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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. 

Competition Law and Safe Space Statements

Competition Law Statement

“We are meeting to discuss issues raised in the forum of the Food Network for Ethical Trade. 

We take competition compliance seriously. Whilst discussions can cover matters of interest to our industry, we 
cannot discuss or exchange sensitive commercial information. 

If at any time during this meeting, you think our discussions may be in breach of competition rules, please 
inform the Chair. The Chair may close the meeting at any time if the chair believes that discussions are in 

breach of competition law” 

Participant Identity:

Please display your name and the business name



FOOD NETWORK FOR ETHICAL TRADE – Confidential

Introducing our Guest Speakers

Laura McManus – Woolworths 
Group & Churchill Institute

Anna Norgett –
Stronger Together
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Responsible Recruitment Working Group – 23/05/2025, 10am 
SpeakersTopicTime

Courtenay Forbes, Tesco
Rachel Munns, Worldwise Foods

Welcome10.00-10.05

Courtenay Forbes, Tesco
Rachel Munns, Worldwise Foods

Phased Approach to Responsible Recruitment: next 
steps

10.05 – 10.15

Laura McManusExamining best practices in responsible recruitment to 
reduce forced labour risks among migrant workers in 
Australia

10.15-10.55

5 min break

Rachel Munns, Worldwise Foods
Anna Norgett, Stronger Together

Resources on Responsible Recruitment11.00-11.20

AllPlanning – Q2 onwards11.20-11.30
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Responsible Recruitment Roadmap 2024/5

• Remove fear of delisting
• Highlight shared responsibility
• Incentives for zero fees and 

looking for fees

DEVELOP SAFE 
SPACE

• Definition of excessive fees
• Define tiers of severity by typs
• Develop best practice to 

remediate based on cost severity
• Create roadmap for fees 

to prioritize, remediate and 
eradicate

PRIORITISATION
• 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

Considerations
• Key labour sourcing countries
• What is a reasonable recruitment fee in each country Impactt 2022 analysis!!
• Verité cost calculator (SE Asia)
• Use existing resources!

ST0



Slide 5

ST0 Does this need updating for 2025-6?
Surmaya Talyarkhan, 2025-05-12T11:23:44.734
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Phased Approach 
Government-mandated fees including: 
visa, work permit, passport, medical costs, insurance costs

Recruitment fees  

Travel and lodging 

Costs for training and orientation 

Costs for skills and qualification tests 

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

Any other fees/costs as defined by ILO definition of recruitment fees and costs not listed 
above
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Next steps

External 
review

• Request 
Impactt to 
review

Final FNET 
sign off and 

launch

• Fortnightly 
call

Pilot • Volunteers
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Member questions in Teams poll

oCan you see your business using this? 

oWhat other support do you need?



Recruitment 
Practices in 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



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 
Labour 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 
Labour 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 
Labour 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 
Labour Indicators

Freedom of Movement Limitations: 

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

• Employer-tied visas increasing vulnerability

• Cultural monitoring outside of work hours by 
team leaders

• Excessive restrictions framed as "pastoral 
care"



• 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.

Cultural context is 
a primary influence 



• 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 

• Cultural factors that complicate traditional forced 
labour detection approaches

Systemic issues and 
governance gaps  



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



Key insights for 
business  

• Risk awareness: Understanding the 
nuanced ways recruitment risks manifest 
in different sending countries and labour
migration corridors is essential for 
effective due diligence 

• Adaptation: Responsible recruitment 
approaches need to be contextually 
appropriate, not one-size-fits-all 

• Collaboration opportunity: We need 
more buyers contributing to the norm 
setting on ethical recruitment 



Responsible Recruitment 
Resources 

Anna Norgett, UK & ROI Programmes Manager
May 2025



Our Vision is a world where all 
workers are recruited responsibly and 
have fair work free from exploitation.

Our Mission is working together 
to enable organizations to embed 
responsible recruitment and 
employment practices and mitigate 
labor exploitation in their operations 
and supply chains





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

Support implementation 
via practical resources 

(offline or online) 

Assess, progress and 
demonstrate via tools (online 

and offline)

Motivate and inform via 
training



Motivate and inform 



Organisational responsible recruitment standards 



International responsible recruitment standards 



Support implementation 



Our resources
• 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, awareness 
raising videos

• Bespoke resources can be 
developed  

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



Resources – Responsible Recruitment 
and Fair Work

Contract of Employment 
template 

Responsible Recruitment and Fair 
Work Policy Template General Principles and 

operational guidelines for fair 
recruitment 



Resources – Recruitment Fees and Wages 

No Recruitment Fees 
Policy Template 

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

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

Guidance on the 
Repayment of Worker-
paid recruitment feed 
and Other Related 
Costs

ILO Definition of 
Recruitment Fees and Costs 
for employers to cover. 

Reasonable costs for 
workers to cover 



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 fees to workers across their operations including supply chains". 

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

1. Prohibit the charging of recruitment fees to workers in their supply chains or operations, in line with 
the Employer Pays Principle

2. Integrate safeguards into company policies and procedures

3. Raise awareness and build capacity of staff responsible for recruitment and buying teams to 
understand the risks of debt bondage connected to recruitment

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



Resources – Grievance Mechanisms 

Good Practice Grievance 
Mechanism Effectiveness 
Checklist

Internal Investigation 
Checklist

Guiding Principles on Business 
and Human Rights 

UNGP’s Effectiveness Criteria: 

 Legitimate

 Accessible 

 Predictable 

 Equitable

 Transparent 

 Rights-compatible

 Source of continuous 
learning

 Based on engagement 
and dialogue  



Resources – Response and Remediation 

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

Operational guidelines for 
Business on Remediation of 
Migrant Worker Grievances 



Assess, progress and 
demonstrate 



Our Assessment and Verification tools

The RRT Online Tool  is an 
unparalleled online 

capacity building tool to 
help businesses 

understand, achieve and 
demonstrate responsible 

recruitment.  

Stronger Together’s Fast 
Forward programme is a 

next-generation audit and 
improvement programme
that works for all suppliers 
and service providers, in all 
sectors, at all stages of their 
social compliance journey. 

An OPA is a two-day 
supportive and participatory 
assessment analyses gaps, 

reports your business’ 
strengths and provides you 

with detailed 
recommendations and action 

plans to support your 
organisational improvement.

Organisational
Progress 
Assessment 



Self-assessment and checklists  

Employer Good Practice 
Implementation Checklist

Labour Provider 
Implementation 
Interactive Checklist

Labour Supply Chain Due 
Diligence Checklist

Good Practice Checklist to Manage the 
Impact of Extreme Heat in the 
Workplace- Indoor and Outdoor



Thank you!www.stronger2gether.org

/stronger-together/

info@stronger2gether.org
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Useful resources on Responsible Recruitment

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 guidelines for fair recruitment and Definition of 
recruitment fees and related costs, ILO

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
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FNET Business Case on Responsible Recruitment



FOOD NETWORK FOR ETHICAL TRADE – Confidential

Principles for Remedy

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.
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Principles for Remedy

DRAFT Dec 24 RR WG - Remedy Guidance.docx

Developed last year

Independent verification?

Return to this
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Working Group 2025 Plan 



FOOD NETWORK FOR ETHICAL TRADE – Confidential43

Responsible Recruitment Working Group
Working Group Leads

Board representative

Sam Ludlow-Taylor, 
Waitrose

Rachel Munns, 
World Wise Foods

Courtenay  Forbes, 
Tesco

PM: Jessica Turner

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 

organisations. Share case studies where members have made progress. Members to provide the case studies
Data Gathering - Align to reduce duplication and pool resources with other RR stakeholders including AIM 

Progress/IHRB and Stronger Together to drive a better view of risk
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
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Responsible Recruitment Working Group
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

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

Q1 – FNET MEETING May 2025
• Share the WG activity for 2025/26
• Members start to Embed the 

Phased Approach with the 
Principles of Remedy

• Share case studies on Good Practice 
in RR

• Signpost members to existing 
resources

Q2 – STAKEHOLDER 
MEETING

• Insights from FNET 
benchmarking

• Share SMETA CAR report 
issues and develop CAR 
Remedy

• Collaboration & Strategy 
alignment with other 
multistakeholder initiatives

Q3/Q4 – FNET MEETING – Oct In person 
• Members invited to share how use of the RR resources 

developed in 2024 has enabled progression towards Fair & 
Transparent recruitment, and business adopting Responsible 
Recruitment practices 

• Members agree to reporting progress – Progress can take 
many forms.

Budget required - £3000


