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Explanatory note

This section summarizes the key changes in GRI 106: Significant Changes to Workers 2027,
compared to the exposure draft. These changes are recommended by the technical committee with
additional feedback from the advisory group based on comments from the public comment period.
Please note that only key changes are listed in this summary; minor changes to wording are not
included.

Background information:

Includes a reference to Organisation for Economic Co-operation and Development (OECD)
Guidelines for Multinational Enterprises on Responsible Business Conduct.

Disclosure 106-1: Management of significant changes

Requirement 106-1-c was added, which requires organizations to report on how they mitigate
their impacts on employees and non-employee workers who may be disproportionately affected
by significant changes.

Requirement 106-1-e was revised to include the concepts of mass terminations and worker
consultation. This requirement now appears in the topic management disclosures, having moved
from the topic disclosures.

Guidance added for requirement 106-1-b asks organizations to describe how they disengage from
non-employee workers who are contractors or freelancers whose primary income comes from
providing services to the organization in the event of significant changes.

Guidance was added to requirement 106-b-i on how the organization provides adequate notice to
private employment agencies when redeploying non-employee workers.

Guidance added to requirement 106-1-d on reporting goals or targets for minimizing terminations
due to significant changes.

Guidance added to requirement 106-1-c on reporting how impacts on migrant workers,
apprentices, and interns are managed during mass termination.

Guidance added to requirement 106-1-d-iii. on reporting the minimum and maximum notice period
for employees and non-employee workers. The minimum period is the shortest among the ones
provided to the organization’s employees and non-employee workers.

Guidance added to requirement 106-1-d-iv regarding the reporting of severance pay, including
how to determine the amount of severance pay.

Disclosure 106-2 Time period for worker consultations

Requirements 106-2-a-i and 106-2-a-ii were revised to include reporting the percentage by which
the time period for communicating with worker representatives exceeds legal requirements.
Requirement 106-2-b-was added for any contextual information necessary regarding data
compilation.

Guidance added to requirement 106-2-a requests in cases of a different number of weeks in
collective bargaining agreements: the organization reports the higher number.

The guidance for requirements 106-2-a-i and 106-2-a-ii was revised with reporting examples.

Disclosure 106-3 Training and redeployment

Requirement 106-3-b was revised to include employees affected by significant changes as the
numerator.

Requirements 106-3-a and 106-3-b were revised to request reporting by regions.

An example was added in the guidance to requirement 106-3-a to assist organizations in
determining the percentage of employees whose employment has been affected by significant
changes.

Examples were added to the guidance of requirement 106-3-b to assist organizations in reporting
those whose employment has been affected by significant changes. This includes the number of
redeployed employees in each region, as well as employees whose employment was terminated
and are awaiting redeployment.

Examples of how an employee’s employment is affected by significant changes were added to the
guidance for requirement 106-3-c.
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Glossary

o Existing GRI glossary terms added: basic salary, business relationships, discrimination, full-time
employee, human rights, Indigenous Peoples, local community, material topics, part-time
employee, remedy/remediation, remuneration, reporting period, stakeholder, supplier, supply
chain, sustainable development/sustainability, value chain, worker, worker participation, worker
representative

o New glossary terms added for ‘employee type’ and ‘non-employee worker’.
¢ Removal of glossary terms ‘significant change’.
Contents subject to change:

As other labor Standards are submitted to the GSSB for approval, references

to those standards in GR/ 106, as well as to related disclosures and requirements, are

subject to change in line with the final content of those standards. Some glossary terms, such as
basic salary, collective bargaining, discrimination, and remuneration, may also be revised following
their review in the context of other labor standards.
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78  This Standard is issued by the Global Sustainability Standards Board (GSSB). Any feedback on the
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80  GSSB.

81 Due Process

82  This Standard was developed in the public interest and in accordance with the requirements of the
83 GSSB Due Process Protocol. It has been developed using multi-stakeholder expertise, and with

84 regard to authoritative intergovernmental instruments and widely held expectations of organizations
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98 Copyright and trademark notice
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Introduction

GRI 106: Significant Changes for Workers 2027 contains disclosures for organizations to report
information about their impacts related to significant changes for workers and how they manage these
impacts.

The Standard is structured as follows:

e Section 1 contains one disclosure, which provides information about how the organization
manages its impacts related to significant changes for workers.

e Section 2 contains two disclosures, which provide information about the organization’s
impacts related to significant changes for workers.

e The Glossary contains defined terms with a specific meaning when used in the GRI
Standards. The terms are underlined in the text of the GRI Standards and linked to the
definitions.

e The Bibliography lists authoritative intergovernmental instruments and additional references
used in developing this Standard.

The rest of the Introduction section provides a background on the topic, an overview of the system of
GRI Standards, and further information on using this Standard.

Background on the topic

This Standard addresses the topic of significant changes for workers.

A significant change for workers is an alteration in the organization’s operational pattern that can have
a significant positive or negative impact on them. Examples include closures, expansions, mergers,
new openings, outsourcing operations, restructuring, the sale of all or part of the organization, and
takeovers. Significant changes can result from demographic shifts, the introduction of new
technologies, or the transition to a low-carbon economy.

Significant changes can negatively affect workers by altering working conditions, such as locations
and hours of work, or even leading to mass terminations. They can disproportionately affect certain
workers, such as those in low-skilled roles and with disabilities, as well as migrant workers.

Actions to mitigate the negative impacts of significant changes on workers include offering
alternatives to mass termination, such as voluntary early retirement with appropriate income
protection, or restricting the use of paid overtime. Workforce planning can align the existing employee
base with anticipated future labor demand, ensuring organizational stability and avoiding sudden
mass terminations. Upskilling and reskilling programs can also help workers enhance their
employability and gain valuable transferable skills. Additionally, redeployment enables workers to stay
employed and enables organizations to retain skilled workers.

Significant changes for workers can also result in positive impacts. For example, adopting new
technologies can eliminate work-related hazards. This can lead to higher-quality jobs that require new
skills, promote worker upskilling, and potentially improve job satisfaction. Another example is the shift
from office-based work to remote work, which can lead to policies that prioritize well-being and
promote better work-life balance.

According to the Organisation for Economic Co-operation and Development (OECD) Guidelines for
Multinational Enterprises on Responsible Business Conduct [5], when organizations consider
changes to their operations with major employment effects, they are expected to provide reasonable
notice to representatives of affected workers and their organizations and, where appropriate, to
relevant governmental authorities. Organizations are also expected to cooperate with worker
representatives and appropriate governmental authorities to mitigate negative impacts as much as
possible.

The International Labour Organization (ILO) provides guidance on termination payments, notice
periods, and appeal procedures through the Termination of Employment Convention [2] and the
Termination of Employment Recommendation [3]. The convention aims to protect workers’ rights in
cases of employment termination, particularly amid economic challenges and technological change. It
emphasizes that, when organizations consider terminations for economic, technological, structural, or
similar reasons, they are expected to provide worker representatives with an early opportunity for
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consultation. These consultations can inform measures that prevent or reduce terminations and
mitigate negative impacts on workers affected by significant changes, such as helping them access
alternative employment.

This Standard applies to the organization’s:

o employees: individuals who are in an employment relationship with the organization according
to national law or practice;

e non-employee workers: individuals whose work is controlled by the organization, but who do
not have an employment relationship with it.

Control of work implies that the organization directs the work performed or has control over the means
or methods for performing the work. See the Control of Work Standard Interpretation to GR/ 2:
General Disclosures 2021 for more information.

System of GRI Standards

This Standard is part of the GRI Sustainability Reporting Standards (GRI Standards). The GRI
Standards enable an organization to report information about its most significant impacts on the
economy, environment, and people, including impacts on their human rights, and how it manages
these impacts.

The GRI Standards are structured as a system of interrelated standards that are organized into three
series: GRI Universal Standards, GRI Sector Standards, and GRI Topic Standards (see Figure 1 in
this Standard).

Universal Standards: GRI 1, GRI 2 and GRI 3

GRI 1: Foundation 2021 specifies the requirements that the organization must comply with to report in
accordance with the GRI Standards. The organization begins using the GRI Standards by consulting
GRI 1.

GRI 2: General Disclosures 2021 contains disclosures that the organization uses to provide
information about its reporting practices and other organizational details, such as its activities,
governance, and policies.

GRI 3: Material Topics 2021 provides guidance on how to determine material topics. It also contains
disclosures that the organization uses to report information about its process of determining material
topics, its list of material topics, and how it manages each topic.

Sector Standards

The Sector Standards provide information for organizations about their likely material topics. The
organization uses the Sector Standards that apply to its sectors when determining its material topics
and when determining what to report for each material topic.

Topic Standards

The Topic Standards contain disclosures that the organization uses to report information about its
impacts in relation to particular topics. The organization uses the Topic Standards according to the list
of material topics it has determined using GRI 3.
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200 Figure 1. GRI Standards: Universal, Sector and Topic Standards

201
[ GRI Standards ]
4 N7 A ™~
Universal Standards Sector Standards Topic Standards
Requirements and
principles for using the
GRI Standards
GRI 101 GRI 102
Disclosures about the
reporting organization
GRI 104 GRI 105
Disclosures and
guidance about the
organization's material
topics
GRI 107 GRI 108
o /
Apply all three Universal Use the Sector Standards that Select Topic Standards to report
Standards to your reporting apply to your sectors specific information on your
material topics
202

203 Using this Standard

204  This Standard can be used by any organization — regardless of size, type, sector, geographic location,
205  orreporting experience — to report information about its impacts related to significant changes for
206  workers.

207 Other GRI Standards that cover labor rights and working conditions include:

208 e GRI 2: General Disclosures 2021 (see also the Control of Work Standard Interpretation to
209 GRI 2)

210 o GRI 104: Employment 2027

211 e  GRI 105: Remuneration and Working Time 2027

212 e GRI107: Working Parents and Caregivers 2027

213 e GRI108: Training and Education 2027

214 e . GRI 109: Diversity and Inclusion 2027

215 e “GRI 110: Non-discrimination and Equal Opportunity 2027

216 e GRI 111: Child Labor 2027

217 e GRI 112: Forced Labor 2027

218 e GRI 113: Freedom of Association and Collective Bargaining 2027

219 e GRI 114: Labor Rights in Business Relationships 2027

220 GRI 403: Occupational Health and Safety 2018

221 In addition to this Standard, disclosures that relate to this topic can be found in:
222 e GRI 102: Climate Change 2025

223  An organization reporting in accordance with the GRI Standards is required to report the following
224  disclosures if it has determined significant changes for workers to be a material topic:
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e Disclosure 3-3 in GRI 3: Material Topics 2021.
e Any disclosures from this Topic Standard that are relevant to its impacts related to significant
changes for workers (Disclosure 106-1 through Disclosure 106-3).

See Requirements 4 and 5 in GRI 1: Foundation 2021.
Reasons for omission are permitted for these disclosures.

If the organization cannot comply with a disclosure or with a requirement in a disclosure (e.g.,
because the required information is confidential or subject to legal prohibitions), the organization is
required to specify the disclosure or the requirement it cannot comply with and provide a reason for
omission together with an explanation in the GRI content index. See Requirement 6 in GR/ 1 for more
information on reasons for omission.

If the organization cannot report the required information about an item specified in a disclosure
because the item (e.g., committee, policy, practice, process) does not exist, it can comply with the
requirement by reporting this to be the case. The organization can explain the reasons for not having
this item or describe any plans to develop it. The disclosure does not require the organization to
implement the item (e.g., developing a policy), but to report that the item does not exist.

If the organization intends to publish a standalone sustainability report, it does not need to repeat
information that it has already reported publicly elsewhere, such as on web pages or in its annual
report. In such a case, the organization can report a required disclosure by providing a reference in
the GRI content index as to where this information can be found (e.g., by providing a link to the web
page or citing the page in the annual report where the information has been published).

Requirements, guidance and defined terms
The following apply throughout this Standard:

Requirements are presented in bold font and indicated by the word ‘shall’. An organization must
comply with requirements to report in accordance with the GRI Standards.

Requirements may be accompanied by guidance.

Guidance includes background information, explanations, and examples to help the organization
better understand the requirements. The organization is not required to comply with guidance.

The Standards may also include recommendations. These are cases where a particular course of
action is encouraged but not required.

The word ‘should’ indicates a recommendation, and the word ‘can’ indicates a possibility or option.

Defined terms are underlined in the text of the GRI Standards and linked to their definitions in the
Glossary. The organization-is required to apply the definitions in the Glossary.
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1. Topic management disclosures

An organization reporting in accordance with the GRI Standards is required to report how it manages
each of its material topics.

An organization that has determined significant changes for workers to be a material topic is required
to report how it manages the topic using Disclosure 3-3 in GRI 3: Material Topics 2021. The
organization is also required to report any disclosure from this section (Disclosure 106-1) that is
relevant to its impacts related to significant changes for workers.

This section is, therefore, designed to supplement — and not replace — Disclosure 3-3 in GRI 3.

Disclosure 106-1 Management of significant changes
REQUIREMENTS

The organization shall:

a. describe how it managed significant changes for employees and non-employee workers,
including how it consulted worker representatives;

b. describe actions taken to mitigate the negative impacts of significant changes for
employees and non-employee workers, including:
i. upskilling and reskilling;
ii. redeployment;
iii. workforce planning;

c. describe actions taken to mitigate negative impacts on employees and non-employee
workers that may be disproportionately affected by significant changes;

d. in cases where significant changes resulted in the mass termination of employees and
non-employee workers, report:
i. the termination procedures, including how it consulted worker representatives;
ii. the appeal procedures;
iii. the minimum notice period provided;
iv. whether severance pay and benefits were provided;

e. report whether notice periods and provisions for worker consultation for mass
terminations are specified in collective bargaining agreements.

GUIDANCE

This disclosure covers how the organization managed the impacts of significant changes for
employees and non-employee workers that occurred or continued during the reporting period and
how it manages the impacts of future significant changes, for example, through workforce planning
and collective bargaining agreements.

Guidance to 106-1-a

The organization should describe how it managed significant changes from initiation through
implementation and post-implementation follow-up. In addition, the organization should explain how it
informed employees and non-employee workers of any significant changes that affected their work.

The organization should report whether and how consultations with worker representatives took place
as early as possible whenever there was a significant change. The organization can also report how it
ensured that all relevant information was available to worker representatives, enabling them to
participate effectively in the consultations.

The organization can also describe how it notified government authorities and cooperated with them
regarding significant changes.

See references [2] and [3] in the Bibliography.
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Guidance to 106-1-b

The organization should report how it provided alternatives to mass termination, such as voluntary
early retirement with appropriate income protection, restrictions on the use of paid overtime, or a
temporary reduction in regular hours of work for employees and non-employee workers. The
organization should also report whether it provided compensation for reduced remuneration during
temporary reductions in regular hours of work and, if so, whether competent authorities financed this
compensation.

The organization should report how it ensured that any alternatives to mass termination were freely
chosen. For example, the organization can report how it explained to workers that declining these
alternatives does not affect their employment status.

The organization should report how it ensured that non-employee workers were paid for work already
performed. The organization can also describe how it disengaged from non-employee workers, such
as contractors or freelancers, whose primary income came from providing services to the
organization.

The organization can also report the actions taken to mitigate the negative impacts of significant
changes in collaboration with other stakeholders and competent authorities, such as providing career
transition services to employees and non-employee workers affected by those changes.

See reference [3] in the Bibliography.
Guidance to 106-1-b-i

Upskilling and reskilling enhance workers’ knowledge, skills, and competencies. This improves the
ability to secure decent work in a changing labor market by ensuring a worker can still be employed in
other positions or in a different socio-cultural or technical environment within or outside the
organization.

Upskilling and reskilling can be formal or non-formal activities provided directly or indirectly by the
organization.

Upskilling refers to training that supplements and updates existing workers’ knowledge, skills, and
competencies. An example of upskilling is when a manufacturing plant introduces automated
machines and employees undergo training to operate and maintain them, thereby becoming highly
skilled technicians.

Reskilling equips workers with new knowledge, skills, and competencies. An example of reskilling is
when a finance department administrator is trained and earns professional certifications to become a
qualified accountant.

The organization should report whether employees and non-employee workers paid for the costs of
upskilling and reskilling, and whether they continued to receive remuneration during the training and
education period.

See reference [1] in the Bibliography.

The organization should describe its employee and non-employee worker upskilling and reskilling
programs, including an overview of the content and the time required to complete them.

The organization is required to describe the type and content of training and education provided to
employees and non-employee workers under Disclosure 108-2 in GRI 108: Training and Education
2027.

The organization should report if any upskilling or reskilling was conducted in collaboration with a
governmental institution or another initiative.

The organization can describe the impacts of upskilling and reskilling for employees and non-
employee workers, such as greater job security or higher basic pay.

Guidance to 106-1-b-ii

Redeployment is the process of moving workers to a different job before the notice period expires.
Redeployment can occur internally within the organization or externally to another organization. This
can be managed directly by the organization or with the assistance of competent authorities and
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private employment agencies. An example of external redeployment is when an employee temporarily
works for another organization while their employment with their current employer is suspended.

When describing redeployment actions to mitigate the negative impacts of significant changes, the
organization should include:

¢ the process for identifying available internal job opportunities;

o the selection criteria and process for choosing employees and non-employee workers to
redeploy;

e how itincorporated employees and non-employee workers into the process who are on sick
leave, maternity leave, paternity leave, parental leave, or caregiver leave;

¢ how it communicated with employees and non-employee workers about the process and
informed them of alternatives to redeployment.

The organization should report whether redeployed employees and non-employee workers were
offered employment of the same type as the one from which they are being terminated, for example,
both the terminated job and the redeployment offer were permanent full-time employment. The
organization should explain how it determined whether a redeployment was suitable and whether
working conditions, such as remuneration, social protection contributions, or working time
arrangements, were comparable to the employee’s or non-employee worker’s previous role. The
organization should report how redeployment suits employees’ and non-employee workers’ skills and
abilities. It should also describe how it considered personal circumstances, such as family or
caregiving responsibilities.

The organization should report how it communicated job offers to employees and non-employee
workers in a language they understand, and whether sufficient time was provided to assess the
suitability of the offer.

The organization should also report how it provided adequate notice to private employment agencies
to redeploy non-employee workers.

Guidance to 106-1-b-iii

Workforce planning is the process by which the organization understands its expected short- and
long-term workforce needs. This process helps, for example, to promptly identify and mitigate the
introduction of technologies, such as automation. The organization can use this information to
develop existing workers to meet these expected needs, which can result in upskilling, reskilling, and
recruitment. When describing workforce planning, the organization can include timeframes, scenario
planning, and a gap analysis of employees’ and non-employee workers' current skills and the
organization's expected needs.

The organization can report on stakeholder involvement in workforce planning, including competent
authorities and worker representatives, and how this process was used to inform decision-making.
For example, competent authorities can assess labor supply and demand, identify skills gaps, and
develop policies related to education, training, and job creation.

The organization-can also report how it continually monitors employees’ and non-employee workers'
skill sets compared to the market and organizational needs. For example, the organization can report
that it monitors technological advances in artificial intelligence and the potential impact on workers.

Guidance to 106-1-c

Examples of employees and non-employee workers disproportionately affected by significant changes
are those on temporary contracts, low-skilled workers, apprentices and interns, and those from
vulnerable groups. For example, automation may lead to termination for low-skilled workers, while
workers on temporary contracts may be more easily dismissed without access to adequate support or
reskilling opportunities. When reporting on this requirement, the organization can describe how
upskilling and reskilling, as well as redeployment, involved low-skilled employees and non-employee
workers, who are at a greater disadvantage in finding new job opportunities.

See reference [6] in the Bibliography.

Employees and non-employee workers from vulnerable groups are at greater risk of not finding new
employment after termination. For example, migrant workers are more vulnerable because visa
restrictions limit their ability to change jobs, and their residency status is dependent on their work
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permit. When migrant employees and non-employee workers are redeployed, the organization should
report whether it collaborated with the competent authorities to ensure their work permits and
residency documents were updated, and how it ensured that migrant workers did not pay recruitment
fees or related costs during redeployment.

When reporting actions taken to mitigate the negative impacts of significant changes on apprentices
and interns, the organization can describe how it ensured continuity in their training and work, such as
partnering with a training provider to minimize disruptions and coordinating with another organization
to promote redeployment.

Guidance to 106-1-d

Mass termination occurs when the employment of a significant number of workers is terminated
simultaneously or within a short period. Legal requirements and collective bargaining agreements
establish the threshold for mass termination.

The organization should report whether relevant information about a mass termination was provided
to employees and non-employee workers affected by significant changes, in writing and in a language
they could all understand. Relevant information includes details on the termination payment and its
calculation, the notice period, any time off to look for new employment, advice on social protection,
and the procedures for appealing.

The organization should describe how it complied with national laws and collective bargaining
agreements when administering mass terminations, including notifying competent authorities and
other relevant stakeholders in advance. When competent authorities and other relevant stakeholders
are notified in advance, they may mediate between the organization and the workers in finding
appropriate solutions, thereby mitigating the negative impacts of mass terminations on workers and
the wider community. The organization can also report any joint incentives undertaken with competent
authorities or other relevant stakeholders.

See reference [3] in the Bibliography.

The organization can report its goals and targets for minimizing mass terminations due to significant
changes.

Guidance to 106-1-d-i
The organization should report all stages of the termination procedures.

According to the ILO Termination of Employment Convention [2], when organizations consider
terminations for economic, technological, structural, or similar reasons, they are expected to provide
worker representatives in good time with relevant information

Important information to be provided to worker representatives includes:

e reasons for the terminations;
e number and categories of workers likely to be affected;
e period overwhich the terminations are intended to be carried out.

Other important information includes:

o employment status, including employment type and skill level of workers likely to be affected;
e _ gender and other social demographic characteristics of workers likely to be affected;
o “intended actions to mitigate negative impacts.

The organization should report whether it provided worker representatives with the aforementioned
information. The organization should also report how it ensured the accuracy and relevance of this
information, so that worker representatives could effectively participate in the consultations.

Where both trade union and elected representatives exist, the organization should report the actions
taken to ensure that elected representatives were not used to undermine the position of the trade
unions or their representatives [4].

The organization can report how consultations with worker representatives were held before the stage
where terminations became inevitable.

See reference [3] in the Bibliography.
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The organization can report how it established the selection criteria used for mass termination. The
organization can report whether and how it used a combination of criteria for termination, if such
practice is permitted by law, to ensure it does not disproportionally affect a single demographic group.
For example, using length of service as the sole criterion may disproportionately affect young workers
or recent migrant workers.

The organization can report the safeguards put in place to prevent discriminatory termination. Some
groups of workers are more vulnerable to arbitrary or discriminatory termination, such as workers with
disabilities, migrant workers, older or young workers, union workers, and women. For example, the
organization can report how it ensured that employees and non-employee workers who were
temporarily absent due to sick leave or maternity leave were not terminated during this period. The
organization is required to describe its policies to ensure non-discrimination and equal opportunity for
its employees and non-employee workers with regard to termination under Disclosure 110-1 in GRI/
110: Non-discrimination and Equal Opportunity 2027.

In addition, the organization can describe which categories of employees and non-employee workers
were exempt from mass termination and why.

Guidance to 106-1-d-ii

The organization should describe how it provided collective bargaining structures and access to
effective grievance mechanisms for employees and non-employee workers, ensuring that any
grievance can be appropriately resolved. For more information on collective bargaining, see
Disclosure 113-3 in GRI 113: Freedom of Association and Collective Bargaining 2027, and for more
information on grievance mechanisms, see Disclosure 2-25 in GR/ 2; General Disclosures 2021

According to the ILO Termination of Employment Convention [2], any worker who believes their
employment has been unjustifiably terminated is entitled to appeal to an impartial body, such as a
court, labor tribunal, arbitration committee, or arbitrator. When describing the procedures for
appealing termination, the organization can specify where appeals are made, such as an intra-
company office, a government labor authority, or the judicial branch, and the period after termination
during which the employee or non-employee worker could appeal.

The organization can report whether employees and non-employee workers were informed about the
appeal procedure, including the deadline for submitting an appeal.

The organization can report additional information on the outcomes of the appeals, the issues they
were related to, and the number of days it took to resolve the appeals.

If the organization has described the appeal procedures in cases where significant changes resulted
in the mass termination of employees and non-employee workers under 104-6-a-iv in GRI 104:
Employment 2027, it can.provide a reference to this information under 106-1-d-ii and does not need to
repeat the information.

Guidance to 106-1-d-iii

In the context of mass termination, a notice period is the time between formally informing the worker
of the termination and their last working day.

According to the ILO Termination of Employment Convention [2], a worker whose employment is
terminated is entitled to a reasonable period of notice or compensation instead of notice, unless the
worker is guilty of serious misconduct. In cases where the organization couldn’t provide a reasonable
notice period, it should report the compensation given instead of the notice period, for example, in
terms of the number of weeks or months of remuneration paid.

The specific length of a notice period depends on relevant legislation, collective bargaining
agreements, and employment contracts. The organization should report if the minimum notice period
provided differs from those stipulated in relevant legislation or collective bargaining agreements.

The minimum notice period provided is the shortest notice given to either employees or non-employee
workers. In addition, the organization should also report the maximum notice period provided.

Notice periods mitigate the negative impacts on workers’ livelihoods by allowing them to make
necessary arrangements and seek new employment. According to the ILO Termination of
Employment Recommendation [3], during the notice period, the worker is entitled to a reasonable
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amount of time off, convenient to both parties, and without loss of pay, to look for new employment.
The organization should report if it allowed time off during the notice period for employees and non-
employee workers to seek new employment.

Guidance to 106-1-d-iv

Severance pay is compensation paid by the organization to an employee or non-employee worker
when their contract is terminated. The amount of severance pay is typically determined by a worker’'s
length of service and remuneration.

The organization is not required to report the amount of severance pay provided, but it can report the
equivalent number of weeks or months of severance pay provided.

Guidance to 106-1-e

If the organization has reported whether notice periods and provisions for worker consultation for
mass terminations are specified in collective bargaining agreements under 113-3-e in GR/ 113:
Freedom of Association and Collective Bargaining 2027, it can provide a reference to this information
under 106-1-e and does not need to repeat the information.
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2. Topic disclosures

An organization reporting in accordance with the GRI Standards is required to report any disclosures
from this section (Disclosure 106-2 through Disclosure 106-3) that are relevant to its impacts related
to significant changes for workers.

Disclosure 106-2 Time period for worker consultations

REQUIREMENTS
The organization shall:

a. for each significant change resulting in mass termination of employees and non-employee
workers, report:

i. the number of weeks before a significant change when worker representatives were
informed, and the percentage exceeding legal requirements and collective bargaining
agreements;

ii. the number of weeks before a significant change during which consultations with
worker representatives took place, and the percentage exceeding legal requirements
and collective bargaining agreements;

b. report contextual information necessary to understand how the data has been compiled,
including standards, methodologies, and assumptions used.

GUIDANCE

According to the ILO Termination of Employment Convention [2], when organizations consider
terminations for economic, technological, structural, or similar reasons, they are expected to provide
worker representatives in good time with relevant information, and with an early opportunity for
consultation. These consultations can inform measures that prevent or reduce terminations and
mitigate negative impacts on workers affected by significant changes, such as helping them access
alternative employment. Organizations are also expected to notify competent authorities as early as
possible.

Guidance to 106-2-a

This requirement provides insight-into the organization’s practice of ensuring timely discussion and
engagement with worker representatives on mass terminations.

If legal requirements and collective bargaining agreements prescribe different numbers of weeks, the
percentages under this requirement are calculated based on the higher number.

Guidance to 106-2-a-i

Requirement 106-2-a-i covers the time from initial communication with worker representatives to the
first employee or non-employee worker receiving their notice period.

For example, the organization can report that it informed worker representatives of a mass
termination eight weeks before the first worker received their notice period, exceeding the legal
requirements by 30%.

The organization can also report the notification period to competent authorities before informing
workers of their termination.

Guidance to 106-2-a-ii

Requirement 106-2-a-ii covers the number of consultation weeks with worker representatives. For
example, the organization can report that it took five weeks of consultation with worker
representatives on a mass termination, exceeding the legal requirements by 15%.

The organization can report the number of consultation meetings it held with worker representatives
and competent authorities during this period.
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Disclosure 106-3 Training and redeployment

REQUIREMENTS
The organization shall:

a. for each region, report the number and percentage of employees (headcount) affected by
significant changes who received upskilling and reskilling, and a breakdown by:

i. employee category;

ii. employee type;
iii. gender;

b. for each region, report the number and percentage of employees (headcount) affected by
significant changes who were redeployed, and a breakdown by:
i. employee category;
ii. employee type;
iii. gender;

c. report contextual information necessary to understand how the data has been compiled,
including standards, methodologies, and assumptions used.

GUIDANCE

Employees affected by significant changes are those affected by mass terminations or whose working
conditions, such as locations or hours of work, have been altered.

The impact of significant changes on employees may span multiple reporting periods. Where
upskilling, reskilling, or redeployment occurred during the current reporting period as a result of
significant changes that started in a previous period, the organization should state this when reporting
this disclosure. In these cases, the organization should report the current and previous periods to
provide a complete overview of the impacts on employees.

The number of employees used as the basis for this disclosure is the cumulative number of
employees (headcount) for the relevant period. For example, if an employee affected by significant
changes left the organization before the end of the reporting period, that employee is still included in
the calculation of 106-3-a and 106-3-b.

In addition to providing breakdowns by employee category, employee type, and gender, the
organization can provide breakdowns by vulnerable groups, such as employees with disabilities. The
organization should also report Disclosure 106-3 for non-employee workers, with breakdowns by the
most common types of workers and by gender.

The most common types of non-employee worker are reported under requirement 2-8-a in GRI 2:
General Disclosures 2021. Types of non-employee workers include agency workers, apprentices,
contractors, home workers, interns, self-employed persons, subcontractors, and volunteers.

Guidance to 106-3-a

The percentage of employees affected by significant changes who received upskilling and reskilling in
each region'is calculated using the following formula:

Percentage of employees Number of employ_ees (headc.ount) affectgd_ by significant

affected by significant _ changes who received upskilling and reskilling X 100
changes who received Total number of employees (headcount) affected by

upskilling and reskilling significant changes

This formula can be used to calculate the breakdowns by employee category, employee type, and
gender. For example, when reporting the percentage of men employed in Region A affected by
significant changes who received upskilling and reskilling, the number of employees in the formula
should be replaced by the number of men employed in Region A.

Guidance to 106-3-b
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Requirement 106-3-b covers employees redeployed within the organization or to another
organization.

The percentage of employees affected by significant changes who were redeployed in each region is
calculated using the following formula:

Percentage of Number of employees (headcount) affected by significant
employees affected changes who were redeployed
by significant - Total number of employees (headcount) affected by significant X100

changes who were
redeployed

changes

This formula can be used to calculate the breakdowns by employee category, employee type, and
gender. For example, when reporting the percentage of permanent employees affected by significant
changes who were redeployed in Region A, the number of employees in the formula should be
replaced by the number of permanent employees in Region A.

The organization should report the number and percentage of employees (headcount) affected by
significant changes whose redeployment was managed in collaboration with a national authority or
another initiative.

The organization can report the number and percentage of employees (headcount) terminated and
those awaiting redeployment, along with the reasons why they have not yet been redeployed. For
example, the organization can report that it has terminated the employment of 50 employees who are
currently finalizing a training program prior to redeployment.

Guidance to 106 3-a-i and 106-3-b-i

When reporting the breakdowns by employee category, the organization can describe how upskilling
and reskilling, as well as redeployment, involve low-skilled employees, who are at a greater
disadvantage in finding new job opportunities.

Guidance to 106-3-a and 106-3-b

Table 1. Template for presenting employees affected by significant changes who received
upskilling and reskilling, and were redeployed

Employees affected by Employees affected by
significant changes who significant changes who were
received upskilling and redeployed (headcount)
reskilling (headcount) (106-3-b)

(106-3-a)

No. % No. %

Region A (total)

Employee category

Employee category 1

Employee category 2

Employee category 3

Employee type

Permanent
employees

Temporary
employees
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628
629
630

Non-guaranteed
hours employees

Full-time employees

Part-time employees

Gender

Men

Women

Other*

Not disclosed**

Region B (total)

Employee category

Employee category 1

Employee category 2

Employee category 3

Employee type

Permanent
employees

Temporary
employees

Non-guaranteed
hours employees

Full-time employees

Part-time employees

Gender

Men

Women

Other*

Not disclosed**

* Gender as specified by the employees themselves.

** Gender is not disclosed by the employees themselves.

The organization is free to choose how to report the breakdowns by gender. It is not required to report
the four categories suggested in Table 1. For example, instead of an ‘other’ category, the organization

can report any gender category as specified by employees.
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Glossary

This glossary provides definitions for terms used in this Standard. The organization is required to
apply these definitions when using the GRI Standards.

The definitions included in this glossary may contain terms that are further defined in the complete
GRI Standards Glossary. All defined terms are underlined. If a term is not defined in this glossary or in
the complete GRI Standards Glossary, definitions that are commonly used and understood apply.

basic salary
fixed, minimum amount paid to an employee for performing his or her duties

Note: Basic salary excludes any additional remuneration, such as payments for overtime
working or bonuses.

business relationships

relationships that the organization has with business partners, with entities in its value chain including
those beyond the first tier, and with any other entities directly linked to its operations,
products, or services

Source: United Nations (UN), Guiding Principles on Business and Human Rights:
Implementing the United Nations “Protect, Respect and Remedy” Framework, 2011;
modified

Note: Examples of other entities directly linked to the organization’s operations, products, or

services are a non-governmental organization with - which the organization delivers
support to a local community or state security forces that protect the organization’s
facilities.

collective bargaining

all negotiations that take place between one or more employers or employers’ organizations, on the
one hand, and one or more workers’ organizations (e.g., trade unions), on the other, for determining
working conditions and terms of employment or for regulating relations between employers and
workers

Source: International Labour Organization (ILO), Collective Bargaining Convention, 1981 (No.
154); modified

discrimination

act and result of treating persons unequally by imposing unequal burdens or denying benefits instead
of treating each person fairly on the basis of individual merit

Note: Discrimination can also include harassment, defined as a course of comments or
actions that are unwelcome, or should reasonably be known to be unwelcome, to the
person towards whom they are addressed.

employee

individual who is in an employment relationship with the organization according to national law or
practice

employee category

breakdown of employees by level (such as senior management, middle management) and function
(such as technical, administrative, production)

Note 1: This information is derived from the organization’s own human resources system.

Note 2: Employee type and employee category are two distinct terms with specific meanings.
See definition of employee type.
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employee type

refers to permanent employees, temporary employees, non-guaranteed hours employees, full-time
employees, and part-time employees

Note 1: See Guidance 2-7-b in GRI 2: General Disclosures 2021 for more information on
employee types.

Note 2: Employee type and employee category are two distinct terms with specific meanings.
See definition of employee category.

full-time employee

employee whose working hours per week, month, or year are defined according to national law or
practice regarding working time

human rights

rights inherent to all human beings, which include, at a minimum, the rights set out in the United
Nations (UN) International Bill of Human Rights and the principles concerning fundamental rights set
out in the International Labour Organization (ILO) Declaration on Fundamental Principles and Rights
at Work

Source: United Nations (UN), Guiding Principles on Business and Human Rights:
Implementing the United Nations “Protect, Respect and Remedy” Framework, 2011;
modified

Note: See Guidance to 2-23-b-i in GRI 2: General Disclosures 2021 for more information on

‘human rights’.
impact

effect the organization has or could have on the economy, environment, and people, including on their
human rights, which in turn can indicate its contribution (negative or positive) to sustainable

development

Note 1: Impacts can be actual or potential, negative or positive, short-term or long-term,
intended or unintended, and reversible or irreversible.

Note 2: See section 2.1 in GRI 1: Foundation 2021 for more information on ‘impact’
Indigenous Peoples
Indigenous Peoples are generally identified as:

e tribal peoples in independent countries whose social, cultural and economic conditions
distinguish them from other sections of the national community, and whose status is regulated
wholly or partially by their own customs or traditions or by special laws or regulations;

e peoples in independent countries who are regarded as indigenous on account of their descent
from the populations which inhabited the country, or a geographical region to which the
country belongs, at the time of conquest or colonization or the establishment of present state
boundaries and who, irrespective of their legal status, retain some or all of their own social,
economic, cultural and political institutions.

Source: International Labour Organization (ILO), Indigenous and Tribal Peoples Convention,
1989 (No. 169)

local community

individuals or groups of individuals living or working in areas that are affected or that could be affected
by the organization’s activities

Note: The local community can range from those living adjacent to the organization’s
operations to those living at a distance.
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mitigation
action(s) taken to reduce the extent of a negative impact

Source: United Nations (UN), The Corporate Responsibility to Respect Human Rights: An
Interpretive Guide, 2012; modified

Note: The mitigation of an actual negative impact refers to actions taken to reduce the
severity of the negative impact that has occurred, with any residual impact needing
remediation. The mitigation of a potential negative impact refers to actions taken to
reduce the likelihood of the negative impact occurring.

material topics
topics that represent the organization’s most significant impacts on the economy, environment, and
people, including impacts on their human rights

Note: See section 2.2 in GRI 1: Foundation 2021 and section 1 in GRI 3: Material Topics
2021 for more information on ‘material topics’.

non-employee worker

individual whose work is controlled by the organization, but who does not have an employment
relationship with it

Note 1: Control of work implies that the organization directs the work performed or has control
over the means or methods for performing the work. The type of contractual
relationship between the organization and the worker (e.g., employment agency,
contractor) does not determine whether the organization controls the work.

Note 2: See Guidance to Disclosure 2-8 and the Control-of Work Standard Interpretation
to GRI 2: General Disclosures 2021 for more information on ‘non-employee worker'.

non-guaranteed hours employee

employee who is not guaranteed a minimum or fixed number of working hours per day, week, or
month, but who may need to make themselves available for work as required

Source: ShareAction, Workforce Disclosure Initiative Survey Guidance Document, 2020;
modified.
Examples: casual employees, employees with zero-hour contracts, on-call employees

part-time employee

employee whose working hours per week, month, or year are less than the number of working hours
for full-time employees

permanent employee

employee with a contract for an indeterminate period (i.e., indefinite contract) for full-time or part-time
work

remedy / remediation
means to counteract or make good a negative impact or provision of remedy

Source: United Nations (UN), The Corporate Responsibility to Respect Human Rights: An
Interpretive Guide, 2012; modified

Examples: apologies, financial or non-financial compensation, prevention of harm through
injunctions or guarantees of non-repetition, punitive sanctions (whether criminal or
administrative, such as fines), restitution, restoration, rehabilitation
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remuneration
basic salary plus additional amounts paid to a worker

Note: Examples of additional amounts paid to a worker can include those based on years of
service, bonuses including cash and equity such as stocks and shares, benefit
payments, overtime, time owed, and any additional allowances, such as
transportation, living and childcare allowances.

reporting period

specific time period covered by the reported information

Examples: fiscal year, calendar year

stakeholder

individual or group that has an interest that is affected or could be affected by the organization’s

activities

Source: Organisation for Economic Co-operation and Development (OECD), OECD Due
Diligence Guidance for Responsible Business Conduct, 2018; modified

Examples: business partners, civil society organizations, consumers, customers, employees and
other workers, governments, local communities, nhon-governmental organizations,
shareholders and other investors, suppliers, trade unions, vulnerable groups

Note: See section 2.4 in GRI 1: Foundation 2021 for more information on ‘stakeholder’.
supplier

entity upstream from the organization (i.e., in the organization’s supply chain), which provides a
product or service that is used in the development of the organization’s own products or services

Examples: brokers, consultants, contractors, distributors, franchisees, home workers,
independent contractors, licensees, manufacturers, primary producers, sub-
contractors, wholesalers

Note: A supplier can have a direct business relationship with the organization (often
referred to as a first-tier supplier) or an indirect business relationship.

supply chain

range of activities carried out by entities upstream from the organization, which provide products or
services that are used in the development of the organization’s own products or services

sustainable development / sustainability

development that meets the needs of the present without compromising the ability of future
generations to meet their own needs

Source:, World Commission on Environment and Development, Our Common Future, 1987

Note: The terms ‘sustainability’ and ‘sustainable development’ are used interchangeably in
the GRI Standards.

temporary employee

employee with a contract for a limited period (i.e., fixed term contract) that ends when the specific
time period expires, or when the specific task or event that has an attached time estimate is
completed (e.g., the end of a project or return of replaced employees)

value chain

range of activities carried out by the organization, and by entities upstream and downstream from the
organization, to bring the organization’s products or services from their conception to their end use

Note 1: Entities upstream from the organization (e.g., suppliers) provide products or services
that are used in the development of the organization’s own products or services.
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Entities downstream from the organization (e.g., distributors, customers) receive
products or services from the organization.

Note 2: The value chain includes the supply chain.
vulnerable group

group of individuals with a specific condition or characteristic (e.g., economic, physical, political,
social) that could experience negative_impacts as a result of the organization’s activities more
severely than the general population

Examples: children and youth; elderly persons; ex-combatants; HIV/AIDS-affected households;
human rights defenders; Indigenous Peoples; internally displaced persons; migrant
workers and their families; national or ethnic, religious and linguistic minorities;
persons who might be discriminated against based on their sexual orientation, gender
identity, gender expression, or sex characteristics (e.g., lesbian, gay, bisexual,
transgender, intersex); persons with disabilities; refugees or returning refugees;

women

Note: Vulnerabilities and impacts can differ by gender.
worker
person that performs work for the organization

Examples: employees, agency workers, apprentices, contractors, home workers, interns, self-
employed persons, sub-contractors, volunteers, and persons working for
organizations other than the reporting organization, such as for suppliers

Note: In the GRI Standards, in some cases, it is specified whether a particular subset of
workers is required to be used.

worker consultation

seeking of workers’ views before making a decision

Note 1: Worker consultation might be carried out through workers’ representatives.

Note 2:, Consultation is a formal process, whereby management takes the views of workers
into account when making a decision. Therefore, consultation needs to take place
before the decision is made. It is essential to provide timely information to workers or
their representatives in order for them to provide meaningful and effective input
before decisions are made. Genuine consultation involves dialogue.

Note 3: Worker participation and worker consultation are two distinct terms with specific
meanings. See definition of ‘worker participation’.

worker participation

workers’ involvement in decision-making

Note 1: Worker participation might be carried out through workers’ representatives.

Note 2: Worker participation and worker consultation are two distinct terms with specific
meanings. See definition of ‘worker consultation’.

worker representative
person who is recognized as such under national law or practice, whether they are:

e atrade union representative, namely, a representative designated or elected by trade unions
or by members of such unions; or

e an elected representative, namely, a representative who is freely elected by the workers of
the undertaking in accordance with provisions of national laws, regulations, or collective
agreements, whose functions do not include activities which are recognized as the exclusive
prerogative of trade unions in the country concerned.

Source: International Labour Organization (ILO), Workers' Representatives Convention, 1971 (No.
135)
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