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 GRI Topic Standard Project for Labor  

What are the Labor Project’s aims? 

The objective of the Labor Project is to review and revise all GRI Labor-related Standards and incorporate 

new issues to reflect stakeholders’ expectations on reporting labor-related impacts. The aim is to align 

with internationally agreed best practices, the latest developments, and relevant authoritative 

intergovernmental instruments related to human rights and labor conditions such as International Labor 

Organization (ILO) Conventions and Recommendations; the United Nations (UN) Guiding Principles on 

Business and Human Rights (Guiding Principles, UNGPs) and the Organization for Economic Co-

operation and Development (OECD) Guidelines for Multinational Enterprises.  

The revised labor disclosures will facilitate the organization to disclose its impacts regarding:   

• How the organization manages the labor impacts with employees, with workers who are not 

employees and whose work is controlled by the organization, and with workers in business 

relationships, enhancing accountability and trust with workers and other stakeholders;  

• The implementation of international labor standards, including fundamental labor rights by 

offering decent work and dignified working conditions, including the involvement of workers’ 

representatives in developing and implementing policies; 

• Its approach to human rights is to provide work that cares for its workers in terms of decent 

remuneration and working time, employment conditions, skills development, career progression, 

and work-life balance, thereby improving workers’ satisfaction and talent retention.   

Why is the GSSB revising the Labor-related Topic Standards?  

In 2022, the Global Sustainability Standards Board (GSSB) appointed a Technical Committee (TC) of six 

expert members to review the Labor-related Topic Standards. They contribute their expertise to the 

revision and technical review of Labor-related Topic Standards, supported by the GRI Standards Division. 

In line with the Due Process Protocol, the TC should report to the GSSB and seek guidance and advice 

whenever required to advance the revision program or when they are unable to reach a consensus. 

When the TC is satisfied that it has a proposed (set) of draft standard(s) that are ready for public 

consultation, the draft(s) are presented to the GSSB for approval. 

To support and advise the TC in the content development process, the GSSB established an advisory 

group (AG) with independent experts with relevant knowledge and expertise for specific labor topics.  

Crucially, the expertise of both groups will ensure that GRI Labor Standards are fully aligned with key 

intergovernmental instruments on business and human rights, including those established by the ILO, the 

UN, and the Organisation for Economic Co-operation and Development (OECD). In total, 11 GRI 

Standards will be updated, guided by the human rights-based approach and due diligence.  

 
Where can I find more information about the Labor Project?  

All relevant information about the revision of the GRI Labor Standards can be found on the project page: 

GRI Topic Standard Project for Labor (globalreporting.org) 

How can I keep up to date with the developments in the Labor 
Project? 

https://www.globalreporting.org/media/plkfclzc/gri-topic-standards-for-labor-project-proposal.pdf
https://www.globalreporting.org/media/mc0nylry/gssb-due-process-protocol-2018.pdf
https://www.globalreporting.org/standards/standards-development/topic-standards-project-for-labor/
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The easiest way to register is through our GRI Newsletter registration link or by becoming a member of 

the GRI Community as an organization.  

What is the GSSB Due Process Protocol? 

GRI Standards are developed according to the formally defined GSSB Due Process Protocol, which is 

overseen by the Due Process Oversight Committee (DPOC). The GRI Standards are built on a foundation 

of more than 25 years of robust, global, multi-stakeholder development. The due process protocol 

ensures that the Standards are developed following a transparent and robust process, that they continue 

to promote the public interest, and are aligned with GRI’s vision and mission.  

Who are the Technical Committee members? 

In line with the GSSB Due Process Protocol, a multi-stakeholder Technical Committee was established in 

September 2022 to contribute to the review and development of content. Due to the focus on labor topics, 

a technical committee was formed with representation from workers, employers, and the ILO. Two 

representatives nominated by the International Labour Organization (ILO), two representatives 

representing the International Trade Union Confederation (ITUC) and the Global Unions Federations 

(GUFs), and two employer representatives (appointed by the International Organization of Employers) to 

contribute their expertise to the revision and technical review of the Labor-related Topic Standards 

supported by the GRI Standards Division.   

Who are the Advisory Group members?  

Due to the unique tripartite composition of the technical committee, the GSSB appointed an Advisory 

Group of 11 independent experts in 2022. The Advisory Group was established with broad stakeholder 

representation to advise and assist the technical committee during the development of content. The 

membership of the advisory group reflects a balance of all constituencies alongside the technical 

committee composition. 

Why do you have a Technical Committee and an Advisory Group? 

The composition of two separate stakeholder groups is unique to the Labor Project. The Technical 

Committee, which has the mandate to propose a revised set of Labor Standards, is composed of 

representatives from employers, labor unions, and the ILO, aiming to achieve consensus between 

employer organizations and labor unions on key labor issues. 

The Advisory Group, on the other hand, comprises an independent group of experts with extensive 

knowledge and experience in labor-related issues, including human rights, due diligence, and working 

conditions. As the name suggests, they advise the technical committee and help broaden the scope of 

the revision of Labor Standards.  

What GRI Topic Standards are being revised in the Labor Project? 

The full Labor Project encompasses a review of the following GRI Labor-related Standards: 

• GRI 202: Market Presence 2016;  

• GRI 401: Employment 2016;  

• GRI 402: Labor/Management Relations 2016;  

• GRI 404: Training and Education 2016;  

https://share-eu1.hsforms.com/19K0nF9ZgRwOgupIlCJAg8w2een44
https://www.globalreporting.org/reporting-support/gri-community/
https://www.globalreporting.org/media/mc0nylry/gssb-due-process-protocol-2018.pdf
https://www.globalreporting.org/about-gri/mission-history/
https://www.globalreporting.org/media/mc0nylry/gssb-due-process-protocol-2018.pdf
https://www.globalreporting.org/media/hlvf5om4/gri-topic-standard-project-for-labor_members-for-the-technical-committee_-sept-2022.pdf
https://www.globalreporting.org/media/5uhd0snn/advisory-group-experts-biographies.pdf
https://www.globalreporting.org/media/5uhd0snn/advisory-group-experts-biographies.pdf
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• GRI 405: Diversity and Equal Opportunity 2016;  

• GRI 406: Non-discrimination 2016;  

• GRI 407: Freedom of Association and Collective Bargaining 2016;  

• GRI 408: Child Labor 2016;  

• GRI 409: Forced or Compulsory Labor 2016; 

• GRI 414: Supplier Social Assessment 2016; 

When will these Standards be published, and from when can they be 
used?   

We aim to finalize the entire set of Labor Standards by the second quarter of 2027. The specific timeline 

will depend on the extent of the feedback received during the public comment period. The final 

publications can be used by any organization from the moment they are published. The formal effective 

date for the new Standards has yet to be determined by the GSSB, but it will allow for an appropriate 

transition period. After the effective date the 2016 versions of the labor standards will be withdrawn.  

Why are you developing the Labor Standards in phases? 

The GRI Topic Standards Project for Labor is divided into three thematic phases to allow targeted 

messaging and stakeholder engagement during the public comment periods and to ensure the workload 

is manageable for the stakeholders and GRI reporters all over the world reviewing the draft Standards 

during public enquiry, the Global Sustainability Standards Board (GSSB), the Technical Committee, the 

Advisory Group, the GRI Standards Division, and other GRI divisions.  

Which Standards are in each phase? 

Phase 1 Employment Practices and Conditions encompasses three Topic Standards and one 

Standard interpretation:  

• Employment   

• Remuneration and Working Time  

• Significant Changes for Workers  

• Control of work Standard interpretation to GRI 2  

Phase 2 Working life and career development includes the following two Topic Standards:  

• Training and Education  

• Working Parents and Caregivers  

Phase 3 Workers Rights and Protection is comprised of the following sets of Topic Standards: 

• Phase 3-1 focused on Inclusion and equal opportunities at work 

o Diversity and Inclusion 

o Non-discrimination   

• Phase 3-2 focused on Rights and protections at work 

o Child labor   

o Forced Labor    

o Freedom of Association and Collective Bargaining   

o Labor Rights in Business Relationships   
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How does the revision of the Labor Standards ensure greater 
transparency on the organization’s management of human rights? 

The first phase, as well as the additional two phases in the GRI Labor Project, is in line with the 

increasing recognition of the need for more effective protection of human rights, as included in 

international conventions. 

An organization’s impact on its workers is one of the most direct ways human and labor rights are 

affected. The human rights-based approach and due diligence serve s the cornerstone of the Universal 

Standards, which were the basis for revising the Labor-related Topics Standards. 

How are the Labor Standards aligned with ESRS?  

GRI collaborates with the European Financial Reporting Advisory Group (EFRAG) throughout the revision 

process of the Labor Standards to ensure considerable alignment. We prioritize interoperability, wherever 

possible, to avoid unnecessary burden for reporting organizations.  

In November 2023, GRI and EFRAG signed a new Memorandum of Understanding (MoU), which 

substantiates the benefits of the alignment achieved between the ESRS and the GRI Standards. The 

ESRS-GRI Standards data point mapping illustrates that for every ESRS data point, there is a 

corresponding data point in the GRI Standards. 

GRI collaborates with other frameworks and standard-setters to ensure that the comprehensive data you 

produce can meet multiple reporting requirements. See here for more information about how GRI is 

connected to other frameworks and initiatives: GRI – Global alignment (globalreporting.org) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

https://www.globalreporting.org/search/?query=%5bdraft%5d+ESRS-GRI+Standards+data+point+mapping
https://www.globalreporting.org/how-to-use-the-gri-standards/global-alignment/
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Draft Labor Standards for Phase 1: 

Employment Practices and Working 

Conditions 

What areas do Labor Standards for Phase 1: Employment practices 
and working conditions, cover? 

This set of Labor Standards focuses on the employment and working conditions of an organization’s 

employees and workers who are not employees but whose work is controlled by the organization. It will 

ask how the organization manages its paid work and employment relationships.  

Phase 1 encompasses three Standards and one Standard interpretation:  

• Remuneration and working time exposure draft 

• Employment exposure draft 

• Significant changes for workers exposure draft 

• Control of work standard interpretation for GRI 2 exposure draft 

What is the scope of Phase 1, Labor Standards? 

The revised Topic Standards for Labor are developed considering a holistic approach to labor and human 

rights, including the ILO Fundamental Principles and Rights at Work. Some of the topics raised for review 

during the scoping survey in 2021 were working conditions and working hours; social dialogue, non-

discrimination, fair pay, child labor and forced labor; skills development; social protection; impacts on 

workers in the organization’s value chain; just transition.  

The GRI Topic Standard Project for Labor does not include a revision of the GRI 403: Occupational 

Health and Safety 2018. 

The scope of workers in Phase 1, Labor Standards, includes the organization’s employees and workers 

who are not employees and whose work is controlled by the organization (workers who are not 

employees). Workers in the organization’s business relationships are within the scope of Phase 3, Labor 

Standards, and therefore are not included in Phase 1.  

What ILO conventions or recommendations are in Phase 1, Labor 
Standards? 

Phase 1, Labor Standards refer to the following ILO Conventions and Recommendations: Conventions:  

• International Labour Organization (ILO), Private Employment Agencies Convention, 1997, 

(No.181) 

• International Labour Organization (ILO), Termination of Employment Convention, 1982 (No. 158) 

• International Labour Organization (ILO), Part-Time Work Convention, 1994 (No. 175) 

• International Labour Organization (ILO), Right to Organise and Collective Bargaining Convention, 

1949 (No. 98) 

• International Labour Organization (ILO), Equal Remuneration Convention, 1951 (No. 100) 

https://www.globalreporting.org/media/btfluea2/gri-topic-standard-project-for-labor_remuneration-and-working-time-exposure-draft.pdf
https://www.globalreporting.org/media/5yxikifz/gri-topic-standard-project-for-labor_-employment-exposure-draft.pdf
https://www.globalreporting.org/media/obfldvkg/gri-topic-standard-project-for-labor_-significant-changes-for-workers-exposure-draft.pdf
https://www.globalreporting.org/media/hcxigp3i/gri-topic-standard-project-for-labor_control-of-work-standard-interpretation-to-gri-2-exposure-draft.pdf
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• International Labour Organization (ILO), Social Security (Minimum Standards) Convention, 1952 

(No. 102) 

• International Labour Organization (ILO), Hours of Work (Industry) Convention, 1919 (No. 1) 

• International Labour Organization (ILO), Hours of Work (Commerce and Offices) Convention, 

1930 (No. 30) 

• International Labour Organization (ILO), Protection of Wages Convention, 1949 (No. 95) 

• International Labour Organization (ILO), Weekly Rest (industry) Convention,1921 (No. 14)   

• International Labour Organization (ILO), Weekly Rest (Commerce and Offices) Convention, 1957 

(No.106) 

• International Labour Organization (ILO), Night Work Convention, 1990 (No. 171) 

• International Labour Organization (ILO), Minimum Age Convention, 1973 (No. 138) 

• International Labour Organization (ILO), Maternity Protection Convention, 2000 (No. 183) 

• International Labour Organization (ILO), Minimum Wage Fixing Convention, 1970 (No. 131) 

• International Labour Organization (ILO), Migration for Employment Convention (Revised), 1949 

(No. 97) 

Recommendations:  

• International Labour Organization (ILO), Employment Relationship Recommendation, 2006, (No. 

198) 

• International Labour Organization (ILO), Quality Apprenticeships Recommendation, 2023, (No. 

208) 

• International Labour Organization (ILO), Termination of Employment Recommendation, 1982 

(No. 166) 

• International Labour Organization (ILO), Human Resources Development Recommendation, 

2004, (No. 195) 

• International Labour Organization (ILO), Private Employment Agencies Recommendation, 1997, 

(No.188) 

• International Labour Organization (ILO), Part-Time Work Recommendation, 1994 (No. 182) 

• International Labour Organization (ILO), Social Protection Floors Recommendation, 2012 (No. 

202) 

• International Labour Organization (ILO), Protection of Wages Recommendation, 1949 (No. 85) 

• International Labour Organization (ILO), Reduction of Hours of Work Recommendation, 1962 (No 

116) 

• International Labour Organization (ILO), Night Work Recommendation, 1990 (No. 178)   

• International Labour Organization (ILO), Minimum Age Recommendation, 1973 (No. 146) 

• International Labour Organization (ILO), Maternity Protection Recommendation, 2000 (No. 191) 

 

What about workers in supply chains? 

Workers in the organization’s business relationships are in the scope of Phase 3, Labor Standards.   

How will the revised Labor Standards include persons in vulnerable 
groups (migrant workers, persons with disabilities, etc.)? 
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The GRI Topic Standards for Labor place a special emphasis on requesting organizations to be 

transparent on their impacts relating to vulnerable groups. GRI defines vulnerable groups as individuals 

with a specific condition or characteristic (e.g., economic, physical, political, social) that may experience 

more severe negative impacts as a result of the organization’s activities than the general population. 

Examples can include children and youth, persons with disabilities, migrant workers, and their families. 

See GRI Glossary.  

Why do you use the word remuneration instead of wage, salary, or 
basic pay? 

Remuneration is the gross amount earned, which includes basic pay and any additional payments such 

as overtime, bonuses, or cash or in-kind payments made to a worker. When it refers to compensation for 

employment, remuneration can also be referred to as salary or wages. 

Does the Standard include living wage?  

The Remuneration and Working Time draft Standard includes one requirement in Disclosure 1: Policies to 

determine remuneration and two requirements in Disclosure REWO 4: Remuneration workers related to 

determining remuneration and reporting basic pay at or above cost-of-living estimates. Organizations 

need to offer a basic pay that is sufficient to meet the needs of workers and their families. Therefore, they 

should describe the methodology and assumptions to calculate the cost-of-living estimate.  

GRI uses this term because no international agreement exists on a specific methodology for this purpose. 

Organizations are free to choose the methodology for deriving cost-of-living estimates and compare 

different approaches. This term also facilitates the full scope of workers proposed by GRI: employees, 

workers who are not employees, and workers in business relationships.  

Cost-of-living estimates are approximate calculations that determine the necessary amount to cover an 

individual’s and their family’s basic expenses, such as food, housing, and healthcare, in a specific 

location. These estimates aim to ensure that workers and their families can maintain a decent standard of 

living. 

Why do you include social protection?  

Social protection coverage was highlighted as a crucial issue for the GRI Labor Technical Committee. It 

plays a vital role in mitigating poverty, inequality, and vulnerability of workers and their families and helps 

enhance employability, productivity, and overall economic development. Social protection schemes vary 

from country to country, but workers’ remuneration typically includes contributions to social protection 

schemes or is provided as employment benefits by the organization to cover workers in the event of 

sickness and loss of income. For this reason, the Remuneration and Working Time draft includes a 

specific disclosure on this matter.  

What are diverse forms of employment or non-standard forms of 
employment?  

Diverse forms of employment, also sometimes called non-standard forms of employment, are those that 

deviate from standard forms of employment (such as full-time, permanent employees). This broad group 

includes part-time, temporary, agency, and contractor workers. In the Disclosure EMPL 1 Employment 

https://www.globalreporting.org/how-to-use-the-gri-standards/resource-center/?g=b22687b8-6591-4703-bf6d-a941826a3c5c&id=12732
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arrangements as part of the Employment draft Standard, the organization shall report how it protects 

employees and workers who are not employees against disguised employment. 

What do significant changes for workers mean? 

According to the proposed draft, a significant change is an alteration to the organization’s pattern of 

operations that has significant positive or negative impacts on workers. This can include a range of 

scenarios, including potential changes stemming from the application of Artificial Intelligence. However, 

as mass termination has a considerable negative impact, the draft standard emphasizes how the 

organization manages significant changes, especially those that result in mass termination, and how it 

mitigates negative impacts. For example, organizations can consider alternatives to mass termination, 

such as voluntary retirement or restricting overtime.  

Mass termination occurs when a significant number of workers’ employment is terminated simultaneously 

or within a short period. 

Why has a Control of work Standard Interpretation been introduced? 

Feedback from users of the GRI Standards suggests it is unclear whether organizations should classify 

workers in their business relationships as workers who are not employees when giving them instructions 

regarding product or service specifications for their business relationships. 

The Standard’s guidance clarifies the ambiguity between an example in Guidance 2-8-a, ‘instructing a 

supplier to use specific materials or work methods to manufacture the products or deliver the services’, 

and the concept of ‘giving instructions regarding product or service specifications to their business 

relationships’. 

What does control of work mean? 

An organization has control of work when either one or both of the following conditions are met:  

If the organization directs the work performed, or if it controls work performed, or if it has control over the 

means or methods for performing the work.  

• ‘Directs the work performed’ refers to organizations determining who performs it, what work is 

performed, and when and where it is carried out. For example, hiring workers with specific skill 

sets or distributing overtime between workers. 

• ‘Means or methods for performing the work’ refers to organizations determining the approach 

to performing work, such as providing instructions, guidelines, tools, materials, and machinery to 

complete the work. Examples include the organization providing its workers with raw materials 

and machinery and instructing them to follow standard operating procedures for manufacturing a 

product. 

What is the difference between workers who are not employees and 
workers in business relationships? 

Workers who are not employees are workers who perform work for the organization and whose work is 

controlled by the organization but are not in an employment relationship with the organization. Control of 

work implies that the organization directs the work performed or controls the means or methods for 

performing the work. It could be that their work is controlled by the organization or shared with others. 
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Workers who are not employees include agency workers, apprentices, contractors, home workers, 

interns, self-employed persons, subcontractors, and volunteers. 

Workers in business relationships work for organizations other than their reporting organization but 

perform work on behalf of the organization, such as suppliers. The reporting organization does not control 

their work. They work for other organizations linked to the organization’s operations, products, or 

services. The types of workers in business relationships (no control of work) include self-employed 

persons, workers of suppliers, and workers of entities downstream of the organization’s value chain, such 

as customers or investees, including those beyond the first tier. 
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Draft Labor Standards for Phase 2: 

Working Life and Career Development 

What areas do Labor Standards for Phase 2: Working life and career 
development, cover? 

Phase 2 of the GRI Topic Standard Project for Labor includes two Standards: Working Parents and 

Caregivers and Training and Education. This set of Standards focuses on equal treatment and the 

development of an organization’s workers. It requests information on how the organization responds to 

training and education programs, their effectiveness, family-related policies in the workplace, and 

measures to provide a work-life balance and an inclusive and diverse environment.  

 

Phase 2 encompasses two Standards:  

• Training and Education Draft Topic Standard 

• Working parents and caregivers Draft Topic Standard 

What types of leave are included in the Standard for Working Parents 
and Caregivers? 

Organizations are required to report the amount of paid family leave offered to employees for the care of 

immediate family members, including during the birth or adoption of a child. The types of paid family leave 

can include maternity leave, paternity leave, parental leave, and caregiver leave.    

What ILO conventions or recommendations are in Phase 2, Labor 
Standards? 

• International Labour Organization (ILO), Maternity Protection Convention, 2000 (No. 183). 

• International Labour Organization (ILO), Workers with Family Responsibilities Convention, 361 

1981 (No. 156).  

• International Labour Organization (ILO), Maternity Protection Recommendation, 2000 (No. 363 

191).  

• International Labour Organization (ILO), Workers’ Representatives Convention, 1971 (No. 365 

135). 

How should organizations address conflicts between local laws and 
ILO Conventions?   

Organizations need to comply with the laws of the countries in which they operate. However, the UN 

Guiding Principles on Business and Human Rights clarify that organizations are expected to seek to 

honor the principles underlying international human rights standards where domestic laws fall below or 

directly conflict with those standards.  

A critical first step for many organizations can be to conduct a thorough analysis of Labor Standards in 

each country where the organization operates or sources from, in order to understand where it is likely to 

face challenges. 

https://www.globalreporting.org/media/4rdlhbwp/gri-topic-standard-project-for-labor-training-and-education.pdf
https://www.globalreporting.org/media/yfzotzey/gri-topic-standard-project-for-labor-working-parents-and-caregivers.pdf
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I have questions about the ILO Conventions and Recommendations.  
Where can I find more information? 

You can find detailed information about ILO Conventions and Recommendations through several official 

and reliable sources: 

• ILO NORMLEX Database: NORMLEX - Information System on International Labour Standards, 

which brings together information on International Labour Standards (such as ratification 

information, reporting requirements, comments of the ILO’s supervisory bodies, etc.) as well as 

national labour and social security laws. 

• ILO’s Main Website: www.ilo.org 

• ILO Helpdesk for Business: www.ilo.org/business 

o This is especially useful if you are from the private sector or an organization and seek 

simplified explanations of Labor Standards and their relevance to businesses.  

 

  

https://normlex.ilo.org/dyn/nrmlx_en/f?p=NORMLEXPUB:1:0::NO:::
https://www.ilo.org/
https://www.ilo.org/empent/areas/business-helpdesk/lang--en/index.htm
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Draft Labor Standards for Phase 3.1: 

Inclusion and Equal Opportunities  

What areas does Phase 3.1 of Labor Standards: Workers’ rights and 
protection cover? 

Phase 3.1 of the GRI Topic Standard Project for Labor includes two Standards: Non-discrimination and 

Equal Opportunity, and Diversity and Inclusion. This set of Standards focuses on the areas of non-

discrimination and equal opportunity, including violence and harassment policies and incidents reporting, 

and diversity and inclusion at work. Specifically, diversity in governance bodies and among employees, 

as well as meaningful engagement on diversity and inclusion with workers, and the employee perception 

of inclusion. 

Phase 3 encompasses two Standards:  

• Non-discrimination and Equal Opportunity exposure draft 

• Diversity and Inclusion exposure draft 

 

What scope of workers is covered? 

The scope of the workers in the Non-discrimination and Equal Opportunity exposure draft is the 

organization’s employees and workers who are not employees and whose work is controlled by the 

organization (workers who are not employees), and workers in business relationships. Workers who are 

not employees perform work for the organization but are not in an employment relationship with the 

organization. Workers in business relationships work for organizations other than the reporting 

organization but perform work for the organization, such as suppliers.  

The scope of workers in the Diversity and Inclusion exposure draft is employees and workers who are not 

employees but whose work is controlled by the organization. 

What ILO conventions or recommendations are in Phase 3.1 of Labor 
Standards? 

• International Labour Organization (ILO), Declaration on Fundamental Principles and Rights at 

Work, 1998. 

• International Labour Organization (ILO), Discrimination (Employment and Occupation) 

Convention, 1958 (No. 111). 

• International Labour Organization (ILO), Equal Remuneration Convention, 1951 (No. 100). 

• International Labour Organization (ILO), Hours of Work (Commerce and Offices) Convention, 

1930 (No. 30). 

• International Labour Organization (ILO), Human Resources Development Convention, 1975 (No. 

142). 

• International Labour Organization (ILO), Termination of Employment Convention, 1982 (No.158). 

• International Labour Organization (ILO), Tripartite Declaration of Principles concerning 

Multinational Enterprises and Social Policy, 2017. 

• International Labour Organization (ILO), Violence and Harassment Convention, 2019 (No. 190).  

https://globalreporting.org/media/1viftlqt/gri-topic-standard-project-for-labor-non-discrimination-and-equal-opportunity.pdf
https://globalreporting.org/media/1viftlqt/gri-topic-standard-project-for-labor-non-discrimination-and-equal-opportunity.pdf
https://globalreporting.org/media/g3fchmip/gri-topic-standard-project-for-labor-diversity-and-inclusion.pdf
https://globalreporting.org/media/g3fchmip/gri-topic-standard-project-for-labor-diversity-and-inclusion.pdf
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Draft Labor Standards for Phase 3.2: 

Workers’ rights and protections  

What areas does Phase 3.2 of Labor Standards: Workers’ rights and 
protections cover? 

Phase 3.2 of the GRI Topic Standard Project for Labor is focused on the following rights and protections 

at work: child labor, forced labor, freedom of association and collective bargaining and labor rights in 

business relationships.   

Phase 3.2 encompasses four Standards:  

• Labor Rights in Business Relationships exposure draft  

• Child Labor exposure draft   

• Forced Labor exposure draft 

• Freedom of Association and Collective Bargaining exposure draft    
 

What scope of workers is covered? 

The scope of the workers in these exposure drafts includes the organization’s employees and workers 
who are not employees and whose work is controlled by the organization, and workers in business 
relationships. Workers who are not employees perform work for the reporting organization, but are not in 
a direct employment relationship. However, the reporting organization has control over their work. For 
example, agency workers, apprentices, and contractors. Workers in business relationships work for 
entities other than the reporting organization, such as suppliers, sub-contractors or other entities in its 
value chain including those beyond the first tier, who perform work for the organization. The reporting 
organization does not control their work. 

What ILO Conventions or Recommendations are in Phase 3.2 of Labor 
Standards? 

Child labor exposure draft 

• Declaration on Fundamental Principles and Rights at Work, 1998.  

• Minimum Age Convention, 1973 (No. 138).  

• Tripartite Declaration of Principles concerning Multinational Enterprises and Social Policy, 2022.  

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

• Worst Forms of Child Labour Recommendation, 1999 (No. 190). 

Forced labor exposure draft 

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

•  Declaration on Fundamental Principles and Rights at Work, 1998.  

• Forced Labour Convention, 1930 (No. 29).  

• Forced Labour Recommendation, 2014 (No. 203).  

• Migration for Employment Convention (Revised), 1949 (No. 97).  

• Protocol to the Forced Labour Convention, 2014 (P029).  

https://globalreporting.org/media/wa1fw2m5/gri-topic-standard-project-for-labor-labor-rights-in-business-relationships-exposure-draft.pdf
https://globalreporting.org/media/va5d0cug/gri-topic-standard-project-for-labor-child-labor.pdf
https://globalreporting.org/media/xiwjspfy/gri-topic-standard-project-for-labor-forced-labor-exposure-draft.pdf
https://globalreporting.org/media/qtsbrbsd/gri-topic-standard-project-for-labor-freedom-of-association-and-collective-bargaining-exposure-draft.pdf
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• Private Employment Agencies Convention, 1997 (No.181).  

• Tripartite Declaration of Principles concerning Multinational Enterprises and Social Policy, 2022.  

Freedom of Association and Collective Bargaining exposure draft 

• Collective Agreements Recommendation, 1951 (No. 91). 

• Collective Bargaining Convention, 1981 (No. 154). 

• Collective Bargaining Recommendation, 1981 (No. 163). 

• Declaration on Fundamental Principles and Rights at Work, 1998. 

• Workers' Representatives Convention, 1971 (No. 135). 

• Freedom of Association and Protection of the Right to Organise Convention, 1948 (No. 87). 

• Migration for Employment Convention (Revised), 1949 (No. 97). 

• Recommendation on the Promotion of Cooperatives, 2002 (No. 193). 

• Right to Organise and Collective Bargaining Convention, 1949 (No. 98). 

Labor Rights in Business Relationships exposure draft 

• Declaration on Fundamental Principles and Rights at Work, 1998 

• Declaration on Fundamental Principles and Rights at Work, 1998 

• Employment and Decent Work for Peace and Resilience Recommendation, 2017 

• Tripartite Declaration of Principles concerning Multinational Enterprises and Social Policy 2022 

What is child labor? 

Child labor refers to work that children are too young to perform or that – by its nature or circumstances – 
can be hazardous. Unlike activities that help children develop (such as contributing to light housework or 
taking on a job during school holidays), child labor causes harm to a child’s health, safety or moral 
development. 

In its most insidious forms, child labor can amount to slavery or practices similar to slavery, including the 
sale and trafficking of children. In some places, children may be forcibly recruited into armed conflict, 
used in the production and trafficking of drugs, or offered into prostitution 
(https://www.unicef.org/protection/child-labour). 
 

How common is child labor? 

Child labor remains a persistent problem in the world today. The latest global estimates indicate that 
some 138 million children were engaged in child labor in 2024. Over a third of them – about 54 million – 
are in hazardous work that directly endangers their health and safety. 
 
Child labor is most prevalent in low-income countries, yet more than half of all child labor occurs in 
middle-income countries. 

Globally, child labor is also more common in rural areas, with most child labor taking place in the 
agriculture sector (https://www.unicef.org/protection/child-labour). 
 
For additional information on child labor, please refer to UNICEF's website.  

 

https://www.unicef.org/press-releases/despite-progress-child-labour-still-affects-138-million-children-globally-ilo-unicef
https://www.unicef.org/protection/child-labour
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What is forced labor? 

Forced labor can be understood as "all work or service which is exacted from any person under the threat 
of a penalty and for which the person has not offered himself or herself voluntarily" 
(https://www.ilo.org/topics/forced-labour-modern-slavery-and-trafficking-persons/what-forced-labour). 

Individuals have been found to be more vulnerable to forced labor than others when characterized by: 
unstable immigration status, language barriers, poverty and lack of basic needs, psychological effects of 
a recent or past trauma, lack of social support systems, and physical or developmental disabilities 
(https://www.alliance87.org/challenge/forced-labour). 

How common is forced labor? 

Global estimates indicate that about 27.6 million people worldwide are in forced labor.   
 
Victims of forced labor include 17.3 million exploited in the private sector; 6.3 million in forced commercial 
sexual exploitation, and 3.9 million in forced labor imposed by the State. 

The Asia and the Pacific region has the highest number of people in forced labor (15.1 million) and the 
Arab States the highest prevalence (5.3 per thousand people)  

(https://www.ilo.org/topics/forced-labour-modern-slavery-and-trafficking-persons/data-and-research-
forced-labour) 

What is modern slavery?  

Modern slavery is an umbrella term that covers forced labor, forced marriage and human trafficking. The 
common thread is that a person is being exploited, and cannot refuse or leave due to threats, violence, 
coercion, deception, manipulation and/or the abuse of power. 

According to the latest Global Estimates of Modern Slavery, 50 million people were living in modern 
slavery in 2021, of which 28 million were in forced labor, 22 million were trapped in forced marriage, and 
more than 12 million of the total being children. The number of people in modern slavery has risen 
significantly in the last five years, with an increase of 2.7 million people from 2016 to 2021 and women 
and girls comprising over half (54%) of those in modern slavery  

(https://www.alliance87.org/challenge/modern-slavery). 

What industries are at higher risk of forced labor? 

The five sectors accounting for the majority of total adult forced labor (87%) are services, manufacturing, 
construction, agriculture, and domestic work. Other sectors form smaller shares but nonetheless still 
account for hundreds of thousands of people (mining and quarrying work, forced labour aboard fishing 
vessels, begging on the street, and illicit activities) (https://www.alliance87.org/challenge/forced-labour). 

For additional information on forced labor, please refer to the ILO's website 

What is the connection between modern slavery and forced labor? 

Forced labor is one of the main forms of modern slavery.  While modern slavery is a broad term that 
covers various situations where people are exploited and cannot refuse to leave due to coercion, threat, 

https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---ipec/documents/publication/wcms_854733.pdf
https://www.ilo.org/topics/forced-labour-modern-slavery-and-trafficking-persons/data-and-research-forced-labour
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or deception, forced labor specifically refers to instances where individuals are compelled to work against 
their will under threat or penalty.   
 
In other words, all instances of forced labor are considered from of modern slavery, but modern slavery 
also includes other abuses such as human trafficking, debt bondage, forced marriage, and the worst 
forms of child labor.  
 
Both concepts – modern slavery and forced labor – involve the loss of freedom and exploitation of people 
for personal or commercial gain, making forced labor a key indicator of modern slavery in global supply 
chains and workplaces.  

Both are serious human rights violations and prohibited under international law. 

What is freedom of association and collective bargaining?  

Freedom of association refers to the right of workers and employers to freely form or join organizations 
that promote and defend their interests at work, without interference from one another or the State. The 
right to organize applies to all workers and employers, including persons in the "informal sector," ie, 
generally those not working under contracts of employment. This right should be guaranteed by the State, 
regardless of occupation, sex, color, race, creed, nationality or political opinion (https://www.ilo.org/topics-
and-sectors/freedom-association). 

Collective bargaining is a voluntary process through which employers (or their organizations), and trade 
unions (or in their absence, workers' representatives) discuss and negotiate their relations and interaction 
at the workplace, such as pay and other terms and conditions of work. This process of bargaining aims to 
reach mutually acceptable collective agreements (https://www.ilo.org/resource/other/ilo-helpdesk-
business-and-freedom-association) 

Why are freedom of association and collective bargaining important? 

Freedom of association and collective bargaining are fundamental human rights because they give 
workers a voice and help balance the power relationship between employees and employers. When 
workers can organize and negotiate collectively, they are better able to secure fair wages, safe working 
conditions, reasonable working hours, and protection from discrimination and abuse. These rights also 
reduce the risk of labor exploitation, support safer workplaces, and contribute to lower income inequality.  

Because freedom of association and collective bargaining make it possible for workers to claim and 
exercise many other labor rights, they are considered enabling rights by the ILO.  They create the 
conditions for effective social dialogue, help companies identify and address labor-related risks, and 
support responsible business practices across operations and supply chains.   

Who is covered by freedom of association and collective bargaining? 

All workers and employers have a right to organize. The only exceptions are the armed forces and the 
police. (The State may decide how the right of freedom of association is applied to the armed forces and 
the police, but these categories must be strictly defined.) (https://www.ilo.org/topics-and-sectors/freedom-
association). 

What is a Trade Union?  

https://www.ilo.org/topics-and-sectors/freedom-association
https://www.ilo.org/topics-and-sectors/freedom-association
https://www.ilo.org/topics-and-sectors/freedom-association
https://www.ilo.org/topics-and-sectors/freedom-association
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Trade unions are independent, membership-based organizations of workers, constituted for the purpose 
of furthering and defending the interests of workers (https://ilostat.ilo.org/methods/concepts-and-
definitions/description-industrial-relations-data/). They represent and negotiate on behalf of working 
people. Unions provide advice to workers who are often unaware of their rights, and they can also 
negotiate with employers to improve wages and working conditions. Trade union rights are defined as 
workers’ freedom of association and the right to collective bargaining. These rights form the foundation of 
social dialogue and industrial relations to manage conflicts in the workplace (https://www.ilo.org/topics-
and-sectors/freedom-association) 

For additional information on freedom of association and collective bargaining, please refer to the ITUC's 
website 

What is the connection between the labor rights in business 
relationships and the other labor-related drafts?  

The Labor Rights in Business Relationships standard draft aims to support organizations in reporting their 
impacts on workers in business relationships with a perspective of management systems and due 
diligence. Therefore, while using the standard, organizations are reporting their actions in relation to the 
labor rights due diligence, being accountable for actual and potential negative impacts on workers in 
business relationships. Organizations shall report their management system in place, the assessment 
process and the incidents for all labor rights impacts using the standard. The other labor-related 
standards (Child Labor, Forced Labor, Freedom of Association and Collective Bargaining, Non-
Discrimination and Equal Opportunity) offer the possibility to be accountable in the reporting when those 
impacts are material for the organizations with respect to business relationships. In each of these 
standards, organizations can expand their report targeting specific policies, incidents and actions to 
address those impacts. 

Why is it important for organizations to address these material 
topics?  

Child labor, forced labor, violations of freedom of association and collective bargaining, and other labor 
violations in business relationships are serious human rights abuses and violate international labor 
standards and regulations.  Preventing and addressing these violations is essential to responsible and 
sustainable business practices.  

How does GRI help organizations report on these topics?  

These topic standards provide a framework for organizations to report on policies, risks assessments, and 
actions taken to eliminate child labor and forced labor.  Organizations can report on policies and actions 
to ensure the right to freedom of association and collective bargaining is being protected, as well as other 
labor rights in supply chains.  These topic standards help to improve transparency and accountability on 
these critical material topics.     

  

https://ilostat.ilo.org/methods/concepts-and-definitions/description-industrial-relations-data/
https://ilostat.ilo.org/methods/concepts-and-definitions/description-industrial-relations-data/
https://www.ilo.org/topics-and-sectors/freedom-association
https://www.ilo.org/topics-and-sectors/freedom-association
https://www.ituc-csi.org/
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General questions about GRI 

I have questions about the GRI Universal Standards; where do I find 
more information? 

For more information, please visit the GRI website. Additionally, we have these resources: 

• Public FAQs on the Universal Standards: 

https://www.globalreporting.org/media/zauil2g3/public-faqs-universal-standards.pdf   

• How to use the standards: https://www.globalreporting.org/how-to-use-the-gri-

standards/questions-and-answers/   

I just learned about GRI. Can you share more information about the 
GRI Standards and how my organization can use them in different 
country contexts?  

Welcome to GRI! We’re so happy you are here.  For over 25 years, GRI has been a leader in global 

sustainability impact reporting.    

The GRI Standards enable any organization – large or small, private or public – to understand and report 

on its impacts on the economy, environment, and people in a comparable and credible manner, thereby 

increasing transparency on its contribution to sustainable development. In addition to companies, the 

Standards are highly relevant to many stakeholders, including investors, policymakers, capital markets, 

and civil society. 

The Standards are designed as an easy-to-use modular set, delivering an inclusive picture of an 

organization’s material topics, their related impacts, and how they are managed. 

Therefore, the GRI Standards can be applied to any country and sector context.   

You can find more information about the GRI Standards and resources for how to report on the GRI 

website.  

Here are more answers to common questions on the GRI Standards, covering all new and recently 

launched Universal, Topic and Sector Standards 

Where can I find information about occupational health and safety? 

GRI 403: Occupational Health and Safety 2018 represents global best practice in reporting on 

occupational health and safety management systems, the prevention of harm, and the promotion of 

health at work.  The Standard was developed with expert, multi-stakeholder contributions and is rooted in 

the public interest. 

More information about the Topic Standard for Occupational Health and Safety can be found here.   

What resources are available to support organizations in their 
reporting efforts? 

https://www.globalreporting.org/
https://www.globalreporting.org/media/zauil2g3/public-faqs-universal-standards.pdf
https://www.globalreporting.org/how-to-use-the-gri-standards/questions-and-answers/%E2%80%AF
https://www.globalreporting.org/how-to-use-the-gri-standards/questions-and-answers/%E2%80%AF
https://www.globalreporting.org/media/s4cp0oth/gri-gristandards-visuals-fig1_family-2021-print-v19-01.png
https://www.globalreporting.org/how-to-use-the-gri-standards/
https://www.globalreporting.org/how-to-use-the-gri-standards/
https://www.globalreporting.org/how-to-use-the-gri-standards/questions-and-answers/
https://www.globalreporting.org/how-to-use-the-gri-standards/questions-and-answers/
https://www.globalreporting.org/standards/standards-development/topic-standard-for-occupational-health-and-safety/
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GRI can help companies improve their sustainability reporting, meet stakeholder transparency 

expectations, foresee and act on risks and opportunities, and make more informed strategic decisions. 

Our services, membership program, and online learning portal provide the essential expertise to help you 

achieve accurate and high-quality sustainability reporting. Plus, through our partnerships with training and 

software providers, we can direct you to further support resources, certified by GRI. 

Take your sustainability reporting to the next level with our full range of support options for applying the 

GRI Standards – the most widely used set of sustainability reporting standards in the world. 

Where can I find more information about specific sectors, such as 
mining, oil and gas, or construction? 

GRI has Sector Standards intended to increase the quality, completeness, and consistency of reporting 

by organizations. Standards will be developed for 40 sectors, starting with those with the highest impact, 

such as oil and gas, agriculture, aquaculture, and fishing. 

The Standards list topics that are likely to be material for most organizations in a given sector and 

indicate relevant disclosures to report on these topics. If an applicable Sector Standard is available, an 

organization is obliged (‘required’) to use it when reporting with the GRI Standards. 

For more information, here are additional FAQs about the Standards GRI - Questions and answers 

(globalreporting.org) 

Are there best practices GRI can share for verifying or auditing these 
disclosures? 

While not required, the GRI Standards recommend that an organization seek external assurance for its 

sustainability reporting, in addition to using internal controls.   

Section 5.2 of GRI 1: Foundation 2021 describes various ways an organization can enhance the 

credibility of its sustainability reporting, including through external assurance, internal controls, and 

stakeholder or expert panels.   

What should an organization do if it does not have all the data 
required to comply with a disclosure?   

An organization can use reasons for omission if it cannot comply with a disclosure or with a requirement 

in a disclosure for which reasons for omission are permitted.  

Reasons for omission are permitted for all disclosures from the GRI Standards except for five disclosures 

from GRI 2: General Disclosures 2021 and two disclosures from GRI 3: Material Topics 2021.  

There are four reasons for omission that an organization is permitted to use:  

• Not applicable  

• Legal prohibitions  

• Confidentiality constraints  

• Information unavailable/incomplete  

https://www.globalreporting.org/reporting-support/
https://www.globalreporting.org/how-to-use-the-gri-standards/questions-and-answers/
https://www.globalreporting.org/how-to-use-the-gri-standards/questions-and-answers/
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An organization still reports in accordance with the GRI Standards as long as it complies with the 

requirements for the reasons for omission specified in Requirement 6 in GRI 1: Foundation 2021. See 

Requirement 6 in section 3 of GRI 1 for more information on applying the reasons for omission. 

 


