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Introduction

OUR APPROACH
To support our international development

In order to do that, our intention is to apply local regulations and a common set
of principles and guidelines concerning human rights in all countries where we
operate, in all our businesses and in all our companies.

This common set of principles and guidelines is based both:
• on the commitments that we give pursuant to the international standards
with which VINCI and its companies comply, and in particular the United
Nations Guiding Principles on Business and Human Rights (see page 5);
• on the specific rules that we have set down for ourselves on the basis of
those founding provisions, adapting them to the reality of our businesses and
our projects.

To respond to the expectations of transparency
on the part of the markets and our clients
Large companies are the subject of considerable expectations regarding the
measures they put in place to prevent breaches of human rights. Such breaches
can be caused by the companies themselves or can be indirectly associated with
their activities, particularly through subcontracting.
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Transparency also satisfies our customers’ expectations; this is particularly the
case when the projects we carry out are financed by international lenders, which
impose specific and exhaustive criteria regarding observance of human rights
and require evidence from companies of their commitment in that area. More
generally, regardless of the contractual framework, making commitments on the
way in which we deal with human rights is a positive differentiating factor for
our customers. It confirms that we act as a socially responsible group which is
concerned about the working and living conditions of employees on its sites.
It is also a sign that we act with respect for local communities, controlling
negative impacts and seeking to produce positive ones for local inhabitants.
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There is a particular risk of this when companies operate in countries where
human rights are considered to be under threat. A large listed company such
as VINCI, which is analysed and monitored by investors and analysts on the
international markets, has a duty to be transparent about its mechanisms to
prevent such risks.
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We have a duty
everywhere to respect
the rights of people and
of local communities.
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WORKING CONDITIONS

We are an international company with a presence in a growing number of
countries, where we employ large numbers of people on our sites and in our
businesses, whether by recruiting them directly or through our subcontractors.
While the institutional context and working environment can vary markedly from
one country to another, we have a duty everywhere to observe the rights of those
persons and of local communities that might be affected by our projects and
activities.
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“Due diligence”: a requirement that is
becoming increasingly important in civil
society and international institutions

These United Nations Guiding Principles, which have been adopted by other
large international institutions, are now regarded as the benchmark in terms of
companies’ management of the impact they have on human rights. In particular,
they emphasise the “due diligence” that must be exercised by companies in this
area – and particularly by international companies operating in countries where
human rights are regarded as under threat. Today, many governments have
reflected this concept of a due diligence in their national regulations.

To protect our reputation

An event in one country or on one site can affect the company’s global image
through the media and news networks, which are themselves globalised.
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In a globalised world, a company’s reputation flows from the reputation of each of
its businesses, and even from each of its projects.
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It can be seen that civil society’s expectations of companies with regard to human
rights are increasing. In particular, this was reflected in the adoption in 2011 of the
United Nations Guiding Principles on Business and Human Rights which contain
details of the responsibilities of companies and of states in this area and of the
avenues of appeal open to the victims of breaches of human rights.
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HOW OUR HUMAN RIGHTS
GUIDELINES HAVE BEEN
PREPARED
International bodies such as the United Nations, the Organisation for Economic
Co-operation and Development (OECD) and the International Labour Organisation
(ILO) have drawn up international standards in the area of human rights, which
VINCI undertakes to observe.
Thus, as early as 2003, the Group voluntarily took the step of signing the United
Nations Global Compact whereby it undertakes to respect human rights
internationally and to ensure that it does not become complicit in breaches of
those rights.

: Main international conventions and standards to which we adhere:
The Universal Declaration of Human Rights (UDHR).
The International Covenant on Civil and Political Rights (ICCPR).
The International Covenant on Economic, Social and Cultural Rights (ICESCR).
The Fundamental Conventions of the International Labour Organisation (ILO).
The OECD Guidelines for Multinational Enterprises.
The United Nations Guiding Principles on Business and Human Rights.
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•
•
•
•
•
•
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VINCI has prepared a framework document applicable to the entire Group which
is based on the United Nations Guiding Principles and the main international
conventions and of a specific study of the risks of negative impacts on human
rights in certain geographical areas. It relies also on tools already in existence at
VINCI (good practice guide in the context of the Cooperate initiative; International
Labor Accommodation and Welfare Standards of Soletanche Freyssinet).
This work has been carried out by the Group’s network of Human Resources
Departments and business divisions, in collaboration with operational staff, in
order to identify issues common to all the companies, the main risks associated
with human rights and the principles and behaviour to be adopted to prevent
such risks. VINCI is therefore equipped with an operational tool that can be used
directly by employees having to deal with matters affecting human rights, in all
countries where the Group has a presence.
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A framework document prepared jointly
with the Group’s business divisions
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The starting point of international standards
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This collective thinking has resulted in the identification of five areas in which
VINCI’s activities could have significant impacts on human rights.
These five areas cover the entire life-cycle of projects from the response to the
call for tenders, the preparation of sites and construction to the commissioning
and operating phases. In each of the five areas, specific situations and the
corresponding practices to be implemented, known as “guidelines”, have been
identified. These, are VINCI’s specifics guidelines and they may evolve in the future.

WORKING
CONDITIONS
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This collective thinking has resulted in the identification of five
areas in which VINCI’s activities could have significant impacts on
human rights.

01
Recruitment fees
and debt
Contract
substitution
Work visa, ID,
passport, and exit
permit
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Wage levels
Working hours
Paid holidays and
other benefits
Workers’
representation
Hiring underage
workers
Discrimination
Health and safety
Worksite security
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accommodation:
health, safety and
security
Freedom of
movement,
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mechanism
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Raise awareness,
identify risks
and enter into
contractual
agreements
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Socioenvironmental
issues
Land-related issues
Community
dialogue,
engagement,
and remediation
mechanisms

The formalisation of
these guidelines must
be understood not as
a coercive but as a
progressive approach.

VINCI companies, faced with local contexts which vary greatly from one country
to another and which are not necessarily under their control, especially if their
presence there is new, can now rely on explicit and specific recommendations to
prevent the risks of breaches of human rights.
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These guidelines all constitute benchmarks to encourage employees dealing
with human rights issues to take stock of their entity’s practices and to identify
areas for improvement. They will be implemented alongside initiatives to raise
awareness, training and the sharing of information on best practice, in order to
develop a culture of prevention in this area – as in the area of safety, for example.
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A progressive approach

02
WORKING CONDITIONS

LABOR
MIGRATION AND
RECRUITMENT
PRACTICES
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STRUCTURE
OF THE DOCUMENT

Common structure of the 17 sections
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This Appendix to the Guide on human rights is adressed as much
to experts in the human rights sector as to operational managers.
It provides complete and detailed information on the principal
problems identified as well as the concrete actions to carry out in
order to prevent human rights breaches in our businesses.
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“VINCI’s guidelines”
The guidelines are restated at the beginning of each section. They establish
the actions to carry out in order to ensure that the businesses do not violate
human rights.

This part provides information on the importance that the topic has for the
companies of the VINCI group.

“What is at stake for VINCI?”

LIVING CONDITIONS

“General background”

03

This part examines the risk incurred by the companies of the VINCI group when
they are confronted with a problem relating to human rights.

“What can be done?”
This part makes recommendations concerning the actions that can be taken in
order to minimize the risk of a negative incident concerning human rights.

This part highlights the possible challenges that the companies of the VINCI
group may be led to take note of in order to address a particular problem.
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“Challenges”
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According to the ILO Convention No. 29 (1930), forced labor refers to “all work or
service which is exacted from any person under the menace of any penalty and
for which the said person has not offered himself voluntarily.”
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Forced Labor

02
WORKING CONDITIONS

The construction sector provides formal employment opportunities
for millions of migrant workers from all over the world and, as such,
contributes to reducing global poverty. Migrant workers allow
construction companies to access the volume of workers needed
with the right skill set to complete projects on time. This comes with
some challenges, in particular because human rights infringements
such as forced labor or coercion in employment might result from
certain recruitment practices and from the nature of national
regulations on migration. Employers should give special attention
when employing migrant workers, whether they are employing them
directly or indirectly through manpower agencies and subcontracted
firms within the supply chain.
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Two elements characterize forced labor:
• Threat of penalty: defining forced labor requires analyzing whether workers
are under the menace of a penalty (penal sanction, economic penalties,
revoking privileges, passport confiscation, physical or psychological menace,
violence, and harassment).

Forced labor manifests over three phases:
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Workforce migration,
combined with poor
recruitment practices
and a restrictive legal
context, can result in
forced labor situations,
human trafficking and
debt bondage.

• Recruitment phase: deception and contract substitutions might lead to
involuntary consent. These deceptions are characterized by false or inaccurate
information about workers’ terms and conditions at the time of hiring. In
addition, workers’ capacity to end the employment relationship can be limited
by high recruitment fees and debts that burden workers’ wages.
• Employment phase: migrant workers who have limited knowledge of the
local rules and judicial systems and are far from their family and community
have limited access to judicial remedies and are more vulnerable to passport
retention, restriction on their freedom of movement, and the threat of
deportation.
• Exit phase: in some circumstances, migrant workers’ ability to end the
employment relationship is limited or can be restricted by their employers,
in particular when they are also responsible for the overall migration status.
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• Work or service undertaken involuntarily: defining forced labor also
requires analyzing whether work has been/is offered voluntarily (consent
and freedom to revoke the relationship must be maintained throughout the
employment relationship).
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Human Trafficking
Human trafficking is broader than forced labor and requires the recruitment,
transport, transfer, or receipt of a person through coercion or deception (but also
abduction and fraud), for exploitation, including forced labor but also for other
crimes such as sexual exploitation and organ harvesting.

Debt bondage
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To prevent forced labor, it is necessary to identify mechanisms of involuntary
consent and coercion that take place at the recruitment stage and
throughout the employment relationship.
The guidelines in this section specify the steps that must be taken to guard
against potential forced labour situations (whether recruitment is carried out
directly by the Group or indirectly through temp agencies).
Guidelines marked with an asterisk * do not apply to short-term projects and are
only relevant in certain sensitive geographical areas.
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Debt bondage happens when people provides their labor as security against
the repayment for a debt or other obligation. It can look like an employment
agreement, but one where the value of labor services as reasonably assessed
is not applied towards the liquidation of the debt (e.g., workers only manage
to repay the interests on the debts). It is a «contract» in which the services are
neither defined nor limited; the laborer can, for example, be required to work at
any time (day or night). The laborer ends up with a debt that is impossible
to repay.
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Three core issues have been identified within this chapter:
RECRUITMENT FEES AND DEBT
CONTRACT SUBSTITUTION
WORK VISA, ID, PASSPORT, AND EXIT PERMIT
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We have a duty everywhere
to respect human rights.
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Recruitment fees and debt
VINCI’S
GUIDELINES

:: No fees should be charged to candidates at any stage of the selection,
recruitment, and deployment process.
:: All contracts with recruitment agencies should include a “no fees” policy.

:: Confidential channels for reporting complaints about fees should be
made available to migrant workers.

General background

The recruitment process implies several expenses, referred to as recuitment
costs. These amounts include costs related to advertising, medical examinations,
training, pre-departure seminars, skill tests, visas and airfare. Usually, the
Company or the recruitment companies should cover the payment of these
fees and costs directly. Nevertheless, recruitment companies often offer user
companies attractively-priced recruitment conditions. To make up the cost, the
agencies charge these amounts to low-skill workers. Under these conditions, it
is the workers who finance the recruitment process in order to have access to
employment.

High recruitment fees and interest on loans charged to migrant workers create
conditions for their exploitation and for potential forced labor and debt bondage
because workers are effectively being bound to work for months with no
pay. In these situations, workers are directly using part or most of their wages to
repay their debts, sometimes for several months. Therefore, workers become very
vulnerable and dependent upon those who are employing them, and evidence
of forced labor may simply result from changes in the terms and conditions of
employment, late payment of wages, unacceptable living conditions, threat of
deportation, etc.
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The fees paid by workers to the agencies and their intermediaries can also
contribute to sustaining a corrupt recruitment system. The recruitment fees
provide the intermediaries with internal capital that allows them to secure their
contracts and keep their clients by means of “kickbacks”, bribery, or benefit in
kind at the time of skills testing and candidate selections.
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Fees paid and loans taken to secure a job constitute an unbearable burden on
workers and their families. It could be considered as evidence of forced labor
when workers are coerced through debt and other forms of bondage caused by
high recruitment or transportation fees. As a result, workers might be seen as not
freely consenting to the employment relationship.

02
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:: Recruitment agencies should be transparent to user enterprises with
regard to their practices, in particular the use of any agents/subagents
and their costs and terms of engagement.
:: The Company and its recruitment agencies should ensure that
candidates are made aware that no fees should be charged at any stage
of the recruitment process.

Heavy indebtedness
significantly reduces
workers’ remittances to
the countries of origin
and limits the positive
impact for workers’
families.
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What is at stake for VINCI?
The Company can be seen as benefiting from the poor recruitment
practices as well as from the restriction to freedom of work and movement
induced by the large debt and loans workers have to repay.
This potential exposes the Company to reputational damages as well
as legal liabilities particularly in the case of forced labor. In addition,
the Company could be exposed to accusations of corruption and bribery,
as poor recruitment practices are also often associated with these offenses.

:: Contractual Requirements
The Company should incorporate the “no fees” commitment into its contractual
requirements with the recruitment agency. It is also important to ensure that
the fees paid by the Company to the recruitment agency reflect accurately these
commitments and enable the latter to cover the true cost of recruitment. In case
of serious shortcomings, the contract should include the implementation of a
corrective action plan.

:: Termination of contract
Termination of contract with the recruitment agency should be considered
when infringement is observed or where the systems in place negatively impact
workers, as, for, example, when over a certain period the entire salary of the
workers is used to reimburse the recruitment fees.
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:: Monitoring
The Company should expect to receive updated information regarding the
ongoing recruitment procedures and measures taken to reduce the use of, or
potential abuses by, subagencies and intermediaries. The Company should also
consider implementing surveys among migrant workers on a regular basis to
monitor whether they have paid recruitment fees or not.
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Particular attention must
be paid to household
employees of Company’s
expatriate staff. They
might have been
recruited through a
similar process.

:: Commitment
Given that international standards and good practices in the field of recruitment
generally prohibit the payment of any fees and in the absence of international
agreements on the amount of fees that would be considered acceptable:
• the Company should be committed to implement a “no fee”/fully employerpaid recruitment model where workers are not expected to pay for their
recruitment;
• the Company should ensure that recruitment agencies are implementing
systems that mitigate the risk of fees being paid by workers (i.e., by reducing
the use of agents and subagents and by communicating appropriately to
workers on the amount of the expected fees and the allocation of costs).

02
WORKING CONDITIONS

What can be done?
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Challenges
Transparency
Monitoring each step of the recruitment process is difficult because of the variety
of recruitment agencies and local intermediaries in place.

Liability

Accuracy
Investigating recruitment practices through worker surveys can be effective,
but it is important to keep in mind that workers may face pressure from the
recruitment agents to not reveal any information about the amounts that they
have actually had to pay.
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Obtaining agreements with recruitment agencies that observe the “no-fees”
policy can be complicated when there is little competition in the region.

Effectiveness
In some countries, endemic corruption has severe consequences on recruitment
practices and particularly on the level of recruitment fees. In such contexts, it is
difficult to implement an effective recruitment policy.
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ACCRUAL OF FEES DURING THE
RECRUITMENT PHASE THAT
COULD LEAD TO SERVITUDE:

04
+

CHARGES

RECRUITMENT
AGENCIES

+

CHARGES

= RECRUITMENT FEES
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EMPLOYEES ARE OBLIGED
TO WORK TO REIMBURSE
THESE FEES

LOCAL MANPOWER
SUPPLIERS AND
SUBAGENCIES

HUMAN RIGHTS PRACTICES
IN THE VALUE CHAIN

CONSTRUCTION
PROJECT
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Contract substitution
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:: The Company strictly prohibits the use of coercion, deception,
or omission as part of the worker recruitment process.
:: Migrant workers should be provided with written contracts in a
language they understand, with all terms and conditions explained
clearly prior to departure.

General background

The main forms of deception during recruitment relate to salary, the type of work
offered, work hours, overtime hours, or rest days. Once they are victims of such
forms of deception, workers are generally compelled to work because they
have to reimburse their debts and can rarely afford to pay for their trip
back home.
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Contract substitution happens when recruitment agencies and brokers arrange
work placements for migrant workers without informing them of the real terms
and conditions of work. This practice forces migrants to accept «de facto» to work
in much less favorable conditions than those that were promised them (orally in
or writing) in their country of origin.

WORKING CONDITIONS

:: The Company ensures that all the relevant information on workers’
terms and conditions of employment and living arrangements are
adequately communicated to workers by recruitment agencies, brokers,
or the Company itself.

02

04
CONTRACT
SUBSTITUTION

05
LOCAL COMMUNITIES

SUBSTITUTION EXPOSES MIGRANTS
TO THE RISK OF EXPLOITATION
AND ABUSE
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What is at stake for VINCI?

What can be done?

:: Monitoring
The Company should require better transparency from its recruitment agencies.
This increased transparency should enable the company to better understand
and monitor the information flow to workers. The Company might also consider
participating in the last stage of the recruitment process to ensure that the
information about the Company is adequately conveyed to workers.
:: Termination
Termination of contract should be considered when infringement is observed
or where the the monitoring systems in place do not allow the reduction of the
number of cases of contract substitution over a certain period.
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Workers should have
the full knowledge and
understanding of the
terms and conditions
of their employment
contracts and living
arrangements prior to
departure.

:: Contractual Requirements and Expectations
The Company should incorporate its commitment to strictly prohibit contract
substitution into its contractual requirements with recruitment agencies. It is
particularly important to publish job postings in local newspapers and provide
information and draft employment contracts to applicants in a language that
employment seekers can understand. In addition, the Company should develop
a Workers’ Rights and Induction booklet and make it available and adapted to
workers with low literacy levels. This process should aim at ensuring that workers
receive the relevant information as early as possible during the recruitment
process.
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:: Commitment
The Company should be committed to sharing information with workers about
their terms and conditions of employment and strictly prohibiting the practice of
contract substitution.
Information about workers’ terms and conditions of work should be provided
through various ways and means in a language workers can understand. Workers
should have a chance to ask for clarification about their working conditions.

02
WORKING CONDITIONS

Contract substitution may be seen as an issue that exceeds the scope
of companies’ responsibility. However, when workers are working under
substituted terms and conditions, this exposes the Company to allegations
of forced labor because workers have not had a chance to really consent to
their terms and conditions of employment.
In such cases, the Company can be seen as complicit or indirectly linked
to misleading and deceptive practices, which can constitute evidence of
human right infringement.
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Challenges
Accessibility
Job advertisements are generally published in large newspapers. However,
they are unlikely to be the main source of information for potential candidates.
Therefore, it is recommended that a variety of information sources be used
(e.g., local newspapers, local radio stations, Internet, etc.).

Workers’ mother tongues can be very varied and advertisements and job offers
are generally available only in English or translated into the regional lingua franca.

Legibility
If contract and terms of employment must be thorough and not misleading
in any way, additional measures should be taken to make the contract’s terms
accessible and understood by illiterate workers.
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Inclusiveness
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Work visa, ID, passport,
and exit permit
:: The Company should provide safety box for every worker to safeguard
personal documents and valuable items.*
:: Original documents should be used by the Company only when strictly
required for the purpose of registration with the national or local
authorities. The documents should be promptly returned to the workers
at the end of the process.
:: Workers should have the freedom to terminate employment (provided
they give reasonable notice) at any time without administrative or
financial penalties (such as withholding or nonpayment of wages).
The freedom to terminate employment should be mentioned in their
employment contracts.

In some countries, local laws may enable employers to restrict workers’ freedom
of movement, especially if they are migrant workers. Sometimes, companies use
this control to put pressure on workers, either to limit their movements or to
force them to continue working under unfavorable conditions.

Another issue relates to employers keeping workers’ passports and ID documents
for security reasons – to avoid theft and fraud at the worksite or living quarters,
for instance, or to purposely restrict workers’ freedom of movement.
Such restrictions to workers’ freedom of movement can also occur when
companies do not deliver exit permits to workers, where such a document is
required to leave the country. Likewise, companies may decide not to issue
tickets to travel at the end of contract, not to pay fines on expired residence
permits, not to return passports when workers decide to leave, etc.
Such practices may result in workers being forced to perform work in a
place and under conditions that they would otherwise refuse.
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One major issue arises when employers are not implementing immigration
procedures adequately, leaving their employees “undocumented.” For instance,
employers may decide not to comply with the usual procedures for issuing
residence permits and ID cards. Without these documents, migrant workers face
a highly precarious situation as their ability to move freely within the country is
very limited and they can be considered illegal by local authorities and deported
at any time.
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General background

02
WORKING CONDITIONS

VINCI’S
GUIDELINES

:: The Company must not withhold workers’ personal travel or identity
documents or any other personal items.
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* This guiding principle does not apply to short-term projects and is only relevant in certain sensitive geographic areas (see page 11).
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What is at stake for VINCI?

What can be done?
:: Commitment
The Company should make a clear commitment against withholding workers’
passports.

:: Grievance Mechanisms
The Company should promote means for workers to raise grievances associated
with these potential abuses so that the Company can quickly address the issue.

WORK
PERMIT
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THE WORKER SHOULD HAVE
FREEDOM OF MOVEMENT AND
REMAIN IN POSSESSION OF,
OR BE ABLE TO EASILY ACCESS,
HIS PASSPORT AND HIS
IDENTITY PAPERS.
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:: Monitoring and Procedures
The Company should provide workers with the means to keep their passports
with them in a safe and secure location. For instance, a safety box should be
made available to every worker so that workers can safeguard their personal
documents.
The Company should also be extremely diligent in implementing all workerrelated administrative tasks (e.g., local ID, compulsory medical examination,
residence permit, transport, and company card, etc.) in due time to minimize the
risk of workers finding themselves in an illegal situation.
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When VINCI’s companies operate in a restrictive context for workers’
freedom of movement, they should seek to reduce the probability of
this restriction.
It is the Company’s responsibility to secure workers freedom of movement
within the constraints of the system. Otherwise, the Company could be
seen as benefiting from restrictions on workers’ freedom of movement
through coercive, threatening, or deceptive measures, which might
constitute forced labor.
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IDENTITY
PAPERS

FREEDOM
TO CHANGE
EMPLOYER

VISA AND
EXIT VISA
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Work visa, ID, passport, and exit permit

Challenges
Responsibility
In certain countries and in certain legislative contexts, companies may find it
difficult to guarantee that workers can leave their job and change employer or
return home at any time with a reasonable notice.

Transparency

Support
It can be time-consuming to support workers with administrative issues related
to their visa, passport, work permits, etc.

02
WORKING CONDITIONS

It might be difficult to provide every worker with transparent information
regarding work permit, visa, freedom of movement, and exit conditions in a way
that is easily understood by workers.
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• International Convention on the Protection of the Rights of All Migrant Workers and Members of
Their Families (1990).
• Dhaka Principles for Migration with Dignity (2012).
• Global Unions Principles on Temporary Work Agencies (2011).
• UN Guiding Principles on Business and Human Rights (2011).

: Relevant ILO instruments:
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–– Forced Labour and Servitude Convention No. 29 (1930) and its Protocol (2014).
–– Private Employment Agencies Convention No. 181 (1987).
–– Fee-Charging Employment Agencies Convention No. 96 (1949).
–– Employment for Migration Convention No. 97 (1949).
–– Migrant Workers Convention No. 143 (1975).
–– ILO Declaration on Fundamental Principles and Rights at Work (1998 and 2010).
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International declarations and conventions:
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Introduction
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WORKING CONDITIONS

A sound worker-management system is one that respects the fundamental rights
of workers including the right to work, the right to just and favorable working
conditions, the right to health and safety at work, freedom from forced labor,
freedom of association, right to collective bargaining, etc. Worker-management
systems should also ensure that employees enjoy breaks and holidays so that
their rights to rest and leisure, health, and family life are respected.

This chapter deals with the potential risks of breaches of fundamental
employment rights that could result from a lack of vigilance concerning
conditions of employment. For each of these topics, the guidelines detail the
approach and the actions to be taken to guard against the risks of breaches of
workers’ fundamental employment rights at their place of work.
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Respecting workers’ rights is also a way for companies to build a constructive,
long-standing worker-management relationship. Promoting such practices
should not be seen as a cost, but rather an investment that enables the
improvement of employees’ working conditions, the reinforcement of staff loyalty
and the increase of economic, social and societal performance.

02
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When employing workers, companies have the responsibility to meet
international human rights requirements particularly concerning
health and safety, security, wages, hours and holidays, freedom of
association, non-discrimination and equal opportunities, and the
protection of underage workers.
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The guidelines marked with an asterisk * do not apply to shift work and to
workers on oil rigs, for whom specific payment and compensation systems are in
force (bonuses, payments, compensation in cash or in kind, paid holidays, etc.).

WAGE LEVELS
WORKING HOURS
PAID HOLIDAYS AND OTHER BENEFITS
WORKERS REPRESENTATION
HIRING UNDERAGE WORKERS
DISCRIMINATION
HEALTH AND SAFETY
WORKSITE SECURITY
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When addressing human rights related to working conditions,
the following issues must be taken into consideration:
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It is the Company’s
responsability to provide
adequate working conditions.
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Wage levels
VINCI’S
GUIDELINES
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:: The Company should respect minimum wage national legislations
where they exist.
:: The level of wages should correspond to the number of hours worked,
particularly when overtime is performed.*

:: Allowances deducted from salary should be justified, reasonable and
clearly explainedto workers.

General background
Wages are at the heart of the employment relationship. They constitute the
direct compensation of the work performed as well as providing workers with the
means to secure a living.

Most States have enacted legislation covering minimum wage, but some do
not have any legal framework on this issue. Furthermore, in countries where
minimum wages do exist, their level may not be adjusted to reflect the real cost
of living and fail to provide workers and their families with a decent livelihood.

A challenging wages determination
Wages determination is often more complex than it appears. The difficulty of
the calculation stems from the payment of overtime, and of various allowances
and benefits. It is sometimes difficult to determine what is the exact level of
wages paid and whether this level corresponds to the minimum prescribed
by law, let alone corresponds to a wage that is «sufficient to satisfy the basic
needs of workers and their families». In most cases, ensuring that wages paid
correspond at least to the minimum wages prescribed by the law will suffice, but
in certain countries, this is not enough to ensure an adequate standard of living.
When companies cannot rely on minimum wages, their challenge is to better
understand the basic needs of workers and their families.

* This guideline does not apply to shift work and to workers on oil rigs, for whom specific payment and compensation systems are in force (bonuses, payments, compensation in cash or in
kind, paid holidays, etc.).
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––Right to an adequate
standard of living.
––Right to work.
––Right to just and
favorable remuneration.
––Right to just and
favorable conditions of
work.
––Elimination of all forms
of forced labor and
exploitation.
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RELEVANT HUMAN
RIGHTS:

In addition to respecting minimum wages legislation when they exist, companies
should strive for paying wages that guarantee workers and their families a decent
life, as part of their corporate social responsibility. This is further reflected in
OECD Guidelines for Multinational Enterprises, which stipulate that multinational
companies should “provide the best possible wages, benefits, and conditions of work […]
These should be related to the economic position of the enterprise, but should be at least
adequate to satisfy the basic needs of the workers and their families”.
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In accordance with international human rights standards, a worker should receive
a just and favorable remuneration ensuring for himself/herself and for
his/her family an existence worthy of human dignity. Wages received should
therefore enable workers to cover their basic needs (i.e., cost of food, housing,
etc.) and the basic needs of their dependents. According to the ILO, a decent
wage is one of the simplest and most direct ways of preventing a rise in
working poverty.

02
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:: Workers should be paid on time and on a regular basis, preferably
directly to their bank account.

01
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What is at stake for VINCI?

What can be done?

The Company should at least comply with these national requirements.
It can also choose to set its own minimum wages above that legal level. Similarly,
when a country has not implemented any minimum wage standard, the Company
should establish its own minimum wage policy.

03
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:: Understand the level of wages
The Company should know for each country of operation whether there
are established minimum wages. It is important to take into account the
possibility that several minimum wages are applicable, depending on the job
performed or the regions.

02
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If the Company fails to respect existing legislation on minimum wages or
neglects to pay an adequate level of wages, it potentially can face several
difficulties, such as:
• wage claims and social unrest if employees feel they are underpaid;
• high turnover and resignation if employees find better employment
conditions elsewhere;
• legal issues if the Company does not respect the legal framework on minimum
wages;
• reputational damage if the Company is seen as not paying wages that allow
workers to live in dignity.
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TO CALCULATE THE APPROPRIATE LEVEL FOR MINIMUM WAGES, THE COMPANY CAN
LOOK AT:

CAPTION
DEBT
SOCIAL BENEFITS
RISKY/UNHEALTHY
SURVIVAL STRATEGIES
EARNED INCOME IN
STANDARD WEEK

Non essentials, luxuries,
investment in future
Savings, social
participation and
resilience to emergencies

Basic cost of living for
average family

DESTITUTE
Zero income,
sporadic labour

+
SURVIVING
IMPOVERISHED
SUBSISTING
THRIVING
Less than
Sub-living minimum Sub-living minimum Living wage
wage with benefits
minimum wage wage no benefits
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• the general level of wages in the country, including the minimum average of
comparable employers in the construction sector;
• the global cost of living and purchasing power level and the relative living
standards of other social groups;
• social security benefits and collective bargaining agreements.
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:: Information on and payment of wages
The Company is advised to develop pay structures for each project, with wages
calculated according to clear and objective rules.
Workers should be remunerated in a timely manner and on a regular basis –
usually every 15 to 30 days. It is important that every employee receive a payslip
in the local language on a monthly basis.
Salaries should be preferably paid on a bank account rather than in cash,
and errors at time of payment should be avoided as much as possible.
In countries where it is technically feasible and relevant, the Company can
consider strengthening the payroll system by adopting a dedicated software
program to limit the number of errors (late or nonpayment of accurate wages).

TREASURY & FINANCING GUIDELINES:
INSTRUCTIONS FROM VINCI’S FINANCIAL DEPARTMENT
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When the Company provides in-kind allowances as part of workers’
remuneration, such as accommodations, food, healthcare and medical insurance,
transportation, services (laundry, Internet, etc.), it should ensure they are useful
for the workers, possibly optional, and provided at, or below the market rate. All
deductions related to in-kind allowances received by workers should be recorded
in writing and explained.
In addition, under no circumstance should the Company deduct wages as a
disciplinary measure.
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Subsidiaries of VINCI must use the necessary resources to secure all incoming or
outgoing payment media used within the Group, particularly in order to limit the
risk of fraud (internal and external) as much as possible.
This implies reducing, as far as possible, transactions that require manual
processing and paper media (check book, bills, promissory notes, paper-based
transfers, and cash), given the very high risk of falsification, fraud, and theft
associated with these media.
Thus, electronic bank transfers should be preferred for intra-group payments,
rather than paper-based transfers. In principle, it is strongly recommended
to avoid holding cash and making cash payments, except in justified cases
that have been validated by the Company’s CFO (e.g., worksite cash box). The
validation must formally state the maximum authorized amount and the related
management procedure.
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If workers are keen to
regularly work overtime
on a regular basis, it might
be a sign that salaries are
too low to enable them
to provide for themselves
and their families.
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Challenges
Dignity
The Company has to find a balance between profitability needed to maintain
competitiveness and level of wages, to guarantee to workers the right to a decent
life and freedom from exploitation.

Proportionality

02
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If wage levels and costs of living are disconnected, there is no guarantee that
workers can earn a wage that allows them to live a dignified life.
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International declarations and conventions:
Universal Declaration of Human Rights (1948).
African Charter on Human and Peoples’ Rights (1981).
International Covenant on Economic, Social and Cultural Rights (1966), Article 7(a) and 11(1).
OECD Guidelines for Multinational Enterprises (1976, last update 2011),
Section IV, Human Rights; Section V, Employment and Industrial Relations.
• UN Guiding Principles on Business and Human Rights (2011), Section II, The Corporate Responsibility
to Respect Human Rights.
• IFC Performance Standards 2 Labour and Working Conditions.

: Relevant ILO instruments:
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–– Labour Clauses (Public Contracts) Convention No. 94 (1949).
–– Protection of Wages Convention No. 95 (1949).
–– Equal Remuneration Convention No. 100 (1951).
–– Social Policy (Basic Aims and Standards) Convention No. 117 (1962).
–– Minimum Wage Fixing Convention No. 131 (1970).
–– Migrant Workers (Supplementary Provisions) Convention No. 143 (1975).
–– Tripartite Declaration of Principles Concerning Multinational Enterprises and Social Policy (1977).
–– Protection of Workers’ Claims (Employer’s Insolvency) Convention No. 173 (1992).
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Working hours
VINCI’S
GUIDELINES

:: The Company should respect national legislations on working hours
and overtime, where they exist. The limitations on overtime shall be
respected, even if an employee requests to work additional hours.
:: Records of working hours per week should be kept and monitored by
the Company.

:: Employee should have at minimum one rest day per week, except for
specific types of work or situations, for which special rules on working
hours and rest periods may apply.*
:: Employees should have access to restrooms and should be allowed
breaks during their workday.
:: Rules on working hours and rest and break periods should be
communicated to workers, in an accessible and understandable format at
the outset of the employment relationship.

DROITS HUMAINS
APPLICABLES :

Excessive working hours can impact the health and safety of workers,
resulting in sleep deprivation and fatigue as well as cardiovascular, gastrointestinal, and mental health disorders. Fatigue may lead to higher rates of
accidents and injuries as well as a decrease in productivity rates.
At an international level, there are a number of ILO conventions and
recommendations on hours of work and daily and weekly rest periods.
Such a framework offers a balance to maintain a high level of productivity while
preserving the mental and physical health of workers. Those standards are not
implemented everywhere in the world, but they should be considered as an ideal
goal to achieve for the welfare of workers and the respect of their rights.
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––Right to rest and leisure.
––Right to reasonable
hours of work.
––Right to just and
favourable conditions
of work.
––Right to rest between
working days.
––Freedom from forced
labour.
––Right to family life.
––Right to health.

The issue of average working hours per day and week is highly dependent on
cultural and social norms. Standards have evolved over time, and they vary
across countries.
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General background

WORKING CONDITIONS

:: Overtime hours should be remunerated at least at the same rate as
normal working hours.*

02

AVERAGE WORKING TIME IN THE WORLD

05
(1)

/ WEEK

!

EXCESSIVE WORKING HOURS
= RISKS
(1) , with a peak of 50 hours in Qatar.
* This guideline does not apply to shift work and to workers on oil rigs, for whom specific payment and compensation systems
are in force (bonuses, payments, compensation in cash or in kind, paid holidays, etc.).
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What is at stake for VINCI?

What can be done?
It is the responsibility of the Company to provide adequate working conditions
and set reasonable production targets and work schedules based on realistic
productivity rates to ensure that workers are working an acceptable number
of hours.

It is suggested that the Company negotiate with employee representatives
to establish an agreement on the maximum number of working hours, including
normal and overtime hours.
The Company is also advised to clarify overtime limits and practices within
employment contracts, to make sure workers are informed of their rights under
the local legislation, including overtime and associated pay rates.

WEEKLY REST PERIODS
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At minimum, the Company should respect the legislation and collective
agreements existing in the country of operations on this issue. When there is
no existing national regulations, it should follow the ILO minimum standards
that provide for one day of rest per week, or if legally permitted, two days off
every two weeks. Exceptions can be made for specific tasks or under exceptional
circumstances.
When granting weekly rest periods, the Company is encouraged to follow the
traditional or customary rest days in the country, to ensure that the rest time of
its employees corresponds to the rest time of their family and to communicate
this to them.
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:: Rest periods
As expected by international regulations and stipulated in some national
legislations, the Company must allow for a reasonable amount of time for rest
and leisure. Workers should have 11 consecutive hours of rest in a 24-hour
period, and 1 day off per week.
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:: Working hours & overtime
The Company should comply with national legislation and all applicable
collective agreements regarding working time limits, including normal hours
and overtime. When there is no national legislation on working hours in the
country of operation or collective agreement, the Company should establish its
own basic policy. Workers working under special arrangement such as shift work
might have different work schedules.

02
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If the Company imposes a fast pace of work and heavy workloads on
workers, it potentially can face several difficulties, such as:
• an increase in the number of dangerous situations: incidents, and
accidents, including lost-time and fatal accidents;
• an increase in absenteeism: more work accidents and fatigue can lead to
more days of absenteeism, which can reduce business productivity;
• an accusation of infringing workers’ rights to health and freedom from
forced labor: based on the extreme working conditions that do not respect
regulations on working hours and endanger workers’ lives.
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DAILY REST PERIODS

The Company should develop work schedules that allow workers to have regular
breaks within the day, usually used for eating, drinking, stretching, and resting.
The number of breaks can vary depending on the nature of the activity, the
employee’s health (pregnancy, diabetes, young or old age, disability, etc.), or the
temperatures. Using the toilet should not be counted against the time allocated
for a break; employees should be able to use it at any point if necessary.
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WORKING CONDITIONS
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Challenges
Excessive overtime on a voluntary basis
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To increase their earnings, workers often push to work more hours than what is
legally allowed. This can put their health and safety at risk.

Excessive workload

Lack of transparency
Employee contracts might not specify how many overtime hours can be worked
per week.

Time-consuming commuting

02
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Assignments to be completed urgently can result in pressure to work
unreasonable amounts of overtime.

Transport time between accommodation and worksite can be important.
It increases significantly the length of workers’ days and reduces their time to rest.

03
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International declarations and conventions:

•
•
•
•
•
•

Universal Declaration of Human Rights (1948).
International Covenant on Civil and Political Rights (1966).
International Covenant on Economic, Social and Cultural Rights (1966), Articles 2 (2), 3, 7, 10, and 15(1a).
OECD Guidelines for Multinational Enterprises (1976, last update 2011), Section IV, Human Rights;
Section V, Employment and Industrial Relations.
UN Guiding Principles on Business and Human Rights (2011), Section II, The Corporate Responsibility
to Respect Human Rights.
Convention on the Elimination of All Forms of Discrimination Against Women (1979), Articles 11, 13, and 16.
Convention on the Protection of All Migrant Workers and Members of Their Families (1997).
SA 8000 Standards, Article 8.
Fair Labor Association’s Workplace Code of Conduct.
IFC Performance Standards 2 Labor and Working Conditions.

: Relevant ILO instruments:
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–– Hours of Work (Industry) Convention, No. 1 (1919).
–– Weekly Rest (Industry) Convention, No. 14 (1921).
–– Hours of Work (Commerce and Offices) Convention, No. 30 (1930).
–– Forty-Hour Week Convention, No. 47 (1935).
–– Weekly Rest (Commerce and Offices) Convention, No. 106 (1957).
–– Reduction of Hours of Work Recommendation, No. 116 (1962).
–– Night Work Convention, No. 171 (1990).
–– Part-Time Work Convention, No. 175 (1994).
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Paid holidays and other benefits
VINCI’S
GUIDELINES
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:: The Company should always comply with the requirements of national
laws on paid holidays.
:: The Company should ensure that, if an occupational hazard occurs,
workers are covered by death/permanent disability benefit schemes in
the country of operations.

General background

WORKING CONDITIONS

:: The Company should strive to develop health insurance schemes when
they do not exist or are not functioning well in the country of operation.

02

Social security is a state responsibility, but businesses are often required by
national governments to contribute financially to benefit schemes.

RELEVANT HUMAN
RIGHTS:

Parental leave, which includes maternity, paternity, and adoption leaves, enables
employees with family responsibilities to take paid time off work to fulfil their
family duties. Maternity leave is a recognised right in most of countries, with
few exceptions such as the United States, where paid maternity leave is not
mandatory.
Sick leave covers workers who are not able to work due to illness. It is composed
of a leave from work and wage replacement that compensate for the loss of
earnings. Across the world, about 145 countries guarantee paid sick leave to
employees, with a replacement rate varying between 50 percent and 75 percent
in general, and a period of paid sick leave lasting from less than one week to
more than one month, and even up to two years in some countries.
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Paid leaves are a key benefit for employees. It is crucial for workers to meet
their family responsibilities and to enhance their health and well-being. Absence
of paid leave can endanger workers’ rights to family life and health. In the long
term, it can lead to deterioration of their health. It can also be discriminatory for
women, as they are the ones who often need to take time off to take care of their
sick children and relatives.
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––Right to rest and leisure.
––Right to reasonable
hours of work.
––Right to just and
favorable conditions
of work.
––Right to rest between
working days.
––Freedom from forced
labor.
––Right to family life
––Right to health.

Paid leave entitlement as social benefits
Annual paid leave refers to time off work that is paid by the employer to the
employee each year. The length of paid leave available to each employee varies
according to the country of operation and the employer’s policy in case there
is no national regulating framework. Most States in the world have enacted
legislations on annual paid leave, with different number of days off (for instance,
20 in the United Kingdom). Countries like the United States have no legal
framework requiring companies to grant employees annual paid leave, leaving the
decision on whether to offer paid time off to the employer.

03
LIVING CONDITIONS

Health, family, and death benefits
Companies can contribute to state based schemes and/or should consider
ways to complement and/or expand them when they are insufficient or absent.
This includes curative or preventive medical care and sickness benefits; family
and maternity benefits; employment injury and invalidity benefits; and death
benefits. Such benefits are crucial for workers, their families, and for their whole
communities, as they ensure social cohesion among members of society.
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What is at stake for VINCI?

What can be done?

These guidelines should at least respect national legislation on paid holidays,
when it exists. They should also comply with any national public holidays
provided by the State. Public and/or customary holidays should not be counted as
part of the workers’ minimum annual holiday entitlement. Employees may not be
compelled to work on bank holidays, unless a particular duty is mentioned in the
employees’ contract because of the type of work performed.
The Company should refer to national legislation for the minimum period of
service the employee is required to serve before being entitled to holidays.
Following ILO’s recommendations, the Company should grant every leaving
employee compensation proportionate to the accumulated holiday leave to which
she/he is entitled.
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Minimum paid holidays entitlement should be respected and workers
should be encouraged to take their time off, even if sometimes they are keen
to give up their holiday entitlement to earn additional compensation.
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:: Paid holidays
The Company should establish guidelines that state how much minimum paid
holidays an employee is entitled to each month, depending on his/her status.

02
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If the Company does not provide workers with adequate leaves and other
benefits it can face several difficulties, such as:
• increased absenteeism: If employees are not provided with any forms of
leave, they may take days off without authorization from the Company to fulfil
their family duties or recover from sickness;
• accusation of infringing on workers’ rights to family life, on the ground
that working conditions do not enable workers to take sufficient time off for
maternity and parental purposes, for instance;
• accusation of infringing on workers’ rights to health, on the ground that
working conditions and absence of health benefits jeopardize the health of
workers and their relatives because workers have limited access to health
benefits and are not able to take days off to take appropriate measures to
recover themselves or their relatives from illness.
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:: Parental leave and care
The Company should apply the national legislation on maternity leave. If there is
no regulation, it should strive to provide 14 weeks maternity leave for all pregnant
employees, per ILO standards. The Company should also consider granting
parental leave to all employees — regardless of their gender — who have recently
adopted children or have taken on the responsibility to care for children.

:: Medical care, work injury, and death benefits
If benefit schemes exist in the country of operation, the Company should support
them. If no schemes exist, or if the coverage provided is still insufficient,
the Company should try to collaborate with the state to improve and expand
the schemes.
If this proves impossible, then the Company should consult with other
stakeholders (employee representatives, NGOs, public authorities) to develop its
own alternative private system of protection from sickness, work-related injuries,
disabilities, and death. Benefit levels can be determined based on the level of
wages in the country of operation and the state of medical facilities.
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• When an employee is unable to work due to illness, she/he should be
allowed to take time off, provided she/he has a medical document.
The employee should be able to reintegrate into her/his job once she/he
has recovered.
• The Company should strive to provide workers with a sufficient level of
medical care and health insurance.
• In case of a serious injury resulting from work or from a long-term
occupational disease, the Company should provide the employee with
specific benefits. For migrant workers, accidents occurring outside the
worksite or labor community should also be considered as part of the benefit
package, when deemed relevant.
• If a fatality occurs on the worksite, the Company should guarantee
a payment to the family of the deceased person.
• Irrespective of the circumstances of the death, if a migrant worker
passes away, the Company should organize and pay for the repatriation
of the body.
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THE FOLLOWING RECOMMENDATIONS SHOULD BE CONSIDERED, REGARDLESS OF
WHETHER THE NATIONAL LEVEL OF PROTECTION IS DEEMED SUFFICIENT OR NOT:

02
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To protect employees returning from maternity and other forms of family
leave, the Company should guarantee that employees can return to their
original position. If a change in position is required to accommodate new family
responsibilities, the change should be at the request of the employee, and should
not result in a reduction in salary and/or benefits.
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Challenges
Workers renouncing holiday entitlement on a voluntary basis
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In order to increase their earnings, workers are likely to ask to forsake all or part of
their annual leave entitlement.

Migrant workers needs regarding holiday breaks

Conciliating work and family responsibilities
Employees who have family responsibilities can face difficulties in handling
both their professional and familial obligations if they are not provided any
paid holidays.

02
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Migrant workers need to be granted longer annual break as well as free plane
tickets, so that they can go back to their home countries for a reasonable period.

Extending access to medical coverage
It can be challenging to generalize access to health insurance, sick leave, and
death benefits in countries where national social security systems do not provide
wide coverage.

•
•
•
•

•
•
•
•
•
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: Relevant ILO instruments:
–– Hours of Work (Industry) Convention, No. 1 (1919).
–– Weekly Rest (Industry) Convention, No. 14 (1921).
–– Hours of Work (Commerce and Offices) Convention, No. 30 (1930).
–– Forty-Hour Week Convention, No. 47 (1935).
–– Weekly Rest (Commerce and Offices) Convention, No. 106 (1957).
–– Reduction of Hours of Work Recommendation, No. 116 (1962).
–– Holidays with Pay Convention (Revised), No. 132 (1970).
–– Workers with Family Responsibilities Conventions, No. 156 (C156).
–– Night Work Convention, No. 171 (1990).
–– Part-Time Work Convention, No. 175 (1994).
–– Maternity Protection Convention, No. 183 (2000).
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•

Universal Declaration of Human Rights (1948).
International Covenant on Civil and Political Rights (1966).
International Covenant on Economic, Social, and Cultural Rights (1966), Articles 2(2), 3, 7, 10, and 15(1a).
OECD Guidelines for Multinational Enterprises (1976, last update 2011), Section IV, Human Rights;
Section V, Employment and Industrial Relations.
UN Guiding Principles on Business and Human Rights (2011), Section II, The Corporate Responsibility
to Respect Human Rights.
Convention on the Elimination of All Forms of Discrimination Against Women (1979), Articles 11, 13, and 16.
Convention on the Protection of All Migrant Workers and Members of Their Families (1997).
SA 8000 Standards, Article 8.
Fair Labor Association’s Workplace Code of Conduct.
IFC Performance Standards 2 Labor and Working Conditions.
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International declarations and conventions:
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Workers representation

Workers representation
VINCI’S
GUIDELINES

:: The Company should respect national laws on freedom of association
and right to collective bargaining.
:: The Company should not discriminate against workers’ representatives
or against workers who seek to organize.

General background

––Freedom of association.
––Right to organize
and form workers’
organizations.
––Right to collective
bargaining.

An achievement for social rights in many countries, freedom of association is
still a challenge in some parts of the world, where some categories of workers
can be denied the right of association. Workers can be illegally suspended,
threatened, arrested or killed for exercising their rights.
Where freedom of association is prohibited and employees are unable to protect
their interests collectively, other workers’ rights may become exposed to abuse,
too. Managers, subcontractors, or other actors may take advantage of employees’
vulnerability and abuse them.

03
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Freedom of association is a human right that is at the core of the employment
relationship. The right of workers (and employers) to form and join organizations
of their own choosing is an integral part of a free and open society and provides
the breeding ground for collective bargaining and social dialogue.
Freedom of association enables workers and employers to join together to better
protect not only their economic interests but also their civil freedoms such as the
rights to life, security, integrity, and personal and collective freedom.

02
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:: Where the right to freedom of association and collective bargaining is
restricted under law, the Company should facilitate the development of
parallel means of workers’ representation.

RELEVANT HUMAN
RIGHTS:
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Workers representation

What is at stake for VINCI?

What can be done?

02
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If the Company neglects to respect freedom of association and workers’
right to collective bargaining, it can face several difficulties, such as:
• limited feedback and information from workers on potential expectations
and grievances that might create social unrest if left untreated;
• lack of interlocutors to discuss issues regarding working conditions,
when needed;
• accusation of infringing on workers’ freedom of association and right to
collective bargaining.
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Each company has a responsibility to respect and promote freedom of
association for its employees. This responsibility can take various forms,
depending on the laws in the country of operation.

The Company should recognize the elected workers representatives and their
trade unions, and should engage in collective bargaining in good faith with a view
to reaching an agreement where possible covering employment or workplace
concerns. It should provide union representatives with access to Company
premises to meet with employees, along with relevant information regarding
employment disputes or collective bargaining, such as economic information.

The Company should respect the provision of the collective bargaining
agreements in force. In case conflicts arise from the implementation of such
agreement, the dispute resolution mechanisms included in the collective
bargaining agreement should be used.

:: When freedom of association is not allowed by national laws
The right to unionize and bargain collectively is restricted in some countries.
In such cases, the Company should promote other forms of representation
of workers’ interests through, for example, workers’ meetings and work
committees. The Company should maintain open channels of communication
concerning all work-related matters, through regularly scheduled monthly or
quarterly meetings between managers and workers, for instance.
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The Company should prevent discrimination, harassment, intimidation,
retaliation, or other adverse actions against unionized workers or those
seeking to become unionized. Union officials should be protected from arbitrary
termination; they may not be dismissed because of their union activities and, in
the event of termination, the Company bears the burden of proving the existence
of serious misconduct.
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:: When freedom of association is recognized by national laws
The Company should respect the right of all workers to form and join a trade
union of their choice without fear of intimidation or reprisal, in accordance with
national law.
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Challenges
Legal restriction to the freedom of association
In some countries, freedom of association and the right to collective bargaining
can be restricted by law or greatly limited because of illegal practices such as
intimidation, discrimination, arbitrary dismissal, forced relocation, violence,
and death, etc.

Lack of independence

Availability of workers
In some remote regions, union representatives can have difficulty reaching
workers during their working hours or even outside their working time.
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Workers’ unions can sometimes be affiliated with governing authorities, and are
not independent.
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Lack of accountability
Workers’ representatives might not be elected but chosen on a voluntary basis.
As a result workers might not feel sufficiently empowered to raise their concerns
directly to them.

In case of election, participation rate can be low, and consequently the elected
individuals might not receive a clear mandate to represent workers.

Lack of effectiveness
Workers’ representatives can question the effectiveness of discussions and
decisions by workers’ committees. This can lead to a low attendance rate from
representatives.
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Lack of participation

04
•
•
•
•

Universal Declaration of Human Rights (1948).
International Covenant on Civil and Political Rights (1966), Articles 21 and 22.
International Covenant on Economic, Social, and Cultural Rights (1966), Article 8(1).
OECD Guidelines for Multinational Enterprises (1976, last update 2011), Section IV, Human Rights;
Section V, Employment and Industrial Relations.
• UN Guiding Principles on Business and Human Rights (2011), Section II, The Corporate Responsibility
to Respect Human Rights.
• IFC Performance Standards 2 Labor and Working Conditions.
• Convention on the Protection of All Migrant Workers and Members of Theirs Families (1997).
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:R
 elevant ILO instruments:
–– Freedom of Association and Protection of the Right to Organise Convention, No. 87 (1948).
–– Right to Organise and Collective Bargaining Convention, No. 98 (1949).
–– Workers’ Representatives Convention, No. 135 (1971).
–– Workers’ Representatives, Recommendation No. 143 (1971).
–– Tripartite Declaration of Principles Concerning Multinational Enterprises and Social Policy (1977),
sections Freedom of Association and the Right to Organize, Collective Bargaining.
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Hiring underage workers
VINCI’S
GUIDELINES

:: The Company has a policy regarding the minimum age for employment
that complies with national laws but is no less than 15 years of age.

General background
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Conditions of employment of underage workers
When underage workers are hired, the nature of the tasks, the working hours,
and the type of shift must be adapted to the young worker. Under international
standards, child workers should enjoy specific conditions including
increased medical monitoring, reduced hours, and protection against dangerous
or hazardous tasks (such as work at height, carrying heavy loads, exposure
to chemicals, etc.). It is also important to protect young workers from other
employees (by providing dedicated dormitories and cloakrooms, for example).
Moreover, hiring underage workers carries a responsibility to develop and
enhance their skills and knowledge through continuous learning or access to
schooling and apprenticeship opportunities so that they can develop positively
into adulthood.
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––Working long hours.
––Working at night.
––Working at dangerous
height.
––Working with
dangerous machinery,
equipment, & tools.
––Transporting heavy
loads.
––Exposure to hazardous
substances, chemicals,
or processes.
––Working in confined
spaces.
––Working underwater.
––Working underground.

Child labor under international law
Children are particularly vulnerable to exploitation due to their young age. Child
labor is work that harms a child’s well-being and education and hinders his/
her development and life. Conversely, work can be beneficial to them when it is
performed under adequate conditions and when they have reached a certain age.
Each country may have its own minimum working-age regulations and there are
usually several minimum-age standards applicable, depending on the nature of
the work. Employers should give special attention to this issue.
Generally, children are not allowed to work if they are under the age of 15,
or under 18 if they are exposed to hazardous conditions that may harm their
health, safety, or morality. Furthermore, if the age for completion of compulsory
education is above 15, companies must comply with these national laws when
hiring workers. In other countries where there is no minimum-age regulation or
where the entry age for employment is younger than 15, the company should
apply the minimum of 15 years, exceptionally, 14 years, for developing countries
as per ILO standards.
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:: The Company does not hire any children younger than 15. Similarly,
the Company does not hire any children who have not reached the age
when compulsory schooling ends in their country, unless they take part
in formal apprenticeship programs.
:: The Company does not hire or contract any workers under the age of 18
to work in dangerous conditions, in particular underground, underwater,
at dangerous heights, or in confined spaces.

WHAT ARE HAZARDOUS
CONDITIONS FOR
UNDERAGE WORKERS?
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What is at stake for VINCI?
Child labor is probably the human rights infringement that can have the
most detrimental impact on the Company’s reputation.

:: Policy
The first step in preventing child labor begins with a clear Company policy,
explicitly stating what its minimum working-age requirements are. It is important
that the policy is clearly disseminated to all staff, business actors, stakeholders,
and throughout all associated activities. Where workers under the age of 18 can
be recruited, it is very important to include information about the working hours
and activities that can be performed by underage workers.

:: Monitoring
The management team should be involved in preventing child labor and carefully
monitor underage workers’ activities. In the event the Company discovers that
children are employed as workers and terminates their contract of employment
on this ground, it should try to continue paying their salaries for a set period,
until the Company puts in place an alternative solution to assist the children
through this transition. For example, the Company can hire an adulte member
of the family.
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Terminating employment
can be detrimental to the
children and their families
which require support.

:: Risk assessment
The Company should screen and monitor relationships throughout the
subcontracting/supply chain with a special focus on its own and its partners’
recruitment processes in order to identify and eliminate the risks associated
with hiring underage workers. Before a project is launched, the Company
should also seek to understand the local context and find out the minimum age
for compulsory education in the country as well as the implications of hiring
underage workers.
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:: Contractual requirements
The Company should integrate child labor expectations that respect the laws
and international standards not only into all its official policies, but also into
all contracts signed throughout the value chain. The Company should
specifically define which tasks are, or are not, acceptable for workers
under 18, especially when the work involves hazardous tasks and/or
environments.
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What can be done?
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Challenges
Securing
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Adjusting tasks and work schedule to the specific needs of underage workers
while maintaining productivity on the worksite might be very difficult.

Compliance

Monitoring the subcontracting/supply chain
Contractors and other key business partners might not be thorough or sufficiently
vigilant when conducting the hiring process.
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Job seekers may provide recruiters with false documentation about their age.
The Company, therefore, is required to implement a proper pre-selection process
among workers to ensure they meet the legal minimum-age requirements.
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•
•
•
•
•

Convention on the Rights of the Child (1989).
Convention for the Suppression of the Traffic in Persons and of the Exploitation of the Prostitution of Others (1921).
International Covenant on Economic, Social, and Cultural Rights (1966).
OECD Guidelines for Multinational Enterprises (1976, last update 2011), Section IV, Human Rights.
UN Guiding Principles on Business and Human Rights (2011), Section II, The Corporate Responsibility to
Respect Human Rights.
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International declarations and conventions:
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: Relevant ILO instruments:
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–– C138 – Minimum Age Convention, 1973 (No. 138).
–– R146 – Minimum Age Recommendation, 1973 (No. 146).
–– C182 – Worst Forms of Child Labour Convention, 1999 (No. 182).
–– R190 – Worst Forms of Child Labour Recommendation, 1999 (No. 190).
–– C077 – Medical Examination of Young Persons (Industry) Convention, 1946 (No. 77).
–– C078 – Medical Examination of Young Persons (Non-Industrial Occupations) Convention, 1946 (No. 78).
–– R079 – Medical Examination of Young Persons Recommendation, 1946 (No. 79).
–– C142 – Human Resources Development Convention, 1975 (No. 142).
–– R195 – Human Resources Development Recommendation, 2004 (No. 195).
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Discrimination
VINCI’S
GUIDELINES

:: The Company fights all forms of discrimination in hiring, in workplace
relations, and in the career paths of its employees.
:: The Company is committed to promote equal opportunities between
women and men.

:: Where possible, the Company aims to align the terms and conditions
of work among migrant staff involved in their operations on the same
worksite.
:: The Company strives to implement grievance mechanisms so that
workers can use them effectively to raise any work-related grievance.

General background
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––Rights to
non-discrimination.
––Right to work.
––Freedom of speech.
––Right to just & favorable
conditions of work.

Stages of the relationship
Discrimination can take many forms and shapes and can arise in a variety of
work-related situations:
• Access to employment
(e.g., a job advertisement mentioning the recruitment of male carpenters).
• Terms and conditions of employment
(e.g., wages paid to female workers are lower than to male workers for
the same job, or access to promotions is limited to full-time workers in
companies where only women perform work on a part-time basis).
• Access to training
(e.g., the timing of training is such that only workers without family
responsibilities can attend) and to benefits (e.g., limited to national staff).
• Termination

03
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Factors of discrimination
There are many potential factors of discrimination such as gender, race,
nationality, ethnic background, caste, religion or belief, age, sexual orientation,
marital status, political or union affiliation, HIV status, etc. In general,
discrimination occurs when a person is treated less favorably than
others because of characteristics that are not related to the person’s
competencies or the inherent requirements of the job.
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:: The Company strives to develop programs to promote diversity and to
raise awareness about discrimination among its staff.

RELEVANT HUMAN
RIGHTS:
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PROMOTING LOCAL
EMPLOYMENT

Focus on discrimination against migrant workers
One particular area where discrimination is likely to occur is in relation to migrant
workers. Migrants are often stigmatized as being different and “foreign”
and treated differently than national workers. It is not unusual to see labor
legislation and workplace rules that provide for preferential treatment and higher
payment for workers of the national country than for migrant workers. Migrant
workers may not be given proper contracts, may be forced to live in substandard
accommodations, and may receive inferior social security and other benefit
entitlements. The same may apply to internal migrants, who have come from
another region within the same country.

FIGHTING DISCRIMINATION AND PROMOTING A DIVERSE WORKFORCE COME WITH A
NUMBER OF BUSINESS ADVANTAGES:

•
•
•
•
•

improved employee morale and productivity;
improved employee retention;
improved ability to recruit new talent;
reduced exposure to legal challenges;
enhanced reputation of the Company.
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According to international standards, however, migrant workers should be
treated equally and are entitled to the same treatment as national workers
regarding their terms and conditions of work, as well as their social benefits.
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Focus on discrimination against women
Women workers in particular are victims of a range of prejudices related to
the place of women in society. They face discrimination on the basis of their
gender, marital status, and family responsibility. This limits their access to some
jobs, particularly management positions (glass ceiling) and results in a gender pay
gap (women are paid on average 75 percent of their male counterparts). This also
creates conditions favorable to sexual harassment, including unwelcome sexually
determined behavior such as unsolicited physical contact and advances, sexuallycolored remarks, the display of pornography, and sexual demands, whether by
words or actions. Such conduct can be humiliating and may constitute a health
and safety problem. It is discriminatory when the woman has reasonable ground
to believe that her objection would disadvantage her in connection with her
employment, including recruitment or promotion, or when it creates a hostile work
environment.
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Companies should
respect the principle
of nondiscrimination
throughout their
operations and make
qualifications, skill and
experience the basis
for the recruitment,
placement, training,
and advancement of
their staff at all levels.
However, special
measures to promote
local employment
opportunities that are in
accordance with national
law are not deemed
discrimination.

Direct vs. indirect discrimination
Direct discrimination refers to discrimination against people on the basis of
characteristics that are unrelated to the requirements of the job. Indirect
discrimination refers to policies and procedures that have the effect of putting
a certain group of people at a disadvantage unless there are objective reasons
for doing so. For instance, requiring an excessive and unnecessary number
of years of experience for a job to exclude indirectly younger applicants (age
discrimination), or having height requirements that would exclude certain workers
(discrimination based on physical appearance). However, testing physical ability
might be lawfully justified by the requirements of a job that involve carrying
heavy loads.
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What is at stake for VINCI?

What can be done?
:: Policy
The first step in fighting discrimination begins with a clear company policy
aligned with international standards. The policy covers the ground for
discrimination, spells out the stages of employment relationships, and,
where relevant, specifically mentions the risks of discrimination identified in the
operations.

:: Procedures
To ensure that there is no risk of discrimination, the Company should consider
developing relevant procedures including:
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• clear, nondiscriminatory job descriptions that are publically advertised in local
language;
• active measures by Human Resources and recruitment teams to limit
segregation in employment (i.e., seeking to recruit different profiles from the
same country);
• awareness-raising modules and training for staff on discrimination issues;
• decisions on hiring, working conditions, pay, social benefits, training,
promotion, termination, and redundancy are not made on the basis of
discriminatory grounds or on the basis of criteria that disproportionately
impacts one group more than another;
• women and men are paid the same wages for work of the same value (i.e.,
remuneration is based on an employee’s skills, experience, responsibilities,
and other objective factors not related to gender;
• well-communicated disciplinary rules covering breaches of the policy on
discrimination.
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:: Risk assessment
Each company should seek to understand the risks of discrimination that
are inherent to the country of operation and to the company’s activities.
It should review the profile of its workforce (particularly in terms of nationality
and gender) and map it against workers’ terms and conditions, with a view to
identifying potential cases of job segregation. For example, if workers with the
same nationality/gender profile are found to be doing only one type of job, that
might suggest a risk of discrimination.
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Discrimination is the most pervasive form of human rights violation and
can result in legal action. In addition, companies can face a range of nonlegal risks including:
• alienation of existing and potential segments of the workforce, which can
result in a loss of, or failure to recruit, talent – as well as associated challenges
around morale and employee retention;
• divestment by investors resulting in reduced access to capital;
• brand reputation erosion.
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In addition, the company should integrate non-discrimination expectations
not only into its procedures, but also into all contracts signed throughout
the value chain.

:: Monitoring
The management team should regularly map workers’ profiles (gender,
nationality, age, education, seniority, etc.) against workers’ terms and conditions
(wages, benefits, access to training and promotions, etc.) to identify any potential
patterns of discrimination. In the same way, management should regularly review
grievances raised by workers related to discrimination.
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:: Remediation
Workers’ grievance mechanisms are reviewed and adapted to ensure that
workers who feel they have been discriminated against can use them without
fear of losing their job or other forms of retaliation.
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Challenges
Weak legal environment and enforcement
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In some countries, the regulations do not adequately protect workers against
discrimination.

Hidden and indirect discrimination

Cultural context
In some countries, there are many prejudices against the abilities of certain
categories of workers, women in particular. Such cultural contexts are hard to
challenge.
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It is rare that discrimination is direct and obvious. It is much more likely that
discrimination is hidden and results from rules and behaviors that are not directly
discriminatory but have a discriminatory impact.

Access to remedy
Discriminated workers might be reluctant to complaint for fear of losing their job.
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: Relevant ILO instruments:
–– ILO Conventions Nos. 100 and 111 on Discrimination and Equal Remuneration (1951; 1958).
–– ILO Convention No. 97 on Migration for Employment (1949) and ILO Convention No. 143 Concerning Migrations
in Abusive Conditions and the Promotion of Equality of Opportunity and Treatment of Migrant Workers (1975).
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• Universal Declaration of Human Rights (1948).
• OECD Guidelines for Multinational Enterprises (1976, last update 2011), Section IV, Human Rights;
Section V, Employment and Industrial Relations.
• UN Convention on the Elimination of All Forms of Discrimination Against Women (1979).
• African Charter on Human and Peoples’ Rights (1981).
• International Covenant on Economic, Social, and Cultural Rights (1966), Article 7(a) and 11(1).
• International Convention on the Protection of the Rights of All Migrant Workers and Members of
their Families (1990).
• UN Guiding Principles on Business and Human Rights (2011), Section II, The Corporate Responsibility
to Respect Human Rights.
• IFC Performance Standards 2 Labor and Working Conditions.
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Health and safety
VINCI’S
GUIDELINES

:: The Company should strive to develop health and safety policies that
cover all individuals working on its project sites, irrespective of their
employment status.
:: The Company should give all categories of workers regular safety
training.

:: Every employee should have access to sanitary and catering facilities
(Except for at mobile worksites).
:: Each work assignment should have a risk assessment process to
identify and address potential dangers in the most appropriate way.
:: The Company should implement a robust reporting system for
workplace accidents and illnesses, including subcontractor statistics,
using the Group’s consolidated indicators.
:: The Company should strive to develop a health policy addressing
emerging health threats and psychosocial risks.

According to ILO, about 2.3 million people die each year from work-related
accidents or diseases and 317 million workers are victims of non-fatal
occupational accidents each year. This human tragedy has a huge financial cost,
which corresponds to 4 percent of global GDP per year.

RELEVANT HUMAN
RIGHTS:

Those fundamental rights are internationally recognized by global
institutions such as the World Health Organization and the International
Labour Organization. Among the Conventions and Recommendations
established by the ILO, about 80 are related to occupational safety and health
issues. The Occupational Health and Safety Convention No. 155 (1980) in
particular states that:
“employers shall be required to ensure that, so far as reasonable and actually feasible,
the workplaces, machinery, equipment, and processes under their control are safe and without
risk to health” (Article 16.1).
Companies have the duty to establish and implement management systems that
minimize causes of hazards and prevent accidents that occur during working
hours or are related to the occupation.
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––Right to liberty and
security of person.
––Right to health and
right to life.
––Right to work in a safe
environment.

Everyone has the right to life, the right to work, and the right to just and
favorable conditions of work (United Declaration of Human Rights, 1948). In
other words, every human being has the right to work in conditions that do
not endanger his or her physical or mental integrity. Hence, workers must be
protected from incidents, accidents, work-related diseases, and death that could
result from work.
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General background

02
WORKING CONDITIONS

:: All workers should be provided with personal protection equipment
tailored to the work assignment.
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ADDICTIONS IN THE WORKPLACE

Alcoholism and drug abuse are recurring behaviors observed on worksites. As a
result, the health of people who consume such substances can be damaged.
This also raises questions regarding safety on worksite: workers under the influence
of drugs or alcohol can become a great danger for their fellow employee.

02
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Health and safety issues are not framed similarly by all companies, as
dangers vary according to the type of work and the sector of activities. In the
building industry, due to the complexity and the nature of projects, employees’
health and safety are particularly exposed, especially when they:
• work at height, such as on scaffoldings and ladders;
• use lifting equipment and accessories;
• use earth-moving and road-works equipment;
• conduct excavations and underground work;
• conduct any concrete-related work;
• conduct electricity-related work;
• spread bituminous binders and mixes or aggregates.
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What is at stake for VINCI?

What can be done?

The policy should be framed within a preventive approach of health and
safety, based on awareness-raising and early warning to anticipate any
potential situations of danger. It is also good practice that such policy covers all
components of the company’s health and safety, reflects the special needs of the
workplace, and is regularly updated and reviewed.

1

›

ZERO ACCIDENTS OBJECTIVE

2

›

PHYSICAL INTEGRITY AND HEALTH OF EVERYONE

3

›

QUALITY OF LIFE AT WORK
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THE COMPANY POLICY SHOULD REFLECT THE GROUP’S COMMITMENT TO HEALTH AND
SAFETY, BASED ON THREE PILLARS:
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:: Policies
Under all circumstances, the Company should develop robust and comprehensive
health and safety policies based on the Group’s requirements. This policy should
apply to the Company’s employees but also to its subcontractors and
manpower agency workers.
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An ambitious and comprehensive health and safety policy with impactful
results can contribute to the overall performance of the company as a safer
and healthier working environment that improves employee welfare and
improves efficiency and quality in the long term. Conversely, poor safety
records can lead to several difficulties for the Company, such as:
• an increased rate of worker illnesses and accidents, which impacts the
workers and their communities as well as the productivity of the Company;
• increased absenteeism, turnover, and early retirements, as employees may
find better employment conditions elsewhere or tend to work less to preserve
their health from extreme working conditions;
• human, legal, financial, and reputational implications for the Company:
poor safety records can result in financial or legal penalties from public
authorities, along with losses of market shares from private and public clients.
They can also be the basis for human rights cases.
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VINCI’S COMMON STRATEGIC FRAMEWORK

Those three main objectives are set out in the Group’s common strategic
framework, which has two main directions:
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HEALTH AND SAFETY: THREE PILLARS
1

2

3

ZERO ACCIDENTS
OBJECTIVE

PHYSICAL INTEGRITY
AND HEALTH OF EVERYONE

QUALITY OF LIFE
AT WORK

03
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CONTINUE PROMOTING
BASIC PRINCIPLES FOR HEALTH AND SECURITY

DEVELOP
NEW AREAS OF PROGRESS

a global approach towards occupational
health and safety action plans;

compulsory personal protection
equipment, tailored to each work
assignment;

a health policy at work which
encompasses new reflections on
work-related fatigue and stress, quality of
life in the working environment, etc.;

training on security and adaptation to job;
compulsory worksite facilities (lavatory,
changing rooms, and catering areas).

an integrated approach encompassing all
people employed on the worksite,
including subcontracted and temporary
staff.
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risk and process assessment for each work
assignment;
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:: Risk assessment
The Company should develop a risk-management culture among managers and
workers. Specific voluntary initiatives should be developed to prevent accidents.
In addition, a robust risks analysis must be conducted, taking into account the
overall operational framework within which the Company operates.
Before launching any project, contracting with new business partners, or buying
any new business unit, the Company should conduct a systematic Health & Safety
risk assessment and implement a corrective action plan when necessary.
FACTORS TO BE CONSIDERED IN THE RISK ASSESSMENT:

02
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• The nature of the contract
Answering a tender process jointly may lower health and safety standards and
blur responsibilities. Therefore, the Company should assess the effects of the
contract (i.e., co-contracting, joint venture, co-contractors, subcontracting) on
the application of VINCI’s health and safety standards to ensure a strong and
consistent safety culture.
• The country of operation
When arriving in a new country of operation the Company should conduct a
gap analysis that compares the legal requirements with VINCI’s health and
safety policy. If the Group’s requirements exceed the national standards,
the Company should follow the requirements of the Group. In addition,
environmental features such as extreme temperatures, endemic diseases,
etc., should be taken into account in the risk assessment.
• The nature of operations
The project may involve the use of new substances and technologies.
The Company should provide adequate protective equipment and arrange
specific and regular health and safety monitoring of those new operations.
Moreover, each project has its own characteristics (e.g., the presence of a
large number of subcontracted workers and interim staff, high turnover rates,
etc.) that should be taken into account in the risk analysis.
• In case of a new company acquisition
The new subsidiary’s health and safety standards should be assessed and
(if necessary) an improvement plan should be implemented.
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:: Procedures
MANAGERIAL PROCESSES

Operational managers must implement a whole set of processes based on the
risks identified.

• Managing health and safety risks in the longer term
–– The Company should seek to implement an approach for managing risks
related to workers’ fatigue.
–– The Company should strive to develop an understanding of occupational
diseases triggered by musculoskeletal disorders.
–– The Company should consider developing a policy to tackle the issue of
psychosocial risks and harassment at the workplace.
–– The Company should consider providing workers with health services,
especially when they have a migrant background.

The Company is advised to have open communication channels with workers’
representatives to better take into account workers’ concerns and expectations
about their health and safety.
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RELATIONS WITH OTHER STAKEHOLDERS

The Company should develop dialogue and relationships with government, health
institutions, NGOs, and other enterprises to promote a coherent and transversal
approach to occupational health and safety issues.
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• Compliance with training requirements
–– The Company should give all workers a preliminary brief on safety issues
before they start their job. (In a language that workers understand)
–– The Company should regularly conduct short trainings and talks on safety
with all workers (pre-job briefings, 15-minute safety meetings, etc.).

02
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These include:
• Monitoring of equipment, substances, and processes
–– The Company should ensure that the workplaces, machinery, equipment, and
processes under its control are safe and do not pose a health risk.
–– The Company should ensure that chemical, physical, or biological substances
it uses do not pose a health risk and that appropriate protection measures
are taken.
–– The Company should provide adequate protective clothing and equipment to
prevent risk of accidents or adverse health effects.
–– The Company should provide sufficient rest, access to water and shade and
protective clothing in case of extremely hot weather, to avoid dehydration
and stroke. Conversely, if the weather is extremely cold the Company should
provide the necessary equipment for workers to deal with those extreme
conditions, along with a heated rest area.
–– The Company should ban drugs and alcohol from its premises and impose
sanctions against employees who do not comply with this prohibition. For this
purpose, operational managers can insert in a project’s Code of Conduct a
Drug and Alcohol Policy, along with control procedures.
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RAISING AWARENESS OF WORKERS

The Company should brief people working on site (company, subcontractor, and
co-contractor teams, along with temporary workers) on safety rules, safe work,
and workplace accident prevention through:
• daily meetings before work;
• regular dialogue with the teams;
• specific training.

The Company is also advised to develop, when relevant, trainings dedicated to the
following issues: fatigue, musculoskeletal disorders, environment-related sickness
in case of extreme temperatures, STDs and HIV, mental health, addictions, etc.
Workers should be informed of their rights and encouraged to raise their healthrelated concerns. They should receive at least an annual medical check-up.
The Company is also encouraged to establish a Health & Safety Committee
dedicated to discussing those topics.

The Company should register the identity of all injured workers, including
subcontractors’ and manpower agency employees. Worker’s nationality and
nature of injury should also be detailed. In case of fatal injury, the Company
should investigate the cause of the death, and establish how it relates to working
conditions.
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:: Remediation
The Company should seek to guarantee the occupational reclassification of any
workers who have been victim of serious work-related injuries or diseases. If a
fatality occurs on the worksite, the Company should guarantee a payment to the
family of the deceased person.
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:: Reporting and monitoring
The Company should monitor closely the number and nature of incidents and
accidents occurring on the workplace:
• all risk factors should be taken into account;
• all accidents should be registered;
• all deaths should be reported.

02
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All project-related safety procedures should be communicated through
written and oral channels, in languages that workers understand.
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Challenges
Loss of accountability along the subcontracting chain
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Keeping a strong and consistent safety culture in the context of a growing
subcontracting workforce and high turnover rates is challenging.

Sharing the same standards

Incomplete reporting
It can be difficult to thoroughly report all accidents.

02
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When buying out a new firm, it can be difficult to guarantee that it has acceptable
health and safety standards or, if this is not the case, that it is able to quickly
meet standards in use.
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•
•
•
•

Universal Declaration of Human Rights (1948).
International Covenant on Civil and Political Rights (1966).
International Covenant on Economic, Social, and Cultural Rights (1966).
OECD Guidelines for Multinational Enterprises (1976, last update 2011), Section IV, Human Rights;
Section V, Employment and Industrial Relations.
• UN Guiding Principles on Business and Human Rights (2011), Section II, The Corporate Responsibility
to Respect Human Rights.
• IFC Performance Standards 2 Labour and Working Conditions.

–– Promotional Framework for Occupational Safety and Health Convention No. 187 (2006).
–– Occupational Safety and Health Convention No. 155 (1981).
–– Occupational Health Services Convention No. 161 (1985).
–– Safety and Health in Construction Convention No. 167 (1988).
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International declarations and conventions:
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Worksite security
VINCI’S
GUIDELINES

:: The Company has the duty to protect its premises and on-site workers
from all kinds of malicious acts.
:: The Company should ensure workers security during their working
hours, as well as during the time they spend at their living communities
when they are under the responsibility of the Company.

:: Security arrangements should be implemented which respect human
rights and fundamental freedoms.
:: Whenever possible, before settling a security arrangement, the
Company should organize a security risk assessment (SRA) to make sure
it adopts measures proportionate to the security context in which it
operates.
:: The Company should engage regularly with stakeholders regarding its
security arrangements.

General background
Security is not a new topic for multinational companies, which have been doing
business for many years in countries affected by political unrest and conflicts.
With the increase in terrorism and cases of violent crimes against individuals
such as kidnapping and violent assaults, security-related issues are gaining more
attention on companies’ agenda.

––Freedom of movement.
––Right to safety and
security.
––Right to be protected
against all forms of
violence.
––Right to life.
––Right to be informed.

All workers, regardless of their status — either directly employed by
the Company or hired by a subcontractor — have a fundamental right to
security during their working hours. This includes firstly safe transport to and
from work each day as well as during the day between worksites, if transportation
is organized by the Company.
In addition, the Company has a duty to protect all employees, including
expatriate staff, working in an unstable environment and hence exposed to
heightened security risks. For these employees, the Company’s responsibility
should cover the entire duration of the stay, including working hours and time
spent on workers’ accommodation.

05
LOCAL COMMUNITIES

The Company may use the services of security forces to protect its
employees and assets, especially when conducting business in areas that
are politically challenging or affected by conflicts. Security conditions can be
upheld by private security guards or by public security forces commissioned by
State authorities. In any case, companies should strive for proportional security
arrangements, implemented within an operational framework and compatible
with the respect of human rights.
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Security management can be defined as all the means (human, organizational,
and technical) necessary to address fraudulent and/or violent acts that
target companies’ premises, goods, information, employees, or reputation, or that
seek to gain direct or indirect financial benefits.
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:: The Company should have a formal process to collect and address
complaints related to the implementation of security measures and
potential allegations of human rights abuses.

02
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:: Employees should be aware of the Company’s safety plan. Employees
must comply with the Company safety standards without departing.

RELEVANT HUMAN
RIGHTS:
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What is at stake for VINCI?

Overall, any complaints lodged against security personnel based on human
rights abuses can result in reputational damages for the Company.

What can be done?

03
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:: Policy
The Company has the duty to protect its premises and employees from all
kinds of threats. To this end, it should first make a policy commitment that
stipulates its requirements regarding security arrangements on worksite and
respect for human rights.

02
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The Company should be careful when setting up its security
arrangements not to infringe on other fundamental human rights
such as the right to privacy and the freedom of movement of workers.
Any restrictions on these rights and freedoms that are not duly justified by
risks to property, personal security, and life can lead to worker discontent
and complaints, including legal cases.
Security arrangements should be proportional and force should be
used only for defensive, preventive purposes. If arrangements are not
proportionate, there is a risk of abuses that may adversely affect other
workers and stakeholders. This can be the ground for accusations of
serious human rights violations.
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This commitment should be owned by the senior management of the Company.
A staff member or an entire department should be accountable for related
procedures.
The policy statement should be developed using internal and/or external
expertise. The Company is also advised to engage with external stakeholders on
this issue, especially if it collaborates with public security forces.

:: Security risk assessment
The level of security measures implemented by the Company should correspond
to the risks and dangers observed in the area of operation. The risk level can be
directly related to Company’s activities, or it can result from the location
of the operations (e.g., high crime rates, illegal trafficking, political conflict
situations, and natural risks).

05
LOCAL COMMUNITIES

Before developing security arrangements on a project, the Company should
conduct a security risk assessment (SRA). The purpose of this SRA is first to
analyze the various security threats and understand how they can potentially
contribute to human rights abuses. As a second step, the Company should
develop proportionate security measures that respect human rights.
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The policy commitment should be publicly available and communicated to all
individuals who are involved in providing security, including security service
companies, direct employees, subcontracted workers, and State security forces.
The commitment should be implemented through a range of procedures that
form a coherent security management system.

04
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THE FOLLOWING SECURITY RISKS SHOULD BE CONSIDERED AND PRIORITIZED WHEN
CONDUCTING AN SRA:

•
•
•
•

:: Procedures
After conducting an SRA, the Company can develop a detailed security and risk
prevention plan to guarantee a high level of protection for its employees. Those
measures reflect the nature and the severity of the security risks occurring in the
region of operations.
These measures might include:
• increased lighting and video surveillance equipment to better monitor the
security situation;
• installation of adequate fencing to control access to the worksite;
• increased number of security guards to manage security on the premises.
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In case of a major security breach, the Company should be sure to collaborate
with local authorities, including police and military forces where relevant. In case
of a security crisis, the Company should consider suspending all activities until
the situation is back under its control.

02
WORKING CONDITIONS

political, economic, civil, or social situation;
potential for violence in the operating environment;
rule of law;
human rights records of public security forces, paramilitaries, local and
national law enforcement;
• conflict analysis;
• risk in regard to equipment transfers;
• natural disaster.
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The tables below provide guidance on the use of external security
providers:

IN CASE THE COMPANY OUTSOURCES ITS SECURITY MISSION:

Option No. 2: public security forces
In case security is upheld by public security forces, the Company should be
careful not to deal with public authorities whose forces have committed actions
unanimously condemned by the international community as embodied by the UN
General Assembly.
UPSTREAM PHASE:

DOWNSTREAM PHASE:
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Following this, at an operational stage, the Company should make sure that there
are no human rights abuses reported while public agents are on duty. In addition
— given that the Company has a clear interest in having trained security agents
sensitized to human rights — the Company is advised to support governmental
efforts to provide adequate education and human rights training to public
security forces.
The above principles that apply to private security firms should also be promoted
by the Company when dealing with public security forces and incorporated when
possible into contractual agreements.
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When entering this phase of security arrangements, the Company should
emphasize in advance that the respect of human rights by security forces is a
non-negotiable requirement.
Within contracts, the Company should also make clear that, if it provides or
finances equipment of public security forces, it is not being used in a way that
violates human rights.
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Before signing the contract, the Company should review the background of the
private security contractor to make sure it is trustworthy and has high standards
regarding human rights issues. The Company should insert clauses in contracts
with private security personnel firms that require interdiction of abusive and/
or violent behavior and termination of the contract if this requirement is not
respected.

02
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Option No. 1: private security guards
International standards provide a framework for the use of private security staff to
protect a company’s workers and property:
• the Company should investigate private security providers before hiring
them, to make sure none of them is involved in human rights abuses or is
associated with political militia or political factions;
• private security personnel should be trained and have clear instructions that
detail their prerogatives and set limits to their authority. They should not be
used as a substitute for state authority;
• private security guards should not force Company employees to work against
their will; the justification for their mission is based on security grounds only;
• private security personnel should be ordered to behave in a defensive and
preventative way, even in situations of great concern;
• the Company should monitor closely the behavior of private security
personnel;
• private security providers also deserve to be protected from danger and to
benefit from appropriate equipment.
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:: Grievance mechanisms
The more transparent and open are the Company’s security arrangements,
the less tensions arise with other stakeholders regarding respect for
human rights. In addition, the Company should include in its formal process of
grievance mechanisms a category for complaints related to security matters. All
categories of individuals who are in contact with security forces (members from
the security personnel themselves, staff) should be able to access it. As for other
grievances, the Company should follow clear procedures to register and handle
such allegations.

02
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:: Monitoring
The Company’s security arrangements and their impact on other stakeholders,
including security staff and workers, should be carefully monitored to ensure
they are in line with international human rights requirements. Such monitoring is
key to address emerging risks. The monitoring strategy should be based on the
nature, occurrence, and severity of human rights risks identified.
The monitoring process can be done through desk review and ongoing reporting,
on-site visits, grievances raised by workers, or external third-party audits.
Commissioning an audit from a third-party company can be useful to get a
critical view and monitor specific issues that can be difficult to assess by project
managers themselves.
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Challenges
Unclear delineation of responsibilities
When ensuring workers’ security in a new country of operation, the Company
may not be aware of the limits of its responsibility in relation to the State’s
authority and powers.

Uninformed security arrangements

Lack of rule of law
If the Company operates in countries where rule of law is weak, the Company
may be uncomfortable using public security forces.
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The Company may not know what corresponds to a proportionate security
arrangement and what is actually required to handle the security threats it faces.
As a result, it may make inappropriate use of force.
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Subcontracted security mission
If the Company outsources its security mission, it runs the risk of contracting
with firms whose practices are questionable.
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Universal Declaration of Human Rights (1948).
International Covenant on Economic, Social, and Cultural Rights (1966).
UN Code of Conduct for Law Enforcement Officials (1975).
African Charter on Human and People’s Rights (1982).
UN Basic Principles on the Use of Force and Firearms by Law Enforcement Officials (1990).
Voluntary Principles on Security and Human Rights (2000).
OECD Guidelines for Multinational Enterprises (1976, last update 2011).
UN Guiding Principles on Business and Human Rights (2011), Section II, The Corporate Responsibility
to Respect Human Rights.

:R
 elevant ILO instruments:
–– Occupational Safety and Health Convention No. 155 (1981).
–– Occupational Health Services Convention No. 161 (1985).
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International declarations and conventions:
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Labor community standards on accommodation:
health, safety and security
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Freedom of movement, consultation,
and grievance mechanism
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Introduction
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LIVING CONDITIONS

02
WORKING CONDITIONS

When companies make accommodations available to workers working
on their sites, they must guarantee the physical security and safety of
the occupants. The accommodations must satisfy the workers’ basic
needs (namely, supply and access to potable water, sanitary facilities,
hygiene, privacy, etc.). Issues related to freedom of speech and freedom
of movement should also be considered carefully. Although there are
no universally applicable international regulations relating to workers’
accommodation standards in general, many international standards
make clear reference to this topic, including ILO Workers’ Housing
Recommendation No. 115.
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ILO Workers’ Housing Recommendation

Two topics have been identified:
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LABOR COMMUNITY STANDARDS ON ACCOMMODATION: HEALTH, SAFETY AND SECURITY
FREEDOM OF MOVEMENT, CONSULTATION, AND GRIEVANCE MECHANISM
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This section of the guidelines concerns fixed accommodation made available
to workers and does not apply to mobile or short-term worksites. It sets out
the conditions to be observed and the steps to be taken to guarantee decent
accommodation conditions in accordance with international recommendations
on this subject.
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Workers’ accommodations
must not restrict in any
way their rights and
fundamental freedoms.

• During the time workers spend in the workers’ accommodations, they should
enjoy their fundamental human rights and freedom of association
in particular. Workers’ accommodation should not restrict workers’ rights
and freedoms.
• Housing standards should include special attention to the following:
–– minimum space per person;
–– supply of safe water;
–– adequate sewage and garbage disposal systems;
–– appropriate protection against heat, cold, damp, noise, fire, and diseasecarrying animals, and, in particular, insects;
–– adequate sanitary and washing facilities, ventilation, cooking and storage
facilities, and natural and artificial lighting;
–– a minimum degree of privacy.
• Where housing is intended for single workers or workers separated from their
families, the following additional housing standards must be observed:
–– a separate bed for each worker;
–– separate gender accommodation;
–– adequate sanitary convenience;
–– common dining rooms, canteens, rest and recreation rooms, and health
facilities, where not otherwise available in the community.
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meet the fundamental
needs of workers.
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Labor community standards
on accommodation:
health, safety and security
:: The Company should provide safe, clean, and hygienic workers’
accommodations, with potable and running water and adequate
sanitary facilities, as well as temperature-control equipment where
necessary.
:: The Company should provide workers with personal space and ensure
an adequate level of privacy. The Company should also provide a safety
box for every worker living in the community.

WORKING CONDITIONS

VINCI’S
GUIDELINES

02

:: The Company should respect all relevant building regulations,
particularly regulations related to multiple-occupancy dwellings.
:: The Company should implement adequate management systems to
ensure that facilities remain clean and safe at all times.

:: The Company should take account of migrant workers’ diversity in their
dietary needs, develop appropriate meals when possible, and provide
accurate information regarding food.

03
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:: The Company should provide services such as laundry, Internet,
etc., when possible, at no cost to workers. When services in labor
communities are not free (e.g., groceries, phone services, etc.),
the Company should not make any profits on these sales.
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THE RIGHT TO DECENT HOUSING IS RECOGNIZED
AS A BASIC HUMAN RIGHT.
THE HOUSING PROVIDED BY THE COMPANY
MUST MEET VARIOUS STANDARDS
TO ENSURE THAT THIS RIGHT IS RESPECTED.

HEALTH

SECURITY

LOCAL COMMUNITIES

SAFETY
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General background
RELEVANT HUMAN
RIGHTS:

This includes providing facilities that implement adequate building standards,
safety regulation, and fire safety in particular. This also requires implementing
security arrangements that correspond to the level of risks in the country of
operation.
Facilities should always be kept in good conditions, free from stagnant water and
accumulating waste to avoid the development of nauseating smells, swarms of
insects, contamination of water tanks, and ultimately spread of diseases.
Living area should provide workers with enough space to avoid overcrowding
in sleeping rooms and living units, as well as adequate infrastructures such as
bathroom, canteen, laundry, recreational areas, etc.

It is also important to keep in mind that in the absence of adequate management of
the accommodation, the standards of the accommodation will deteriorate quickly.
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Various factors can affect workers’ quality of life and put their health and safety at
risk including:
• lack of running water in the accommodation;
• old or leaking sewage system;
• unavailable drinking water within the accommodation;
• lack of adequate lighting or AC in the buildings,;
• insufficient toilets and bathrooms per worker;
• no separate refuse area;
• no dedicated laundry space, etc.
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––Right to adequate
housing.
––Right to privacy and
security.
––Right to health.
––Right to
non-discrimination.
––Freedom of movement
and freedom of religion.
––Right to healthcare
facilities and social
security.

The right to decent housing is recognized as a basic human right.
Respecting this right requires companies that provide accommodations to
respect minimum standards to ensure that workers’ health, safety, and security
are respected.
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What is at stake for VINCI?

02
WORKING CONDITIONS

Upholding good accommodation standards is important to prevent
negative impacts on workers’ life and health. Fire safety and sanitation are
particularly important in this regard. Poor standards can also limit workers’
ability to rest and eat nutritious meals, which can affect their productivity
and increase the risk of accidents occurring during the day. In addition,
poor accommodation standards can increase workers’ distress and
discontent and give rise to social unrest. The company’s reputation
is also at stake if it is perceived as being responsible and benefiting
from these inhumane and degrading living conditions and failing to
respect workers’ rights to decent housing.
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LIST OF MINIMUM STANDARDS RECOMMENDATIONS TAKEN FROM SOLETANCHE
FREYSSINET’S GUIDELINE, THE QATAR FOUNDATION, AND THE IFC-EBRD WORKERS’
ACCOMMODATION STANDARDS:

• Night-shift workers and day-shift workers do not share rooms.
• No more than four workers to every shower.
• The company provides a safety box for every worker living in the community.
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Accommodation standards
• Maximum of four workers to every sleeping room, with no bunk beds
(or shared bed).

• There is a sufficient exhaust ventilation to remove foul air and moisture in the
shower area.
• Beds measure 1.0m x 2.0m and are a minimum of 0.3m above the floor.
• Beds are of solid, durable, fire-resistant construction and are impervious
to moisture.

• AC/heating capacity of the unit is sufficient for the size of the building it is
intended to cool/heat.
• Windows, doors, and ventilation openings in all habitable buildings are
equipped with insect screens.
• Natural light and ventilation provided by window area is equal to 20 percent
of floor area.
• All building plinths are made termite-proof and voids under buildings are
enclosed to prevent waste build-up and pest access. This applies to all
habitable buildings regardless of function.
• A social room is provided within each living unit.

• All workers have rapid access to first aid (in all locations).
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• Alternative or back-up power supply is provided for all essential and
critical loads.
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• Air conditioning/heating are working for all habitable buildings occupied or
used by workers on site.
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Dining hygiene
• No dining area accommodates more than 800 persons (400 persons
per sitting).
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• For communities of persons a full-service kitchen and dining facilities are
provided.
• Kitchens are designed by catering professionals and meet acceptable
international standards.

• A separate refuse area is available for domestic accommodation refuse.
• The refuse area is between 30m and 35m away from any building.
• If for any reasons the regular waste collection is delayed, the owner has
alternative disposal arrangements in order to avoid nuisance or health hazard.
• Laundry services are provided on or offsite.
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• Kitchen specifications for hygiene and operational standards are conform to
applicable industry standards.

• Laundry facility is located no closer than 30 meters from any living unit
• Accommodation areas are kept a minimum of 50 meters from the sewer
collection points.

• The cooled drinking water fountains are located in the canteen, rest shelters
and at other suitable points. Every worker should be within a max. 3 minutes’
walk from a water station.
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Drinking water
• A minimum of 1 cooled drinking water fountain is provided at the site for
every 60 workers and refilled immediately as and when the water runs out.

• The contractor ensures that water storage tanks are cleaned and regularly
maintained.
• The septic tanks are emptied on a regular basis to prevent overflowing.
Septic tanks are of sufficient size/quantity to cope with planned peak labor.
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What can be done?
:: The development of an accommodation management plan
The Company should develop and implement an accommodation management
plan to ensure that accommodation standards are respected and upheld and that
the physical infrastructure is safe and well maintained at all times. To this end,
the Company needs to recruit competent staff who are adequately trained in the
management of accommodations.

Finally, hygiene and food safety are major health issues. Providing safe, sufficient,
and varied food increases workers’ well-being and prevents accidents and
medical problems.
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:: Health
The Company must facilitate workers access to health care. The level of
medical facility accessible in workers’ accommodation should depend on how
many workers live on the premises and the facilities available in the surrounding
communities, as well as on the quality and frequency of transportation.
The management team should be able to cope with minor injuries, and premises
should be equipped with first aid kits. It is necessary to provide adequate
responses to minor health issues such as dental care and minor surgery.
The nursing station should be equipped with an emergency room.
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:: Safety and fire
The company should ensure that adequate fire and safety plans are well
designed and implemented. Premises must be provided with specific fire-rating
materials and equipped with smoke detectors and an efficient fire-alarm system
and must allow for easy evacuation through corridors, staircases, and exit doors.
In addition, any electricity generators must be protected against lightning and
correctly located on-site to avoid constituting a danger or a disturbance for
workers due to noise, vibration, exhaust fumes, etc.
Moreover, the company should conduct an appropriate risk assessment to ensure
that the premises are not affected by air pollution, surface run-off, sewage,
or other waste issues. Similarly, dangerous materials such as asbestos or lead
must not be used in the facility. The company should guarantee workers’
safety and conduct risk assessment covering, where relevant, natural disasters,
including earthquakes, storm/tornadoes, tsunami, flooding, landslides, etc. Main
risks must be identified and the management team must be trained to master
the emergency measures that need to be taken if such an event occurs.
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:: Basic labor community standards and hygiene
The company should ensure that the functioning of bathroom, toilets, laundry
facilities, kitchen, water, sewage system, and septic tanks is monitored on an
ongoing basis. Also, a cleaning service operator (either internal or outsourced)
must be in charge of cleaning the camps at a frequency that allows the facilities
to be kept clean. Pest control and waste management procedures must also
be implemented on a regular basis and must include a record-keeping system of
the operations.
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:: Leisure and social activities
It is often difficult for migrant workers to adjust to local customs and cultural
activities, and homesickness and depression are common among a migrant
workforce. In order to create and foster a sense of belonging – a fundamental
criterion for improving employee well-being and overall business in the long
term – it is important to provide workers with leisure and recreational facilities
(e.g., TV rooms, play rooms, sport facilities, places of worship where possible)
and to organize social and cultural activities in and outside the accommodation
(e.g., cultural visits, sports tournaments, beach or city outings, celebrations of
religious festivals, etc.). These activities give workers opportunities to socialize
and contribute to maintaining their physical health and well-being.
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:: Security
A security plan should be carefully designed and include appropriate measures to
protect workers against thefts and attacks. However, force should be used only
for preventive and defensive purposes, in proportion to the nature and the extent
of the threat.
The use of external security services must be carefully framed by contractual
arrangement. In addition, the Company should make provision for safe travel
between accommodation and the workplace where needed. Particular attention
should be paid to providing safe transport for women, especially after dark.
In addition, the company should provide every worker with a security box to store
their ID documents and personal belongings.
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Challenges
Compliance
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It is challenging to match international accommodation standards while using old
facilities and equipment.

Privacy

Security
Maintaining adequate security measures at the worksite and residences without
unduly restricting workers’ freedom of movement can be challenging.
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Within the constraint of the accommodation’s health, safety, and fire
requirements, it can be difficult to provide workers with an adequate level
of privacy.

Commitment
Ensuring workers’ welfare while living either in remote areas or under difficult
climactic conditions can be challenging.
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What should be in a first aid kit?
:: There is no standard list and it very much
depends on the assessment of the needs in a
particular workplace:
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–– a leaflet giving general guidance on first aid, for
example HE leaflet Basic advice on first aid at work;
–– individually wrapped sterile adhesive dressings
(assorted sizes);
–– two sterile eye pads;
–– four individually wrapped triangular bandages
(preferably sterile);
–– six safety pins;
–– six medium-sized (approximately 12 cm x 12 cm)
individually wrapped sterile unmedicated wound
dressings;
–– one pair of disposable gloves.

:: What should be kept in the first aid room?
The room should contain essential first aid facilities and
equipment. Typical exemples of these are:
–– a sink with hot and cold running water;
–– drinking water and disposable cups;
–– soap and paper towels;
–– a store for first aid materials;
–– foot-operated refuse containers, lined with
disposable yellow clinical waste bags or a container
for the safe disposal of clinical waste, clean pillows
and blankets;
–– a chair;
–– a telephone or other communication equipment;
–– a record book for recording incidents where first aid
has been given;
–– a defibrillator.
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(Taken from the IFC-EBRD workers’ accommodation standards.)

04

HUMAN RIGHTS – APPENDIX TO THE GUIDE
Freedom of movement, consultation, and grievance mechanism

Freedom of movement,
consultation, and grievance
mechanism
:: The Company should provide a safety box for every worker living in
the accommodation.
:: The Company should ensure that any restriction on workers’ ability
to move freely in and out of the accommodation is limited to what is
strictly necessary and duly justified.
:: The Company should strive to establish a dialogue with the workers
concerning the accommodation arrangements in the living facilities.
:: Grievance mechanisms should be available and accessible to workers.

RELEVANT HUMAN
RIGHTS:

This is particularly important with respect to workers’ freedom of movement,
which is, by nature, the freedom that is most likely to be restricted. To this end,
it is important to provide easy and flexible access to the living facilities and
transport services to and from the surrounding communities. Other freedoms
and rights also need to be considered including freedom of expression, as well as
mechanisms to raise grievances when they occur.
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––Freedom of speech.
––Freedom of association.
––Freedom of movement.
––Freedom of religion.
––Right to privacy and
security.
––Right to health.
––Right to
nondiscrimination.

In residential facilities, as elsewhere, workers have freedoms and rights that
should be respected and promoted. Any restriction on the freedom and rights of
workers at their living quarters should be carefully considered, nondiscriminatory,
and duly justified by the preservation of freedoms and rights of others (local
communities, other workers, etc.).
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General background

02
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VINCI’S
GUIDELINES

:: The Company should not keep identity documents. If migrant workers
specifically request that the employer holds their documents for
safekeeping, there should be clear and simple procedures for workers
to take back their documents at any time.
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What is at stake for VINCI?
By unduly restricting workers’ access to the accommodation or by limiting
their freedom of expression, the company may foment discontent from
workers as well as possible labor community unrest, tension with the
local community, and in the worst case, charges of kidnapping, forced
labor, or exploitation. This can have an indirect impact on workers’
performance at work as well as on the Company’s reputation.

:: Accommodation rules
It is important to develop and communicate clearly to workers detailed
accommodation rules. The person in charge of managing the accommodation
should consider providing induction training in a language workers can
understand, including the use of low-literacy materials where required.
The induction should include a discussion about the rights of workers as well
as the rules of the premises, the consequences of breaking such rules, and the
availability of representation and grievance mechanisms.
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:: Consultation
Processes that allow for consultation between accommodation management and
resident workers will facilitate the smooth management of the accommodation
and enable the Company to understand and respond to workers’ needs in a
timely manner.
Such consultation mechanisms can be named dormitory or camp committees
and will generally be composed of worker representatives who are either
designated or elected by their peers. The work of these committees may vary
in scope but will generally include issues pertaining to canteen, sanitation,
transport, telecommunication, grocery stores, and recreational areas and
activities, etc. The company should try to accommodate special needs, such as
the possibility of celebrating religious or customary observances.
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:: Freedom of movement
Employers that accommodate workers have the responsibility to preserve
workers’ freedom of movement as far as it is practical. Any limitation on
workers’ freedom of movement should be carefully considered, limited, and duly
justified. In this context, no employer should retain identity documents as a
means of restricting a worker’s freedom of movement. Company should also
seek to provide workers with daily access (24/7) to the accommodation and free
transport services to and from the surrounding communities. Where curfews are in
force, they should be limited to what is necessary for the smooth and safe running
of the accommodations.
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What can be done?
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:: Grievance mechanism
If all workers living in the accommodations should be made aware of the rules
governing the accommodation, and the consequences of breaking the rules, a
formal process should allow workers to resolve any potential conflict they might
have among themselves or with the accommodation management, as well as to
raise any greivances about the accommodation.
Such mechanisms should be clearly communicated to workers and should be
managed by staff with the appropriate level of autonomy and adequate resources
to ensure the timely resolution of disputes.
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Challenges
Security
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Maintaining adequate security measures at the worksite and residence without
unduly restricting workers’ freedom of movement can be very challenging.

Workers’ representation

Transparency
Ensuring that workers from various countries and with low levels of literacy
understand and access efficiently the grievance mechanism in place can
be challenging.
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Mechanisms that promote workers’ representation will need to take into account
workers’ multiple national, ethnic, and cultural backgrounds.
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International declarations and conventions:
Universal Declaration of Human Rights (1948).
International Covenant on Civil and Political Rights (1966).
International Covenant on Economic, Social, and Cultural Rights (1966).
OECD Guidelines for Multinational Enterprises (1976, last update 2011), Section IV, Human Rights;
Section V, Employment and Industrial Relations.
• UN Guiding Principles on Business and Human Rights (2011), Section II, The Corporate Responsibility
to Respect Human Rights.
• ILO Workers’ Housing Recommendation R115 (1961).
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HUMAN RIGHTS
PRACTICES IN THE VALUE CHAIN

The guidelines specify an approach that aims to gradually secure our value chain.
The VINCI Guidelines on Human Rights specify the steps that can be taken by
the Group’s companies to achieve this.
The term “value chain” refers to “subcontractors”.
In the case of a concession arrangement, the value chain also includes the main
contracting companies, which are the main contractor and the operator.
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The prevention of risks of breaches of human rights in the value
chain requires detailed knowledge of the management practices
of the contractual partners working on our projects. This is therefore
a continuous process which can only be implemented on a
long-term basis.
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Implement a better due
diligence concerning
human rights with our
contracting partners.
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Raise awareness, identify risks
and enter into contractual
agreements
:: Identify the most critical human rights issues related to the
subcontractors’ and the prime contractors’ activities, involved in
the project.
:: Introduce specific references to human rights-related issues as part of
the tendering and contractual process with the subcontractors and the
prime contractors.

General background

Large contractors at the top of the chain generally have well-developed policies
addressing workers’ rights and needs, but they have limited expectations and
oversight of their subcontractors’ working conditions.

To this end, it is important to implement a methodical process to ensure that
subcontractors’ comply with VINCI’s commitments on human rights and to
deploy a risk-management framework regarding subcontractors’ practices on
human rights.
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In a recent report, the International Trade Union Confederation insisted that
construction companies have a responsibility under the UN Guiding Principles on
Business and Human Rights along with the OECD Guidelines for Multinational Enterprises
to respect the rights of workers – not only the workers they directly employ
but also those of their subcontractors and other businesses. This is particularly
important because subcontractors are generally smaller outfits that have few
incentives to improve working conditions and are more likely to seek to minimize
their costs and uphold lower worker standards.
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The term “subcontractor”
as it is used hereafter,
refers to the companies
that perform activities
and services on behalf of
the main concessionaire
or contractor in execution
of the main construction
contract. It does not
include the purchase of
materials, raw materials
or procurement.

Many commentators noted that over the past 25 years subcontracting has
increased significantly in the construction sector and that this practice is now
no longer restricted to specialized tasks. This has allowed large construction
companies to concentrate on project management, rather than on physical work.
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VINCI’S
GUIDELINES

:: Raise managers’ awareness of the potential human rights issues related
to the activities of subcontractors and the prime contractors involved in
the project.
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What is at stake for VINCI?

02
WORKING CONDITIONS

Generally speaking, construction companies are urged to strengthen their
practices and their due diligence systems to avoid abuses within their value
chain. Civil society organizations in particular are becoming more vocal and
do not hesitate to name and shame companies for the working conditions
among their subcontractors. In addition, some clients are increasing
their codes of conduct and consultation and will start directing business
only to companies that can demonstrate good practice in subcontractor
management. Finally, there is an increasing number of forced labor
regulations that require large companies to be transparent about the steps
taken to curb modern slavery, forced labor, and human trafficking in the
value chain.
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What can be done?
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The management team should take a step-by-step approach to implementing
better human rights due diligence in the management of subcontractor relations.
The five steps listed below are tailored for both small and large projects and can
be implemented by any project team, regardless of its maturity on human rights
management. In addition, the proposed approach can easily be customized to
address local issues and the Company will be able to deliver each step according to
the project requirements and the level of human rights risks exposure.

04
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human rights risks

STEP 2
USE

human rights criteria
in the selection
process

STEP 3
INCLUDE

human rights related
clauses in contracts

STEP 4

STEP 5

MONITOR

FOLLOW-UP

compliance with
human rights
standards
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The five-step approach is a “how to” that helps the Company develop and
implement a human rights approach at the project level.
It is important to keep in mind that the risk management plan is an
ongoing process. Risk assessment and management systems are required to
continuously track down potential and critical human rights risks, and to develop
strategies for managing these risks throughout the life of the project.
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STEP 1 : map human rights risks
for subcontractors
The Company needs to implement a risk assessment of its subcontractors:
• to identify the most critical issues related to human rights;
• to adopt a tailored human rights approach to subcontractor management,
for each project.

––For any project,
identify the most
critical human rights
risks associated with
your subcontracting
activities.

:: Identify, assess, and prioritize the human rights risks

• The main risk factors to take into account are:
–– the specific human rights context in the country or region of operation;
–– the nature of subcontracted activities (i.e., labor-intensive activities using
low-skilled workers are generally more at risk);
–– the subcontractors’ main characteristics (agency/subcontractor, size,
type of recruitment process in place, use of migrant workers, “cascade
subcontracting”, etc.).
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• Risk prioritization should be based on a basic risk severity/occurrence
matrix. On the basis of the risks identified, the Company should prioritize the
most important rights to be impacted using the following criteria:
–– frequency is the probability the human rights risk will happen in the next few
months or year;
–– scope is the number of subcontractors and workers likely to be negatively
impacted;
–– severity covers the criticality of potential human rights impacts on workers
and on the project and Company if the risk occurs;
–– other criteria can be taken into account to assess the Company’s leverage
on the subcontractor: subcontractors’ importance for the project (purchasing
volume, nature of the relationship), connection to the Company (direct/
indirect), influence on the subcontractor/human rights issue.
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• The most frequent areas of risk of human rights impacts identified
when using subcontractors in the construction sector include:
–– subcontractors’ recruitment practices (e.g., debt bondage and forced labor
connected to recruitment fees, contract substitution, and freedom
of movement);
–– working conditions (e.g., health, safety and security, wages, discrimination,
worker representations, underage workers);
–– living conditions (e.g., health and safety and human dignity related to
accommodation standards, as well as restrictions on workers’ freedom
of movement);
–– infringements on local communities’ rights including environmental,
economic, social, and cultural rights.
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HOW TO GET STARTED?

The nature of risks may vary according to the subcontractors’ business activity,
contractual relationship, and the geographical area of the operation.
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:: Identified risks need to be managed through all the project phases
Once risks have been identified, the Company should properly define the actions
needed to prevent or mitigate those risks.

RISK HANDLING,
LOW TO VERY HIGH RISK
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RISK GRADING

02
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Risk handling options include:
Avoid
When possible, use an alternate approach that is less risky.
Mitigate
Develop a risk reduction plan to integrate human rights issues into
subcontracting management (see steps 2 to 5).
Accept
Sometimes, simply accept that when the risk is low or moderate it may be
impossible to have an influence.
Research
when visibility into human rights risks is low, it is important to further investigate
this risk.
Transfer
make another party accountable for the risk, typically by contract (e.g., ask
agencies or most mature subcontractor to manage the implementation of VINCI’s
requirements). Note that the Company cannot outsource 100 percent of human
rights risks; it should at least always monitor the effective implementation of
VINCI’s requirements by other parties.
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LOW
LOW TO MODERATE RISK
MODERATE TO HIGH RISK
HIGH TO VERY HIGH RISK

Research and implement a regular
and close review.

Avoid or control
Consider the risk as a top priority,
whatever the importance of the
subcontractor.

AVOID OR
CONTROL

RESEARCH

Control medium risks above all
when they are associated with key
subcontractors.

IMPACT

CONTROL

FREQUENCY

Consider accepting
these low risks.

+
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CONTROL OR
TRANSFER

ACCEPT

-

Control or transfer the risks
depending on human rights priorities
and the importance of
subcontractors.
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STEP 2 : use human rights criteria in the
selection process of the subcontractors

:: Human rights criteria during the procurement process
• Request for Information (RFI)
Regardless of whether the procurement process is formal or less formal, begin
with a short questionnaire to gather information on how subcontractors manage
human rights issues. In addition, it helps to understand potential human rights
issues and to refine the risk assessment.
• Prequalification (if a restricted tendering procedure is implemented)
Human rights concerns can then be included in prequalification questionnaires
(PQQ). The PQQ will allow subcontractors to be short-listed based on, among
other criteria, their human rights knowledge and practices.
When very high risks are identified or for significant contracts, a prequalification
human rights audit may be necessary.
• Tendering process and contract awarding
Major human rights expectations should be covered with specific requirements.
The Company should provide clear information about its human rights
expectations and how it intends to monitor the implementation as well as
its requirements related to “sub-subcontracting.”
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To this end, the bid can include a human rights point-rated criteria (independent
human rights criteria or part of Health and Safety/quality criteria). It aims at
benchmarking subcontractors on top human rights priorities identified during
the mapping process. At some point, its results may be decisive for the selection.
Similarly, once the contract is awarded, an action plan based on these results can
be implemented to enhance subcontractor human rights practices (e.g., training).
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Questions to tenderers
include human rights
criteria related to the
most critical aspects of
the human right risks
identified in step 1.
During tendering
process, discuss with
subcontractors human
rights.
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HOW TO GET STARTED?

During qualification and selection of new subcontractors, the Company needs to
know and assess the ability of subcontractors to comply with VINCI standards on
human rights.
To get the most of the selection process it is important to include a limited
number of very specific questions in tenders covering operational risks identified
during the mapping process.
Too many general questions on human rights can be counter-productive,
especially when dealing with small enterprises. In the same vein, human
rights specifications should be straightforward and assessable. It is therefore
necessary to adjust those criteria according to the mapping results (see step 1).
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IN SUMMARY:

02

HUMAN RIGHTS TOPICS

WORKING CONDITIONS

DURING THE PROCUREMENT PROCESS

1
Identify tenderer’s practices with an
RFI covering human rights issues

SOURCING

03
PRE-QUALIFICATION

Assess tenderer’s human rights
capacity with a questionnaire
(PQQ) or a pre-audit

04

3
TENDERING
PROCESS

4
CONTRACT
AWARDING

Include human rights
point-rated criteria in the
ranking of tender offers
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Include human rights
requirements in your specifications
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STEP 3 : include human rights-related
clauses in contracts

In the contract, introduce
a general clause on
human rights and/or
a clause on the most
critical human rights
risks, as identified in the
risk mapping (step 1).

:: Communicate on VINCI’s guidelines
• It is advised to include Vinci’s guidelines on human rights, UN Global
Compact principles, or Supplier code of conduct in all agreements with
subcontractors.
• More than creating binding obligations, this material allows the Company to
share its values with its subcontractors.
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• Scope of service: the human rights requirements should be included as part
of the scope of service (e.g., working conditions expectations, monitoring of
the subcontracting chain, monitoring or reporting etc.).
• Human rights monitoring: include additional clauses on the subcontractor’s
acceptance to be monitored by the management team or external auditors to
assess its compliance with VINCI’s human rights guidelines.
• Penalty: provisions on financial penalties may be useful if some
subcontractors do not fully implement VINCI’s requirements (or the
Company’s specific requirements) on human rights. However, financial
penalties should be used sparingly and strictly controlled because they
may have some adverse effects (e.g., they could be viewed as giving the
Company a new source of revenue). Several warnings should be given to the
subcontractor before imposing financial penalties.
• Early termination: a safeguard clause is necessary to deal with serious
breaches of human rights requirements.
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:: Develop binding requirements
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HOW TO GET STARTED?

When dealing with subcontractors and other business partners, the Company
should always refer explicitly to the UN Global Compact, the ILO Fundamental
Conventions or VINCI’s guidelines on human rights.
In addition, the Company should also include human rights requirements
into contracts to ensure that subcontractors comply with those principles.
Such contractual clauses may stipulate financial penalties or contract
termination, which can be used at last resort, if subcontractors fail to
implement the necessary corrective actions.
It is important to remember that human rights risks should be discussed
beforehand during the tendering process and further discussed later on,
throughout the relationship with the subcontractor.
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:: Example of requirements on accommodation standards
• Soletanche Freyssinet’s Good Practice: implementation of the “labor
accommodation and welfare standards” congruent with VINCI’s guidelines.
• QDVC Good Practice (Qatar): oome criteria are non-negotiable. In case of
noncompliance, QDVC can:
–– demand the subcontractor’s workers be re-housed in accommodation
complying with the standards;
–– establish a financial penalty: [x% of the subcontract price/qar x] per day;
–– terminate agreements.
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IN SUMMARY:
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THAT SHOULD BE INCLUDED IN THE SUBCONTRACTING AGREEMENTS

03

SCOPE
OF SERVICE

Mention your specifications
such as specific human rights
rules or expectations.

MONITORING

Add a human rights monitoring
clause to ensure the
subcontractor agrees to be
audited by yourself or a third party.
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Include a statement on human
rights such as a human rights
policy, a code of conduct.
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GENERAL TERMS
& CONDITIONS

05
Penalty & termination clauses
are useful to manage
non-compliance with human
rights standards.
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SAFEGUARD
CLAUSES
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STEP 4 : monitor compliance with human
rights requirements
Monitoring subcontractors’ compliance with human rights standards should
be a key component of the Company’s risk management approach. Results of
monitoring can be included in the subcontractor’s key performance
indicators (KPIs).
This will help focus suppliers’ attention on human rights issues and exposure.

Organize an internal
audit with the Health
and Safety team to
check subcontractors’
compliance with human
rights requirements.

:: Monitor compliance with human rights standards
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IN SUMMARY:

3

2

1

ON-SITE VISITS

EXTERNAL SOCIAL
AUDIT

Done by
subcontractors

To verify enforcement of
human rights

Carried out by
human rights experts
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System encouraging the
escalation of problems
by the workers
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THE MONITORING STEPS

REPORTS
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• Desk review: assessment can be done through ongoing reporting or regular
self-assessment by subcontractors, for example, or as part of the supplier
performance review.
• On-site visits: the implementation of core human rights standards can be
assessed by the project team during subcontractors’ visits or as part of health
and safety or compliance audits, for example.
• Implementation of a mechanism for subcontractors’ workers to report any
issues related to human rights.
• External human rights audits: the project team can commission third-party
auditors, implemented by human rights specialists. Such audits can be useful
in monitoring high to very high and complex human rights risks.
The monitoring strategy should be based on the nature and the severity
of human rights risks.
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HOW TO GET STARTED?
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STEP 5 : follow-up procedures

When nonconformities
are observed, ask the
subcontractor to take
corrective actions by an
agreed-upon completion
date.

:: When noncompliances are found, a corrective action plan (CAP)
should be developed
It should include, for example:
• corrective measures agreed to by the subcontractor;
• estimated completion date (based on the severity of the noncompliance and
the length of the project);
• verification methods.

:: Review subcontractor’s performance and KPI on human rights
• Various methods are available to check if improvements have been made
(e.g., desktop review, anonymous survey, re-audit including unannounced
checks for sensitive issues). Based on the nonconformities found and the
improvements made, the Company will review the subcontractor KPIs.
• At this stage, subcontractors might need support from the Company to
rectify some instances of non-compliance.

DEFINE
A CORRECTIVE ACTION PLAN

REVIEW
SOCIAL PERFORMANCE

Prioritize human rights noncompliances (minor/ major).

Agree to corrective measures and
completion dates with
subcontractor.

Check if improvements have been
made and update subcontractor’s
rating.

Decide which verification methods
will be used to check
improvements.

Help subcontractors to rectify
residual cases of non-compliance,
if necessary.

Identify main root causes.
Update human rights risks
mapping accordingly.
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IDENTIFY
MONITORING OUTPUTS
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:: Dealing with persistent serious noncompliances
Where subcontractors are unwilling to make progress or progress is too slow
compared to the Company’s expectations, the Company might consider terminating
the subcontracting contract. It is important that the Company provide the
subcontractor with adequate warnings before doing so and termination should
always be considered only as a last resort.
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Partnership with important and longstanding subcontractors can be reinforced
by mid- or long-term programs. Such programs could involve contractor’s
management trainings and improvement plan. The implementation of a
certification scheme and a “learning curve” may also help to structure the
subcontractor improvement plan.
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HOW TO GET STARTED?

Follow-up procedures need to be adapted to the duration of the business
relationship. Expectations may be different when the subcontracted activities are
performed by subcontractors for a long or a short duration. Project teams are
expected to actively manage any issues arising during the assessment process to
ensure that:
• root causes of non-conformities and breaches are identified;
• human rights risks are updated to reflect issues identified;
• subcontractors are engaged in a dialogue to improve their long-term human
rights performance.
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Challenges
Transparency
Despite subcontractors’ willingness to tackle human right issues within their
own supply chains, the level of infringements and the number of entities involved
in the process are sometimes so important that it is difficult to monitor their
practices effectively.

In many countries, subcontractors and suppliers may have a low level of
awareness regarding human rights standards.
Therefore, it may be challenging for the Company – which operates on the
short-to-medium term in the country – to require local subcontractors to
implement robust human rights standards in their operations and among their
subcontractors.
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Commitment
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Scrutiny

Proportionality
It is difficult to promote workers’ capacity-building and grievance mechanisms
without interfering with subcontractor activities. It requires the establishment of
a climate of trust over the long term which may be difficult to achieve.
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Auditing may help improve working conditions at the subcontractor level,
especially regarding basic working conditions such as health and safety or hours.
However, it may be difficult to investigate in detail subcontractors’ practices
regarding other more complex issues such as recruitment practices, wages and
overtime, rest periods, holidays, or nondiscrimination.

Compliance
It is difficult to promote compliance through continuous improvement of
subcontractors’ practices because the construction industry is characterized by
one-off, short-term operations with many partners.
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• International Convention on the Protection of the Rights of all Migrant Workers and
Members of Their Families (1990).
• Dhaka Principles for Migration with Dignity (2012).
• Convention on the Rights of the Child (1989).
• Global Unions Principles on Temporary Work Agencies (2011).
• Guiding Principles on Businesses and Human Rights published by the Special Representative of the Secretary
General of the United Nations (2010).

: Relevant ILO instruments:

–– The Transparency in Supply Chains provision in the Modern Slavery Act (UK 2015).
–– The California Transparency in Supply Chain Acts (2012).
–– The Law concerning the obligation of vigilance on the part of parent companies and contracting companies (2017).
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: National laws on due diligence and transparency acts:
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–– Forced Labour and Servitude Convention No. 29 (1930) and its Protocol (2014).
–– Hours of work Convention No. 30 (1930).
–– Private Employment Agencies Convention No. 181 (1987).
–– Fee-Charging Employment Agencies Convention No. 96 (1949).
–– Employment for Migration Convention No. 97 (1949).
–– Migrant Workers ILO Convention on the Elimination of Discriminations Against Women (1979)
Articles 11, 13 and 16.
–– Discrimination Convention No. 111 (1958).
–– Migrant Workers Convention No. 143 (additional provisions) (1975).
–– ILO Declaration on Fundamental Principles and Rights at Work (1998; 2010).
–– Minimum wage Fixing Convention No. 131 (1970).
–– Minimum age Convention No. 138 (1973).
–– ILO Convention No. 161 on Occupational health services (1985).
–– ILO Convetion No. 1 on Working hours (1919).
–– ILO Convention No. 14, on weekly rest periods (1921).
–– ILO Recommendation No. 115 on Workers’ Housing (1961).
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International declarations and conventions:
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LOCAL
COMMUNITIES

Companies should do their best to avoid, minimize and mitigate the negative
impacts on the environment and on communities’ means of subsistence. Where
some practices are infringing the fundamental rights of local communities,
these activities should stop or be minimized, and remediation actions should be
developed and implemented jointly with the local community representatives.
In this section, the guidelines provide detailed recommendations to avoid
breaching the fundamental rights of local communities and to minimise the
potential negative impacts that a company might be confronted with when
dealing with local communities. The implementation of these recommendations
concerns major infrastructure projects, concessions or construction works.
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––Right to safety and
security.
––Right to health.
––Right to an adequate
standard of living.
––Right to land and
ownership.
––Right to be informed.
––Right to public
participation in the
decision-making
process.
––Right to access to
justice in environmental
matters.
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RELEVANT HUMAN
RIGHTS

Construction projects and projects for the operation of
infrastructures can have impacts on local communities.
Initially, the Client is generally responsible for relations with the local
populations affected. However, concessionaires and construction
companies also have responsibilities. They must work in close
collaboration with the Client to identify, avoid and mitigate negative
impacts on the environment and on communities’ means of
subsistence.
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Three groups of potential issues have to be taken into consideration:
SOCIO-ENVIRONMENTAL ISSUES
LAND-RELATED ISSUES
COMMUNITY DIALOGUE, ENGAGEMENT, AND REMEDIATION MECHANISMS
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According to the United Nations,
there are an estimated 370 million
indigenous people in 90 countries
around the world.
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Differentiating roles and responsibilities
between the Grantor, the Concessionaire,
and the Contractor
THE GRANTOR, THE CONCESSIONAIRE, AND THE CONTRACTOR OF A PROJECT DO NOT SHARE
THE SAME RESPONSIBILITIES REGARDING THEIR RELATIONSHIP WITH LOCAL COMMUNITIES.

GRANTOR

Risk management
Collaboration
Socio-economic programs

Dialogue
Resettlement plan
Compensation

CONTRACTOR

Management of nuisances
Development of local economy
Contribution to needs

The Grantor, which owns the land, is in most cases a public authority.
The Grantor is generally responsible for dealing with local communities through
consultation on the project. In cases where the project implies the displacement of
people, it is normally the Grantor’s responsibility to develop and implement
a resettlement plan and provide the affected population with adequate
compensation.
The Concessionaire, the Contractor and the Operator also have responsibilities
regarding their relationships with the communities.

It is important to keep in mind that it is in the Concessionaire and and the
construction Company’s interests to review the Grantor’s existing community
engagement, in order to understand whether past and current measures taken
foster a constructive relationship and whether they have contributed to adequately
managing current and potential negative impacts of the project.

05
LOCAL COMMUNITIES

As a construction Company, the challenge is to ensure to the fullest extent
possible the management of nuisances triggered by construction works,
which take place for a limited period.
The Constructor can also commit to maximizing the positive impacts of its
activities on the local economy, through recruiting local workforce and developing
a robust local supply chain. Under the supervision of the Concessionaire, the
construction Company can also contribute to the socioeconomic progress of the
area through actions addressing the needs of local communities.
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The Concessionaire and the Operator have to manage any risks of potential
negative impacts on communities in the long term, as concessions can last
up to 20 or even 50 years. To prevent community opposition to the project, the
Concessionaire should work closely with local or national authorities (depending on
the nature and size of the project), along with local communities’ representatives.
The Concessionaire and the Operator are also strongly advised to develop a
program supporting the local economy and implement community-based actions,
as part of its social and environmental corporate responsibility.
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LOCAL COMMUNITIES

02
WORKING CONDITIONS

CONCESSIONAIRE/
OPERATOR
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Definition of local communities

According to the United Nations, there are an estimated 370 million indigenous
people in 90 countries around the world. Indigenous people are not a
homogeneous group, and they can be identified by various names and concepts:
ethnic groups, tribes, First Nations, etc.

Fundamental rights of local communities
The fundamental rights of local communities encompass the right to safety and
security, the right of ownership and compensation in case of expropriation, and
the right to be protected against possible nuisances. Access to pollutant-free
water and soil is a component of their right to health. Local people also have the
right to access information on company’s activities in order to know whether they
have to protect themselves and their families against adverse impacts.
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The respect of indigenous people’s livelihoods has become a major human
rights commitment, and they benefit from a specific status under international
law. However, due to their socioeconomic and legal marginalization, indigenous
people have limited capacity to claim their rights. They are more likely to be
exposed to unfair and expeditious proceedings than non-indigenous local
communities. Similarly, they are the most vulnerable when transformation and
exploitation of land and natural resources occur.
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Indigenous people are a special type of local community that are particularly
vulnerable and require specific attention.
As established by international law, indigenous groups tend to share four
common elements:
• they are preexisting historically and geographically, within a given territory,
to current Nation-states;
• they have distinct social, cultural, and economic conditions. Irrespective of
their legal status, they retain some or all of their cultural, economic, social,
or political institutions, along with their language;
• indigenous people self-identify and are recognized as such;
• they have frequently faced marginalization and discrimination.
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“Local communities” refer to people living within the project’s area
of influence.
Affected local communities are to those who are subject to risk or impact from
the project. Impacts can take place in the short term and/or the long term.
They can be positive through higher rates of employment and revitalization of
local economies, but they can also be negative in the form of air, visual, and
noise pollution, environmental degradation and land pressure, etc. Such external
impacts can affect health, economic resources, and recreational facilities of local
communities. Affected individuals can sometimes be forced to leave their land
due either to pollution, deep changes affecting their traditional land-use patterns,
or compulsory evictions justified by the nature of the project.
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Socio-environmental issues
:: The Company should seek to understand the potential negative impacts
of its projects on local communities as early as possible by mapping
potential risks and conducting a community impact assessment.

VINCI’S
GUIDELINES

:: The Company is encouraged to assess the positive socioeconomic
impacts of its activities on the area, and to adopt measures fostering
such impacts (e.g., training and hiring local low-skilled workers,
developing a locally-rooted supply chain, etc.)
:: When possible, at the end of the project, the Company should seek to
convert its infrastructures into facilities that can benefit local populations
(e.g., health center, community center, recreational area, etc.).

Local communities may be subject to the potential impacts of the project in the
short, medium, and long term. Such impacts can be positive (i.e., higher rates of
employment), but they can also be negative and place a burden on a community’s
environment, economy, livelihood, social structure, and culture.

Local communities are
those that are located
in the proximity of
the project.
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POTENTIALLY IMPACTING FACTORS

SOCIOECONOMIC
ISSUES

SOCIOCULTURAL
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SECURITY
ISSUES
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SOCIO-ENVIRONMENTAL
ISSUES
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General background

02
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:: The Company should strive to develop an action plan that details
actions to minimize, mitigate, and/or compensate for adverse social,
environmental, and economic impacts, while identifying opportunities
and actions to foster positive impacts of the project on the local
communities.
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What is at stake for VINCI?

What can be done?

The assessment should cover all issues related to the environmental,
socioeconomic, and cultural rights of local communities. It should determine their
nature and level of severity, and whether they present significant risks for the
rights of local communities. A risk of a negative impact does not correspond to a
human rights infringement, but it does highlight a risk that such an infringement
may occur.
The assessment should also state whether some policies could positively address
human rights opportunities at the project level.
Based on this evidence, companies can respond at a very early phase to identified
challenges through appropriate managerial responses.

AWARD
OF CONSTRUCTION CONTRACT

EARLY STAGE

PREPARATORY STAGE

OPERATIONAL STAGE

Preliminary risk assessment
to assess the environment before a
potential project emerges.

Impact assessment conducted
before the awarding of the contract,
crucial to warn the Client, if
necessary, on key sensitive aspects
of the project, and to engage key
managerial decisions.

Monitoring and mitigation
actions during the phase of
implementation, to ensure
compliance with commitments
taken based on risk assessment.
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BEGINNING
OF PROJECT PREPARATION
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:: Analysis of social and environmental issues
Prior to engaging in a project, and during the preparatory stage, the Company
should to conduct an assessment of social and environmental issues that may
impact project-affected communities.
The goal of such an analysis is to identify existing risks and opportunities relating
to local rights holders, along with potential knowledge gaps requiring further
attention.

02
WORKING CONDITIONS

If the Company neglects to take into account potential environmental,
social, economic, and security issues, it can infringe on the rights of local
communities. This can lead to tensions among members of the community
and hostility toward the Company. In the end, this can result in negative
media coverage and legal actions against the Company on the ground
of human rights abuses. This could potentially damage the Company’s
reputation and scare off potential clients and investors on ethical grounds.
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COLLABORATIVE AND COMMUNITY-BASED IMPACT ASSESSMENT

The risk of a negative
impact does not
conrrespond to an
infringement on human
rights, but is a sign of a
risk factor.

:: Enhancing opportunities; improving positive impacts of the project
Private sector projects can provide significant benefits to the local communities,
in particular through employment and training opportunities. Projects can also
offer infrastructure improvements and other related activities that can improve
communities’ living conditions. Demonstrating and enhancing the project’s
socioeconomic benefits for local communities can strengthen local support and
“buy-in.” Furthermore, participation of local communities in the project can also
support projects’ sustainability.
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It is important to keep in mind that although companies are encouraged to
promote human rights by enhancing projects’ positive contributions to local
development, such actions and commitments do not offset companies’
possible human rights infringements.
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An impact assessment that associates all the directly affected stakeholders
(including communities but also local public authorities, investment partners, etc.)
is more likely to gather wider perspectives, with results more readily accepted by
all parties.
A community-based approach enables the Company to collect the concerns
and expectations of local communities based on their own representation and
prioritization of their rights. It helps identify more accurately certain socioenvironmental issues that might have been overlooked by previous company
assessments.
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Socio-environmental ASPECTS
This section concerns the impact of serious environmental damage such as loss
of biodiversity, water, air and soil pollution, etc., as well as the impact on local
communities (for example, public health problems, security issues, conflicts
related to the use of water and lands, access to means of subsistence, etc.).

• Free public access to all the environmental information owned by the
Company, particularly in states where public authorities fail to deliver an
adequate level of information to the public. Contents should be delivered in
local languages and in an easily understandable format.
• Respect for authorized levels of emissions, waste, and toxins that can be
released into the air, water, and soil, according to the operative national and
international standards.
• Preventative methods and emergency procedures to prevent any
industrial accidents, that comply with the highest level in the sector
of activity.

• Consultation of affected local communities before and during the
operations, to determine jointly any negative effects and try to eliminate or
mitigate them.
• Adequate compensation in case of permanent disruptions affecting local
communities, through alternative solutions equal to what they had previously.
• When leaving an area, a duly implemented land rehabilitation:
the site should be left in a condition that enables other uses and is free
from pollutants.
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:: Advice for monitoring and remedial measures

02
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:: Advice for preventative measures
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Socioeconomic ASPECTS
This section concerns the impact of the project on the local economic system
(socio-economic situation and means of subsistence, decrease or increase of local
prices, level of inequality, work and ability of the workforce, level of activity, etc.).

:: Advice for preventative measures

:: Advice for monitoring and remedial measures

• Fostering local purchasing: the Company can bolster local food production
through consolidating a supply chain in partnership with local farmers.
• Fostering local recruitment: the Company should try to hire and train local
people, especially those with low qualifications who need to reintegrate into
the labor market.
• Reuse of infrastructures: once the project ends, the Company can try to
recycle its infrastructure for new uses benefiting local communities.
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• Avoiding land and housing pressure: the Company should avoid paying
too high rents for local property. When there is little availability on the local
market, the company should build its own living units for its employees.
This housing construction should not deplete local resources, such as
green spaces.
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• A procurement respectful of local resources: the Company should be
careful that its consumption of resources does not result in shortages
for local residents. It should assess through qualitative and quantitative
studies whether the local economy can meet its demand in food, housing,
construction materials, etc., or whether there is a risk of overheating.
External experts can conduct such studies if the Company does not have
adequate qualifications in-house.
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Sociocultural ASPECTS
This section concerns the impact on the material and immaterial cultural
heritage, the customs and the way of life as well as the impacts in terms of
inequalities between men and women (notably vis-à-vis the status of women in
the society).

• Respect for daily life of inhabitants: the Company should be careful that,
outside the labor community’s area, its employees do not disturb the life
of local communities. For this purpose, it should establish rules of conduct
concerning alcohol, drugs, prostitution, and corruption applicable to each
employee both at the worksite and the living quarters.
• The Company should be sensitive to gender inequality issues.
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:: Advice for preventative measures
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• The Company should be sensitive to cultural and traditional practices.

:: Advice for monitoring and remedial measures

• Gender analysis and remediation: the Company should conduct analysis to
help identify and address gender-based discrimination. It can develop a plan
to raise awareness about gender inequality.
• Preservation of cultural heritage: the Company should minimize its impact
on the local heritage and on areas of religious and cultural significance. If
the project directly affects such areas, the Company should try to develop
solutions jointly with local communities to ensure their preservation.

LIVING CONDITIONS

• Compliance with code of conduct: the Company should monitor
the behaviors of its employees, inside and outside the working and
accommodation sites. It should impose sanctions against employees who fail
to respect the rules.
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ASPECTS relating to security and to conflicts
linked to use of resources
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This section concerns the impacts on community security as well as on water and
land use conflicts leading to social unrest and tensions with local communities.

• Security Risk Assessment: before engaging in a project, the Company
should conduct a Security Risk Assessment (SRA). The goal of such a process
is to scan existing security threats to determine if there is a possibility of
committing human rights abuses – particularly abuses of local communities
– through the organization of security arrangements. The SRA should help
to determine the nature and scope of security arrangements, to ensure it
remains proportional.

:: Advice for monitoring and remedial measures
• Monitoring and assessment: the Company’s security arrangements
and their impact on affected local communities should be monitored and
assessed to ensure that they are in line with international human rights
requirements. This applies equally to private security forces hired by the
Company and and to State security forces. If possible, it should not be the
Company itself but an independent third party that conducts the monitoring
process.

• Involvement of local communities: representative members of local
communities should be consulted throughout the monitoring, so that their
potential grievances can be expressed, especially if relations between the
Company and the community appear to be tense.
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• Remediation: if abuses or unlawful conduct by security personnel are
discovered during the monitoring, the Company should take appropriate
remedial actions. Incidents should be reported to the relevant public
authorities, if relevant.
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• The following issues should be included within the monitoring procedure:
–– proportionality of the security arrangement;
–– impact on existing local tensions;
–– investigations of all security-related incidents with members of local
communities, where force has been employed;
–– alleged complaints of abusive or inappropriate actions.
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• The following factors should be taken into consideration by the SRA:
–– identification of security risks (political, economic, civil, or social factors);
–– potential for violence in the operating environment;
–– human rights records of public security forces, paramilitary groups, local and
national law enforcement;
–– rule of law;
–– conflict analysis.
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:: Advice for preventative measures
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Land-related issues
VINCI’S
GUIDELINES

:: The Company should seek to develop project designs that minimize
physical and/or economic displacements.
:: The Company should review and understand any land and resettlement
plans related to their projects that are implemented by a third party.

:: When working on a project, the Company is encouraged to contribute
to any grievance mechanisms in place so that local communities can
raise any land-related concerns.

General background
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From its early operational phase, the development of projects might imply
change of ownership or restrictions on land use that can affect local communities
and individuals using this land for economic, residential, cultural, or religious
purposes. In addition, project requirements can lead to involuntary resettlement
of communities, which corresponds both to their physical and economic
displacement. The latter refers to a loss of assets, access to assets, or income
source triggered by changes in land use and access. Resettlement is involuntary
when concerned communities cannot oppose their displacement
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:: When building infrastructure, the Company should take into
consideration and seek to minimize the adverse social and economic
impacts resulting from land acquisition or restrictions to land access
and use for the local communities.

Indigenous peoples
have rights over the land
that they inhabit and/or
cultivate […].
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Involuntary displacement can have long-term adverse social and economic
impacts on displaced communities. Therefore, such decisions should be taken only
if there is no alternative. Procedures should be exceptional, proportional, and lawful.
They should ensure fair compensation and rehabilitation for displaced people.

:: Clarifying roles and responsibilities regarding land management:
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• Public authorities are generally responsible for dealing with the
land acquisition and displace the local population. They play a central
role in determining the need to displace local population and the level of
compensation. It is usually within the land management rules established
by the government the concessionaire and the construction companies
are operating. Therefore, when due process is respected, companies are
encouraged to collaborate closely with state authorities, to ensure the most
efficient land management.
• If public authorities fail to fulfil their role, the concessionaire and the
contractors may face drastic consequences. This is the reason why
companies may have to use their leverage to convince the Grantor to improve
its processes or take leadership on issues dealing with restrictions on land use
and resettlement process as part of their extended responsibility. Companies
should endorse this responsibility only in case of a weak governance regime;
they should not seek to replace the responsibility of the State.
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Land-related issues

What is at stake for VINCI?
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If resettlement procedures do not respect international human rights
provisions, they may constitute a forced eviction, which infringes the
rights of local communities. In the same way, if the Company neglects
to assess whether land and resettlement policies have been duly and
lawfully implemented by the grantor authority, it potentially can face several
difficulties, such as:
• heightened tensions with local communities, which may have suffered unfair
expulsions and fiercely oppose resettlement;
• an accusation of complicity in violating human rights, on the ground of forced
evictions operated by the grantor – in most cases a public authority.
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What can be done?

:: In case of private land concession
Before concluding a contract with a private grantor, the Company should investigate
land and natural-resource user rights and interests, to avoid receiving illegal or
improper transfer of rights.
The Company should be sensitive to the coercion or manipulation some local
communities – especially indigenous ones – may face to sell their property, even
though they might lack documents to prove their ownership of the land.

:: Assessing risks related to restrictions of land use and resettlement:
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:: In case of public land concession
When acquiring an interest in a publicly owned land, the Company should conduct
a study to determine whether the land granted is inhabited or used by local
communities. If involuntary resettlement is planned, the Company should determine
whether all State actors involved in the procedure fulfilled their duties as required by
national and international law (i.e., consultation with and compensation of all displaced
individuals, including people with formal land tenure rights as well as those with
customary rights and those who informally occupied the land).
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:: Assessing impacts on land use patterns
The Company should assess the potential impacts of its activities on the existing land
use patterns for local people living on the land or using its resources. If the company
is operating in an environment where indigenous people are living or using natural
resources, it should be aware of their patterns of land and
resource use.
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When involuntary resettlement is unavoidable due to the nature of the project, the
Company should, in collaboration with the grantor (if the grantor requests it), conduct
a comprehensive displacement-impact assessment.
If the company is directly involved in resettlement activities, it should minimize the
negative impacts of displacement by respecting the following requirements:
• compensate all affected individuals for loss of assets at replacement cost(1);
• implement resettlement activities in a transparent way, with open access to the
information and the participation of affected people;
• improve or restore the standards of living of displaced persons.
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(1) The IFC (International Financial Society) defines replacement cost as follows: “the market value of the assets plus transaction costs. […] Market value is defined as the value required to
allow Affected Communities and persons to replace lost assets with assets of similar value.”
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• Indigenous peoples have a special connection to land, which is both a livelihood through the resources it
offers and a source of religious/spiritual and cultural identity. They have rights over the land they inhabit and/or
cultivate and their extended surroundings, possibly on a seasonal basis. Their rights can be formal or informal,
collective or individual.
• Under international law, States have the duty to recognize and protect indigenous peoples’ rights over land.
Public authorities are also supposed to guarantee the participation of indigenous peoples in the development
of management of their land, and to grant them full and fair compensation in case of resettlement.
• In the event public authorities do not fulfil their responsibilities, companies have to ensure through other means
that indigenous rights to land and resources are protected.
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Indigenous land rights
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Land-related issues

Challenges
Lawfulness
It can be very difficult for the Company to investigate in full whether the land that
is used for the project was acquired in accordance with good practice compatible
with human rights. This is particularly true when the land was acquired a long
time ago.

If the Company does not disclose all information on land rights transfer, it might
face criticism and opposition from local stakeholders.

Consultation
Adequate consultation mechanisms, including free, prior and informed consent
(FPIC) with indigenous peoples, can be very time consuming to set up.(2)
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Transparency
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Equitable remedy
It is very difficult to ensure that a displaced population has received adequate
compensation or can access equitable remedies.
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(2) Free prior and informed consent (FPIC) is the principle that a community has the right to give or withhold its consent to proposed projects that may affect the lands they customarily
own, occupy, or otherwise use, in accordance with customary law.
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Community dialogue,
engagement, and remediation
mechanisms
:: Prior to the commencement of the project, the Company should
initiate a stakeholder dialogue that includes representatives of local
communities affected by the project.
:: The Company should set up an effective and easily accessible
community-based grievance mechanism.
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VINCI’S
GUIDELINES

:: The Company should strive to develop a mapping of local stakeholders
involved or affected by the project.
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:: The Company should develop adequate remediation plans to manage
complaints arising from local communities.

Dialogue is encouraged
between companies and
the local communities
impacted by the projects.

As their quality of life is directly exposed to the impacts related to the
construction and maintenance of a building or infrastructure, local communities
are a major stakeholder that companies must not ignore. Public authorities
are usually responsible for engaging and dealing with issues concerning local
communities and indigenous peoples. However, when their activities can also
impact people living in the project’s area of influence, companies are advised
to set up a dialogue with affected local communities, even when it is not legally
required to do so. This dialogue can take place in connection with any ongoing
dialogue set up by relevant public authorities.

An effective engagement mechanism plays an essential role in building
and maintaining long-standing relationships with local communities.
Fostering dialogue and transparency can help gather all points of view from
people affected by the project. This allows companies to understand local
communities’ expectations and fears toward the project and to minimize
the potential risks for community unrest and conflict. It then enables managers
to make choices on an informed basis and to avoid misguided decisions that
could possibly lead to human rights abuses.
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As crucial stakeholders, local communities should have an opportunity to express
their views throughout the project lifecycle:
• the initial phase, through consultations;
• the operational phase, through grievance mechanisms.

03
LIVING CONDITIONS

General background
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What is at stake for VINCI?
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If the Company neglects to organize a community-based stakeholder
dialogue, it potentially can face several difficulties, such as:
• A loss of legitimacy to operate in the area, which can lead to strong local
opposition resulting in delays or even suspension of a project;
• A lack of accuracy: If the consultation is top down, focused on risk
mitigation, does not empower local communities to take part in decisionmaking, there is a significant risk that some human rights issues might stay
hidden. This can have serious legal, financial, and reputational consequences
for the Company and its partners.
• Accusations of complicity in violation of human rights, partly resulting
from the Company’s lack of attention to grievances and complaints of local
communities and/or indigenous peoples.
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What can be done?

The process of dialogue should be open-ended, inclusive, transparent, and
trustworthy. Questions raised during discussions should be registered, taken
into account, and solved whenever possible. Holding effective consultation with
representatives of local communities implies that the Company is receptive to
concerns and divergent views, when they exist.
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The Company should strive to develop channels of participation tailored to the
need of affected communities. This also means focusing on gender equality,
indigenous peoples’ rights, and the rights of vulnerable individuals and
groups. This requires the Company to consider which individuals or groups are
marginalized or less represented, which category of people is likely to be more
affected by the negative impacts or less able to recover quickly from them,
and similarly, which category of individuals has less chance to benefit from
the project’s potential positive impacts. To achieve this task, the Company can
make use of the services of an external third party, with expertise in sociology,
ethnology, and stakeholder engagement, among other skills.
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:: Consultations
Before the beginning of construction work, the Company should engage in
dialogue with affected communities about the project as a whole, along with
identified environmental, social, and human rights impacts. The Company
should have in place a multilateral stakeholder engagement plan, developed in
consultation with representatives of affected communities along with public
authorities and civil society organizations.
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:: Grievance Mechanism
The Company should implement an effective grievance mechanism to register
and respond to community complaints and concerns regarding the project.
Such a mechanism should be developed in collaboration with the local
communities to ensure that it is accepted and used by the local population.

It should be possible to lodge complaints on an anonymous basis, and retaliation
against complainants should be strictly forbidden. It is also good practice that
each complaint is formally registered and handled by the Company, with the aim
to respond constructively to the issues raised. Wherever possible, grievances
should be solved as quickly as possible, and the Company’s top management
should be involved in particularly serious cases.
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How to use such a mechanism should be widely publicized to the community
affected by the project, in a format and language that can be easily understood by
all. Additional support should be available to vulnerable groups facing barriers to
lodge their grievances. Different access points should exist to make the grievance
mechanism as accessible as possible.
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• People are more and more eager to take part in the decision-making process regarding choices in land
planning and development for their neighborhood.
• Local citizens can mobilize in various ways against projects they judge as wasteful or as bypassing
their interests.
• Local communities and civil society are highly sensitive to the social, environmental, and economic impacts
brought by a project, whether they are positive or negative.
• The social acceptance of a project is crucial for its success. Without the consent of the locally affected
population, the risks of rejection and deadlocks are high.
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Emerging trends in citizen participation
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Challenges
Inclusiveness
Some categories of individuals may face barriers to participation (due to low
literacy rate, social and cultural marginalization, and gender-based discrimination,
for example).

Legitimacy

Accountability
Despite due consultation processes, some concerns and expectations expressed
by members of local communities may not be adequately taken into account,
creating a feeling of distrust toward the Company.
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When the consultation is based on dialogue with community representatives
and local authorities, there might be serious flaws where those representatives
do not adequately represent the marginalized population or are not trusted and
respected by other community members.
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International declarations and conventions

•
•
•
•
•

:: Relevant ILO instruments:
–– Indigenous and Tribal Peoples Convention No. 107 (1957).
–– Indigenous and Tribal Peoples Convention No. 169 (1989).
–– Prevention of Major Industrial Accidents Convention No. 174 (1993).
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•
•

Universal Declaration of Human Rights (1948).
International Covenant on Civil and Political Rights (1966).
International Covenant on Economic, Social and Cultural Rights (1966).
Commission on Human Rights, Fact Sheet No. 25 on Forced Evictions and Human Rights (1993).
Permanent Peoples’ Tribunal Charter on Industrial Hazards and Human Rights (1994).
UN Committee on Economic, Social, and Cultural Rights (CESCR),
General Comment No. 7: The Right to Adequate Housing (Art. 11.1): Forced Evictions (1997).
Aarhus Convention on Access to Information, Public Participation in Decision-Making,
and Access to Justice in Environmental Matters (1998).
United Nations Declaration on the Rights of Indigenous Peoples (2007).
UN Basic Principles and Guidelines on Development-based Evictions and Displacement (2007).
OECD Guidelines for Multinational Enterprises (1976, last update 2011).
UN Guiding Principles on Business and Human Rights (2011), Section II, The Corporate Responsibility
to Respect Human Rights.
IFC Performance Standard 5 on Land Acquisition and Involuntary Resettlement (2012).
IFC Performance Standard 7 on Indigenous People (2012).
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