Responsible Recruitment Working Group

The Food Network for Ethical Trade — Friday 23 May. 2025




Safe & Brave Space Statement

The fortnightly members call is a safe & brave space for members to discuss and exchange ideas on human
rights risks and improvement actions and all are reminded to please always respect this principle.
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Laura McManus — Woolworths
Group & Churchill Institute

Anna Norgett —
Stronger Together
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10.00-10.05 Welcome Courtenay Forbes, Tesco
Rachel Munns, Worldwise Foods

10.05-10.15 Phased Approach to Responsible Recruitment: next Courtenay Forbes, Tesco
steps Rachel Munns, Worldwise Foods
10.15-10.55 Examining best practices in responsible recruitment to  Laura McManus
reduce forced labour risks among migrant workers in
Australia
5 min break
11.00-11.20 Resources on Responsible Recruitment Rachel Munns, Worldwise Foods
Anna Norgett, Stronger Together
11.20-11.30 Planning — Q2 onwards All
FNET
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(o Remove fear of delisting N
¢ Highlight shared responsibility
¢ Incentives for zero fees and

looking for fees

DEVELOP SAFE
SPACE

FNET

FOOD NETWORK FOR ETHICAL TRADE - Confidential

e PRIORITISATION

* Definition of excessive fees

* Define tiers of severity by typs

* Develop best practice to
remediate based on cost severity

e Create roadmap for fees
to prioritize, remediate and
eradicate

- J

Considerations

(Guidance for FNET members on )
what good remedy looks like

¢ analogous to the 5 criteria of
effective grievance mechanisms

 Develop KPI's to measure
continuous improvement

REMEDY

* Key labour sourcing countries

*  What is a reasonable recruitment fee in each country Impactt 2022 analysis!!

* Verité cost calculator (SE Asia)

* Use existing resources!



Slide 5

STO Does this need updating for 2025-6?
Surmaya Talyarkhan, 2025-05-12T11:23:44.734
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‘E Government-mandated fees including:
visa, work permit, passport, medical costs, insurance costs
S— \

.....

Recruitment fees
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P
6 Costs for training and orientation
P

Travel and lodging

@ Costs for skills and qualification tests

S —

]
3.] Ongoing fees/costs associated with employment e.g. work permit renewals

2

/
g Any other fees/costs as defined by ILO definition of recruitment fees and costs not listed
"' above

-

FNET
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External
review

e Request
Impactt to
review

Final FNET
sign off and
launch

e Fortnightly
call

Pilot

e \olunteers
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oCan you see your business using this?

oWhat other support do you need?

FNET
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\
& BEING A
o' MIGRANT

IS A

NEVER ENDING

JOURNEY

Recruitment
Practices Iin the
Pacific

Laura McManus
2023 Churchill Fellow



Research Objectives

1. To understand current recruitment
practices in key Pacific Island Countries
and map these against best practice
principles in responsible recruitment

2. To explore models of effective sector-based
collaboration that address forced labour
risks related to migrant worker recruitment
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Recruitment
landscape variations

* Fiji: Centrally managed by the government's
National Employment Centre with minimal private
sector involvement

 Samoa: 70% government-managed with 30%
recruited informally through networks

* Tonga: Mixed model balancing government work-
ready pools and direct recruitment

* Vanuatu: System of over 70 licensed private
recruitment agents with limited due diligence



Reviewed against the Dhaka
Principles and ILO Forced
_abour Indicators

Equal Treatment/Non-discrimination Risks

* Selection bias based on family status in both
government and agency-led recruitment

* Informal "blacklisting” of workers who don't
conform to community expectations

* Use of pregnancy testing by some actors despite
this being discriminatory




Reviewed against the Dhaka
Principles and ILO Forced
_abour Indicators

Recruitment Fees and Hidden Costs:

* While outright recruitment fees were rare,
"related costs" were common

* "Gesture money" for recommendation
letters from community leaders

« Community fundraising creates an
unspoken expectation of repayment

* Unclear roles and compensation for "team
leaders" acting as informal intermediaries



Reviewed against the Dhaka
Principles and ILO Forced
_abour Indicators

Contract Clarity and Transparency Issues:

* Workers often receive contracts only days
before departure

* Limited explanation of deductions,
especially when contracts are only in
English

* Undeclared or unexpected salary
deductions appearing after arrival




Reviewed against the Dhaka
Principles and ILO Forced
_abour Indicators

Freedom of Movement Limitations:

* Opaque governance around passport
retention, particularly regarding team leaders
holding documents for extended periods

* Employer-tied visas increasing vulnerability

e Cultural monitoring outside of work hours by
team leaders

* Excessive restrictions framed as "pastoral
care"



Cultural context is
a primary influence

* Family and community pressures can create
invisible constraints

* Communal fundraising for pre-departure costs
creates social obligations

 Cultural deference to authority may prevent
workers from raising concerns

These cultural dimensions can create conditions
where certain forced labour indicators exist, but in
ways that are less visible than in other migration
corridors.



Systemic issues and
governance gaps

 Governance gaps in recruitment oversight, particularly
regarding informal actors like team leaders

* Unclear cost structures with limited transparency
about what workers must repay

* Inadequate pre-departure information about working
conditions and deductions

e Cultural factors that complicate traditional forced
labour detection approaches



Key Policy
Recommendations

Enhanced pre-departure governance, with clearer
regulations around team leaders and informal intermediaries

Standardized cost transparency with itemised receipts for all
worker-borne expenses

Improved contract timing and accessibility in languages
workers understand

Strengthened grievance mechanisms accessible during the
recruitment stage

Cultural context training for companies and auditors
assessing recruitment practices



A Step Forward for ¢, A

K;y Insights for
business

* Risk awareness: Understanding the
nuanced ways recruitment risks manifest

Addressing in different sending countries and labour
Challenges [ migration corridors is essential for
and = effective due diligence
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Responsible Recruitment

Resources

Anna Norgett, UK & ROl Programmes Manager
May 2025



Our Vision is a world where all

workers are recruited responsibly and
have fair work free from exploitation.

stronger
t'\{:}'gether Our Mission is working together

to enable organizations to embed
Responsible recruitment | Fair work | Free from exploitation respon sible recruitment and
employment practices and mitigate
labor exploitation in their operations
and supply chains

stronger

tgether
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Driving impact at scale and continuous improvement:
Building capacity across your operations and suppliers

Motivate and inform via Support implementation Assess, progress and
training via practical resources demonstrate via tools (online

e
=%

(offline or online) and offline)

strronger
= ./Jggeiher

e S — Tockling modern slavery in businesses ' RESPONS'BLE

Introduction to Responsible Eliminating Worker-Paid — o AleslEfer T anpipyms endisow proilis — RECRUITMENT
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Fair, Equal & Dignified Opportunity Labour Supply Chain Due Diligence >
and Treatment and Partnerships
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safe Work for Agency/Contract
Workers
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Practical steps to ensuring that work is Stronge r

safe for agency/contract workers. t L ether
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Motivate and inform




Organisational responsible recruitment standards

COMMUNICATE

5.
MONITOR

Monitor progress

4.
RESPONSE AND
REMEDY

Ensure solution where
abuses occur

1.
COMMIT
Make a public
mmitment to

ponsible recruitment

2.

3.
ACT
Take action to deal with
identified risks

1. NO FORCED

6. WAGES AND
BENEFITS

all

TLFAIR TREATMENT

2.NOCHRLD

7. REGULAR WORK
AND WORKING TIME

3. NO RECRUITMENT

B. SAFE WORK
CONDITIONS

\Y/

13. REMEDY AND
WORKER-CENTRED
CULTURE

4. TRANSPARENT 5. ELGIBILITY TO
RECRUITMENT WORK
9. ACCOMMODATION 10. FREEDOM OF
AND TRANSPORT ASSOCIATION
14. BUSINESS 16, EFFECTIVE
CONDUCT MANAGEMENT
SYSTEMS AND DUE
DRIGENCE

stronger

tgether




International responsible recruitment standards
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Support implementation




Our resources

RESPONSIBLE
TOOLKIT.ORG

ELIMINATING WORKER-PAID
RECRUITMENT FEES AND RELATED COSTS

A Practicsl Step-by-Step Guide for Retaliers, Brands, Employsrs and Labour

stronger -
tOgether W

RESPONSIBLE
RECRUITMENT
TOOLKIT.ORG

Find out more and download for free here: www.stronger2gether.org/resources

strrsnger
tcgether

Tackling modern slavery in businesses
A toolkit for UK emplayers and labour providers

Toolkits and Checklists with
clear step by-step guidance
steps to support businesses to
embed what they learn in our
training

Template policies (Responsible
Sourcing, Anti-Discrimination, No
Child Labor etc.) and procedures
(Response procedure etc.)

Worker information posters in
multiple languages

Award winning, awadreness
raising videos

Bespoke resources can be
developed

stronger

tgether



Resources — Responsible Recruitment

and Fair Work

General principles and operational
guidelines for fair recruitment
and

Definition of recruitment fees
and related costs

General Principles and
operational guidelines for fair
recruitment

[INSERT BUSINESS NAME) POLICY FOR THE RESPONSIBLE RECRUITMENT OF
WORKERS

STATEMENT AND SCOPE
This Policy sets cut

o [insert busimess name] s cemmiment 1o enture ol morers wthn cur operatom and supgly chars are recruned
and (i relevant) wppied ethically and prolessionally and

+  The protactions that spply to sl workers ther nd
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(Insert business name] requires the same commiment of all of business partnars indudng (deiete parmers f they
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+  Suppliers and Service Providers

o Labow Providers or Recruters

s Recrutment intermediaries (and wub-agerts)

& Organisstions which provide services lor worters. @ g health centres. inswance providers. visa procassing

proviteruieiavant auonties Wavel Bpents mum ks cerdficaton agentsYanng
dormissey providen agencies agants and any ohar rebreat business
m

+  Labow UserEmployer clants

W wil mabsc ew conbiomity wih thee requtements
POLICY COMMITMENT S

Responsible Recruitment and Fair
Work Policy Template
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TEMPLATE CONTRACT OF EMPLOYMENT
OVERVIEW OF THIS RESOURCE

The Tookit T of Emgloyment i a document that
when used propedy

B Coimaiines 8 reoogniNe BTElsy T e G

® Defines the conractasl jomms betwwen e empioyer and e worker, snsuring
¥

W Reflocis the ety of e workey s woring smargements
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euie that you add Trese fequiemests 1o e conact. aong i any addonal teneflis of
recuremants hat are upechic 1o your busess

Alitha inkrmation, gusdance aed
wine

Toohs

Lot User The cheet of e latrour pecvider, whare agency workers work
o Assprere.

Assigryman: Aspeciic job with 3 Labour User

Assigrvrert Schedue  The devais of e Assgrment inchsing b descrigtion. day
nmimmu—*nnmmm

risks and corrom.

Contract of Employment

template
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Resources — Recruitment Fees and Wages
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ILO Definition of Recruitment Fees and Costs: For employers to cover

= Py e
Recruitment Fees
clearances, confirming credentials, and.

« Mandatary « Language « Including for

ol government pmrkmq um' waining,

A insurance. « Pre-departure interviews,

v Wl WOy and post. e consuiar mh
safery of qualifications. arrival ppointments  Vias
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Funds
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ILO Definition of
Recruitment Fees and Costs
for employers to cover.

Reasonable costs for
workers to cover

RERUITMENT FEE POLICY TEMPLATE FOR THE U.1.
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No Recruitment Fees

Policy Template

Cn VLT
7/ Guidance on Ry N
the Repayment A o8

of Worker-paid
Recruitment
Fees and Other
Related Costs

Dimanie Dk Bepa
n Rights

Guidance on the

Repayment of Worker-
paid recruitment feed
and Other Related
Costs

¥impactt

Principles and Guidelines for the Repayment of Migrant Worker Recruitment

Fees and Related Costs

Principles and

Guidelines for the

Repayment of
Migrant Worker
Recruitment Fees
and Related Costs

Principles and Guidelines for the
Rectification of Non-Payment of
Wages

o oy

Principles and Gudelines for the

Rectification of Non-Payment of Wages

stronger

tCrgether




Spotlight — TISC Statutory Guidance

"Companies should follow the Employer Pays Principle: No worker should pay for a job. The costs of
’ ’ recruitment should be borne not by the worker but by the employer and prohibit the charging of

recruitment f to worker r their rations including supply chains".
Home Office ec ent fees to workers across their operations including supply chains

It lists a range of due diligence measures to tackle irresponsible recruitment practices:

Transparency in Supply Chains

(TISC) _ 1. Prohibit the charging of recruitment fees to workers in their supply chains or operations, in line with
Statutory guidance the Employer Pays Principle

Sleraie™ 2. Integrate safeguards into company policies and procedures
_INTERACTIVE MA“P FOR BUSINESS_ . . . . . .
ANTI-HUMAN TRAFFICKING ORGANISATIONS 3. Raise awareness and build capacity of staff responsible for recruitment and buying teams to
understand the risks of debt bondage connected to recruitment
" ;ﬁ% " 4.  Screen and evaluate key recruitment agencies/labour providers
5. Monitor recruitment processes throughout the company’s supply chains and operations
‘:_;;".;;(,;,;'; 6. Undertake corrective action plans, including repayment of fees to workers, when issues are identified
7. Develop an action plan to make system improvements in recruitment practices
8. Participate in multi-stakeholder initiatives to make a wider impact on responsible recruitment
) oeca ) :_-.-::'6’ s,  WIoM ’Ju-u_..

stronger
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Resources

stronger
working withi thekr sw operstions.
INTRODUCTION

Good Practice Grievance
Mechanism Effectiveness
Checklist
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Internal Investigation

Checklist

— Grievance Mechanisms

0] el

GUIDING PRINCIPLES
ON BUSINESS
AND HUMAN RIGHTS

Implementing

the United Nations
“Protect, Respect and
Remedy” Fromework

b,
i

Guiding Principles on Business
and Human Rights

UNGP’s Effectiveness Criteria:

v

v
v
v

<\

Legitimate
Accessible
Predictable
Equitable
Transparent
Rights-compatible

Source of continuous
learning

Based on engagement
and dialogue
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Resources — Response and Remediation

HELEN
need in their recovery IS ATIC
strength to fly

What modern slavery survivors *

THE TRAUMA-INFORMED
CODE OF CONDUCT

Long-term,
consistent support

For all Professionals working with Survivors of
Human Trafficking and Slavery

The Modern
Slavery Core
QOutcome Set

Operational guidelines for
Business on Remediation of
Migrant Worker Grievances

The Trauma-Informed Code
Modern Slavery Core Outcome Set of Conduct

stronger

tgether
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demonstrate




Our Assessment and Verification tools

%4 "" RESPONSIBLE 8 fast Organisational
MT RECRUITMENT forward Progress
TOOLKIT.ORG Building sustainable supply chains Assessment
The RRT Online Tool is an Stronger Together’s Fast An OPA is a two-day
unparalleled online Forward programme is d supportive and participatory
capacity building tool to next-generation audit and assessment analyses gaps,
help businesses improvement programme reports your business’
understand, achieve and that works for all suppliers strengths and provides you
demonstrate responsible and service providers, in all with detailed
recruitment. sectors, at all stages of their recommendations and action
social compliance journey. plans to support your

organisational improvement.

stronger
tgether



Self-assessment and checklists
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Employer Good Proctice Implementation Checklist
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Labour Provider

Employer Good Practice
Implementation Checklist

Implementation

Interactive Checklist
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Labour Supply Chain Due
Diligence Checklist
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indoor and Outdoor Workploces
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Good Practice Checklist to Manage the

Impact of Extreme Heat in the

Workplace- Indoor and Outdoor
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info@stronger2gether.org

@ www.stronger2gether.org Thank you!
m [stronger-together/
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Migrant Worker Recruitment Fees and Related Costs

=

Principles and Guidelines for the Repayment of Migrant Worker Recruitment Fees and
Related Costs, Impactt

https://aim-progress.com/resource/guidance-on-the-repayment-of-worker-paid-
recruitment-fees-and-related-costs

General principles and operational

sienesioareninet—— General principles and operational guidelines for fair recruitment and Definition of

recruitment fees and related costs, ILO
and related costs

IHRB — Recruitment Fees — Remediating worker paid recruitment fees

Thailand Bound: An Exploration of Labor Migration Infrastructures in Cambodia,
 Myanmar, and Lao PD. Funded by Humanity United and Freedom Fund

| A study into the implementation of responsible recruitment practices and the Employer Pays

Principle (EPP) in the global tuna processing sector, Impactt

FOOD NETWORK FOR ETHICAL TRADE - Confidential

Responsible Recruitment:
Remediating Worker-Paid
Recruitment Fees




vi February 2023

The fallowing th fimel principles in [insert

company name] own-cperations and supply chains.

Context

According to the International Labour Organization, more than 232 million people across the globe live outside their
countries of origin, i their famili for 90 percent of all international migration. such
important to the sperity of the global economy, and to the
livelihood of individual ing i ¥, 35 more move for work, and more
employers seek global talent, many migrants find themselves entangled in a “grey” market run by unscrupulous
recruiters and employers. As a result, they can face abusive conditions that amount to modern-day slavery®.

To prevent the risk of modern slavery ing and ensure migrai are protacted, it is essential
that we support our suppliers create fair and transparent i chains. Known

recruitment, this means ensuring:

- Migrant workers are supplied with the necessary information pre-departure to make an informed decision
about a potential job opportunity.

- The job offered is the same as the job provided.

- Workers do not pay any recruitment fees and costs, in line with the ILO definition of recruitment fees.

[insert name of company/our are already 10 2 number of principles that
promote responsible recruitment including:

- The ETI Base Code 1.1 that requires ‘There is no forced, banded or inveluntary prison latour’.

- Labour O [ i ich of all forms of
forced or compulsory labour.”

= The Consumer’s Goods Forum’s Priority Industry Principle that requires ‘No worker should pay for a job’.

- The “Employer Pays Principle that requires ‘that, no worker should pay for a job, the cost of recruitment
should be borne nat by the worker but by the employer.

‘we too align with these principles with compliance 3

[our customer's i stiine th
condition of supply).

Legal requirements.

Under the UK Modem Slavery Act companies with a turnover of over 38 million are required to repart annually the
steps they are taking to mitigate the risk of modern slavery occurring in their business and supply chains. The most
common indicator of modern siavery within cur supply chains is the payment of recruitment fees. Although the UK
law permits some f d i with i itisthe ion of [our

that we will work proactively to eradicate these fees.

»

vi February 2023
For UK companies which conduct a significant amount of business in the EU the EU Mandatory Environmental and
Human Rights Due Diligence Law” also requires they carry out effective due diligence with respect to potential or
actual adverse impacts on human rights i i i sonships (supply chains).
From human ri Labour (o)’ principle
that workers shall not be charged directly or indirectly, in whole or in part, any fees or related costs for their
recruitmant.

Reputational risk

In recent years there has been increasing attention on migrant worker welfare in the UK media, this has particularly
focused on excessive recruitment fees paid by migrants in Malaysia and Uk fishing and agriculture. Those associated
with these supply chains have been criticised for not only allowing these practices to oceur while als benefiting

from them. There is an increasing reputational risk for ies wh t tobe ing this
issue.

gL y due dikgence g

2 ipies and elines for fair ion of fee
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DRAFT Dec 24 RR WG - Remedy Guidance.docx

DRAFT - Criteria for remediating recruitment fees through reimbursement

Disclaimer: This document is intended for guidance ONLY. It is not intended to create a set of binding criteria that
FNET and working group members are expected to adhere to. It is intended to suggest from criteria which
members may choose to consider when implementing their own responsible recruitment approaches.

N.B This document is not intended to duplicate existing resources e.g. Impactt remediation principles, which offer a
detailed guide on WHAT and HOW businesses should reimburse recruitment fees. It has been developed as part of
a roadmap of activity requested by working group members to help them ‘take one step forward’ in their
responsible recruitment journeys.

This document can be considered alongside the ‘safe space’ and ‘phased approach’ guidance also created by this
group, but any of these documents can also be used by members individually in any way they see fit for their
business.

FNET
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Developed last year

Independent verification?

Prioritises the Clearly Conducted in Considers sharing
. most vulnerable communicated parallel with good practice with
Return to this workers strengthening industry

recruitment
practices

FNET
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Potential member commitment: Public commitment to responsible recruitment principles and transparently
report progress on risks, approach and remediation.

Summary

» Align with other stakeholders to drive progress across the sector ensuring members have access to and
knowledge of available resources and case studies. Use the resources to ensure members move forward on RR

Outputs:

» Survey WG members to drive priorities for the Working Group Plan

» Action — Embedding Phased Approach and Principles for Remedy in FNET member operations

» Knowledge Sharing - Signpost members to the resources produced and available within FNET and other Courtenay Forbes,
organisations. Share case studies where members have made progress. Members to provide the case studies Tesco

» Data Gathering - Align to reduce duplication and pool resources with other RR stakeholders including AIM Board representative
Progress/IHRB and Stronger Together to drive a better view of risk g

» Contribute - to research work with Johnson and Johnson/Impactt to provide data on high-risk Corridors with
member input, to help them develop a risk assessment dashboard (external funding)

» Guidance - Develop CAR remediation plan for Responsible Recruitment issues from SMETA 7 !

Sam Ludlow-Taylor
Waitrose

PM: Jessica Turner
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Group Objectives : Support engagement and embed Guidance from FNET and beyond to what Commitment to
Responsible Recruitment Means. Operationalise Effective RR. Share Good Practice Models of Remediation of
Recruitment Fees, so members can make progress on adopting responsible recruitment principles

Planned Activity and Outputs

Ql FNET MEETING May 2025 Q2 — STAKEHOLDER Q3/Q4 — FNET MEETING — Oct In person
Share the WG activity for 2025/26 MEETING * Members invited to share how use of the RR resources

* Members start to Embed the « Insights from FNET developed in 2024 has enabled progression towards Fair &
Phased Approach with the benchmarking Transparent recruitment, and business adopting Responsible
Principles of Remedy «  Share SMETA CAR report Recruitment practices

* Share case studies on Good Practice issues and develop CAR * Members agree to reporting progress — Progress can take
in RR Remedy many forms.

* Signpost members to existing «  Collaboration & Strategy

resources alignment with other

multistakeholder initiatives

Expected member actions /Impact measures: Members actively participate in Working Group and Budget required - £3000
agreed to start monitoring progress of risks, approach and remediation for responsible recruitment practices.
Members share best practice case studies to aid learning.
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