the Community developed another financial tool, the Business HealthCheck. This model consists of "a measurement tool to help companies assess the business case for investing in health and wellbeing programs, and calculate the return on those investments".
 In other words, it helps companies evaluate the business costs of ill-health and the business benefits an costs of implementing a wellness program, in order to calculate "common financial appraisal metrics such as net present value, the internal rate of return, the payback period and the benefit-to-cost-ratio"
 of wellness programs
. This tool is not designed for all human rights related programs. However, companies can use it as a model for other initiatives. 

As mentioned earlier, corporations can use ComDev and Business HealthCheck financial tools only in specific contexts. Hence, they also need to rely on internal tools and processes in order to build the business case for human rights. The ROI methodology presented in part I is a good illustration of the approach companies should adopt in order develop the necessary internal processes for establishing the business case for human rights. Another example is the HER project (Health Enables Returns) developed by Business for Social Responsibility. This project helps companies develop a "return on investment" program for determining worker health programs’ ROI. It is a 10-step program: "Step 1:  Designate a manager responsible for the ROI program, Step 2: Determine the scope and design of the ROI program; Step 3: Administer the baseline quantitative survey; Step 4:  Collect/audit data from factory records; Step 5. Identify/Track major disruptions/interruptions for the baseline and current year; Step 6:  Monitor data on usage of new health services; Step 7:  Administer end line quantitative survey and focus groups; Step 8:  Analyze the ROI data; Step 9: Share the results; Step 10: Institutionalize the ROI process".
 
CONCLUSION 


The business case for human rights is gaining more and more recognition in the corporate world. In fact, more companies publish public statements on human rights, implement human-rights related programs and even integrate human rights management systems throughout their organization. However, although human rights are more and more popular in the business world, the human rights dialogue is relatively new in the arena of sustainability and there are still a few areas of improvement in this field. Human rights reporting and auditing processes are still weak, and human rights corporate policies’ level of implementation is rather low. In fact, human rights metrics are not standardized enough, which makes advances in the area of human rights reporting, auditing and accounting more difficult. Moreover, most companies usually include their human rights programs in more global company policies such as sustainability policies, and only focus on specific human rights issues like labour rights, health and safety or diversity. They do not implement their human rights programs throughout their organization and embed human rights in their business practices. In other words, companies are not encouraged to consider human rights as a true investment. 

One way to encourage corporations to invest in human rights is to establish the business case more clearly. There are different methods to prove the link between human rights initiatives and financial performance: logical reasoning, anecdotal evidence, case studies, statistical evidence and valuation methods. Even if the business case for human rights is still unclear, existing literature generally reveals a positive relationship between human rights and financial performance. The most significant benefits of human rights projects are : productivity improvements, enhanced brand image, access to a better pool of talent,  new markets and customers, securing and maintaining social licenses to operate, reduced risk of litigation and lower costs of capital. 

Future research should try to understand better how human rights create business value and identify standardized indicators to assess it. Existing research on the business case for human rights tends to use inconsistent metrics. It relies on end-state measures of financial performance and neglect mediating and intermediate measures. However, to understand fully the mediating process between human rights and financial performance, we need to consider financial performance in a broader sense and include all three types of measures, end-state measures, mediating and intermediate measures. In addition, research needs to use more consistent human rights metrics. Finally, the practitioner and academic communities need to collaborate more. In fact, there is a gap between the work done to establish the business case for human rights and managers’ need of tools to assess the impact of their human rights policies. Once corporations are convinced of the business case for human rights, they need financial tools to evaluate internally the real impact their human rights initiatives have on their bottom line. ComDev and Business HealthCheck financial tools described in Part III are examples of tools companies could use. It is also possible for corporations to develop similar tools internally thanks to the ROI methodology.
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Useful links:

General information

Business and Human Rights Resource Centre: http://www.business-humanrights.org.
Country information

Listings of the States that have ratified the International Covenant on Economic, Social and Cultural Rights and the International Covenant on Civil and Political Rights: http://www2.ohchr.org/english/bodies/ratification/4.htm;http:///www2.ohchr.org/english/bodies/ratification/3.htm.  
Country Risk Assessment Reports (Danish Institute for Human Rights): http://www.humanrightsbusiness.org/070_country_risk.htm. 

Natlex: An ILO database featuring national laws on labour, social security, and related human rights legislation: http://www.ilo.org/dyn/natlex/natlex_browse.home?p_lang=en. 
Human Rights impact assessement

Human Rights Compliance Assessment (Danish Institute for Human Rights): http://www.humanrightsbusiness.org/040_hrca.htm. 

Guide to Human Rights Impact Assessment and Management website (International Business Leaders Forum, International Finance Corporation and UN Global Compact): http://www.guidetohria.org/home. 
Industry sector-specific and multi-stakeholder initiatives 

UN Global Compact: http://www.unglobalcompact.org.

UNEP Finance Initiative (finance sector): http://www.unepfi.org.

Equator Principles (finance sector): http://www.equator-principles.com.
Fair Labor Association (retail and apparel sector): http://www.fairlabor.org.

Electronic Industry Code of Conduct (electronics sector): http://www.eicc.info. 
Extractive Industries Transparency Initiative (extractives industry): http://www.eitransparency.org.
Ethical Trading Initiative (retail and apparel sector): http://www.ethicaltrade.org.
Kimberley Process (diamond industry): http://www.kimberleyprocess.com.
International Cocoa Initiative (cocoa / food and beverage industry): http://www.cocoainitiative.org.

Voluntary Principles on Security and Human Rights (extractives and energy industry): http://www.voluntaryprinciples.org. 

Reporting guidelines

Global Reporting Initiative's Sustainability Reporting Guidelines: www.globalreporting.org/NR/.../G3_GuidelinesENG.pdf.

AccountAbility's AA1000 standard: http://www.accountability21.net/aa1000series.

Social Accountability International's SA8000 standard: http://www.sa-intl.org/index.cfm?fuseaction=Page.viewPage&pageId=473.

Accounting for Sustainability's Connected Reporting Framework: http://www.accountingforsustainability.org/reporting.

International Finance Corporation’s Performance Standards on Social and Environmental Sustainability: http://www.ifc.org/ifcext/sustainability.nsf/Content/EnvSocStandards.
Organizations working on the Business Case for human rights related issues:

Business and Human Rights Resource Centre:

· Human rights and profitability : http://www.business-humanrights.org/Categories/Companypolicysteps/Other/Profitabilityhumanrighs.
· Costs related to human rights abuses: consumer boycotts : http://www.business-humanrights.org/Categories/Issues/Other/Consumers/Boycotts; divestment : http://www.businesshumanrights.org/Categories/Issues/Investmenttradeglobalisation/Divestment; lawsuits: http://www.business-humanrights.org/LegalPortal/Home.

Business for Responsibility HER (Health enables Returns) project: http://herproject.org.
Business in the Community:

· Business in the Community’s Action on Health campaign: http://www.bitc.org.uk/workplace/health_and_wellbeing.

· Business in the Community's Race for Opportunity (race diversity): http://www.bitc.org.uk/workplace/diversity_and_inclusion/race/rfo.html.
Opportunity Now (gender equality): http://www.opportunitynow.org.uk /research/the_business_case  _for_diversity.
Employers’ Forum on Disability: http://www.efd.org.uk/disability/disability-confidence-business-case.
Employers’ Forum on Age: http://www.efa.org.uk.
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Annexes

Annex 1: Business in the Community and the business case for human rights

Business in the Community (BITC) is an organization of over 850 businesses that encourages companies to improve their positive impact on society and environment. BITC works across four impact areas - workplace, marketplace, environment and community. In the workplace, BITC engages its members to adopt responsible practices and processes throughout their organizations.

Business Action on Health is a Business in the Community Campaign launched in October 2007, which aims to build the business case for healthy workplace, provide businesses with practical guidance and promote best practices. For more details about this campaign, please go to: http://www.bitc.org.uk/workplace/health_and_wellbeing/health_and_wellbeing.html.
Race for Opportunity (Rfo) is a BITC campaign launched in 1995, which aim is to improve employment opportunities for minorities in the UK. Rfo tracks the development of good practices, promotes and establishes the business case for race diversity as well as raises awareness of the elements preventing a better representation of minorities in the workplace. For more information, go to: http://www.bitc.org.uk/workplace/diversity_and_inclusion/race/rfo.html.

Annex 2: Useful BHRRC’s webpages - the business case for human rights

The Business and Human Rights Resource Centre (BHRRC) is the world’s leading independent resource on business and human rights. Its website tracks information about companies’ positive and negative impact on human rights, covers over 4000 companies and 180 countries, and receives over 1.5 million hits per month. Materials are in English, Spanish and French, and a few are in Portuguese and German. Topics include labour, discrimination, health & safety, environment, poverty & development, security, etc. The BHRRC is also the permanent host of  John Ruggie’s portal (UN special representative on the issue of human rights and transnational corporations and other business enterprises). Mary Robinson, former UN High Commissioner for Human Rights and President of Ireland, chairs the Centre’s international advisory network of over 80 experts. BHRRC has offices in the UK and USA, with regional researchers based in India, South Africa, Ukraine, Senegal and Hong Kong.

This website is very useful to explore the financial benefits and costs of human rights initiatives and policies. For more details, please visit: http://www.business-humanrights.org/Categories/Companypolicysteps/Other/Profitabilityhumanrights (human rights and profitability), http://www.business-humanrights.org/Categories/Issues/Other/Consumers/Boycotts (consumer boycotts), http://www.businesshumanrights.org/ Categories/Issues/Investmenttradeglobalisation/Divestment (divestment) and http://www.business-humanrights.org/LegalPortal/Home (legal accountability portal, launched in Octobre 2008). 

Annex 3: Definitions

Human rights policy statement: a formal policy statement referring explicitly to human rights, with detailed guidance in specific functional areas.
Human rights management system: an integrated company policy which aim is to integrate human rights into business management systems (Strategy, Policy, Processes and Procedure, Communications, Training, Measuring impact and auditing, and Reporting).

Due diligence process: a process which describes the steps a company must take to become aware of, prevent and address adverse human rights impacts (the adoption of a human rights policy statement, the implementation of a human rights impact assessment, the integration of the human rights policy throughout the company, tracking performance).

Human Rights projects/programs/initiatives: a set of human rights projects well implemented throughout an organization (e.g. implementing a non-discriminative recruiting policy, a wellness program, etc). 




Participants learn what they must do to make the [human rights] program successful





Participants apply the skills and knowledge and implement the [human rights] program





The consequences of application and implementation are captured as business impact measures





The costs ot the [human rights] program are tabulated





Level 1: Reaction & Satisfaction





Level 2: Learning





Level 3: Application & Implementation





Level 4: Business impact





Business impact measures not converted to monetary values are listed as intangibles benefits





The return on investment compares the monetary benefits with the costs of the [human rights] program





Level 5: ROI






























































Intermediate Outcome metrics:





Cost-based (e.g. reduced energy expenses)


Revenue-based (e.g. carbon trading)


Integrative (e.g. Profits and cash flow)





Sustainability metrics:





Environmental (e.g. Recycling)


Social (e.g. Philanthropy)





Mediating metrics:





Shareholder Groups (e.g. Employee turnover/retention)


Cultural shifts (e.g. Innovation)


Firm Consumption (e.g. Energy conservation)






























































End state outcome metrics:





Market (e.g. share price)


Accounting (e.g. ROA)


Perceptual (e.g. management survey)








Participants and stakeholders involved react to the [human rights ] program
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