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Zusammenfassung

In den letzten Jahren hat das Thema der gesellschaftlichen bzw. sozialen
Verantwortung von Unternehmen (,Corporate Social Responsibility*) und die
Integration sozialer und umweltpolitischer Ziel- und Leitvorstellungen in die
Unternehmenspolitik einen deutlichen Auftrieb in der o6ffentlichen Diskussion
erhalten, gerade auch mit Blick auf die weltweite Praxis multinationaler
Unternehmen.

Die zunehmende Bedeutung des CSR-Konzepts als Instrument
unternehmenspolitischer Regulierung wird auch an den Aktivitaten auf européischer
Ebene deutlich: Beginnend mit einem Griinbuch der EU-Kommission im Jahre
2001' und komplettiert durch eine Kommissionsmitteilung im folgenden Jahr?
wurden erste Ansatze einer unionsweiten Foérderung gesellschaftlicher
Unternehmensverantwortung umrissen und ein umfassender Konsultationsprozess
mit Spitzenverbénden der Sozialpartner, individuellen Unternehmen und anderen
Schlisselakteuren eingeleitet. Als erstes Ergebnis dieses Versuchs, einen
spezifischen EU Rahmen fir CSR zu entwickeln und verschiedene Anséatze und
Erfahrungen auszutauschen, ist das Europdaische ,Multi-Stakeholder Forum on
CSR*“ zu bewerten.® Ein weiterer Meilenstein der europaischen CSR-Debatte stellt
schlieBlich auch die Mitteilung der EU-Kommission vom Marz 2006 dar, mithilfe
derer die Kommission gerne das Thema CSR zu einem integralen Bestandteil
europaischer Unternehmenskultur und —strategie machen méchte.*

Die europaischen Gewerkschaften und der DGB haben sich an diesen Prozesse
aktiv  beteiligt und haben insbesondere darauf hingewiesen, dass
Arbeitnehmerrechte und die Beteiligung von Arbeitnehmern bzw. der Soziale Dialog
ein wesentlicher Bestandteil sozial verantwortlicher Unternehmensfiihrung sein
missen. Ein wesentlicher Schwachpunkt des CSR-Konzepts gegentber anderen
gesetzlich normierten Regulierungsinstrumenten besteht jedoch aus Sicht der
Gewerkschaften in der Freiwilligkeit dieses Instruments. Aus diesem Grund ware es
aus Sicht der Arbeitnehmerorganisationen notwendig, verbindliche und einheitliche
europdische Richtlinien und Verhaltensstandards sowie Rahmenbedingungen fir
das Monitoring und die Beurteilung von CSR Praxis auf der Unternehmensebene
zu entwickeln.®

Europaische Kommission: Grinbuch ,Europdische Rahmenbedingungen fur die soziale
Verantwortung der Unternehmen®, KOM(2001) 366 endg.

Mitteilung der Kommission betreffend die soziale Verantwortung der Unternehmen: Ein
Unternehmensbeitrag zur nachhaltigen Entwicklung, KOM(2002) 347 endg.

Vgl. “European Multistakeholder Forum on CSR: Final Report and Recommendations, Brussels, 29
June 2004". Eine Follow-up Veranstaltung des Multistakeholder Forums fand im Dezember 2006 in
Brissel statt. Weitere Informationen unter: http://ec.europa.eu/employment_social/soc-
dial/csr/061207_forum_en.html

Mitteilung der Kommission an das Europdische Parlament, den Rat und den Europaischen
Wirtschafts- und Sozialausschuss: Umsetzung der Partnerschaft fir Wachstum und Beschaftigung:
Europa soll auf dem Gebiet der sozialen Verantwortung der Unternehmen fiihrend werden,
KOM(2006) 136 endg.

Siehe hierzu auch die Resolution des EGB-Exekutivkomitees zu CSR in Europa vom Juni 2004.
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So betont der DGB in seinen Forderungen an die deutsche Ratsprasidentschaft in
der ersten Jahreshélfte 2007 dass die Effizienz von CSR-Instrumente gerade mit
Blick auf eine starkere Harmonisierung und Verbesserung internationaler
arbeitsrechtlicher  Standards und zur Einddmmung eines  ruindsen
Standortwettbewerbs in Zukunft deutlich gesteigert werden sollte. Ausgehend von
bereits bestehenden sozialrechtlichen Regelungen und Instrumenten etwa der ILO
oder der OECD sollte deshalb die bestehende CSR-Praxis auf ihre Wirksamkeit hin
Uberprift und gestarkt werden. Gleichzeitig betont der DGB auch, dass CSR
keinesfalls bestehende oder erforderliche gesetzlich verankerte Arbeitnehmerrechte
ersetzen darf.?

In Abgrenzung zu rein “philantropischen” CSR Anséatzen oder einer
Unternehmenspolitik, welche CSR vor allem als wirksames PR-Instrument nutzt,
betonen die Gewerkschaften vor allem dreierlei:

Die soziale Verantwortung der Unternehmen bildet nicht nur im Kontext der
Globalisierung und mit Blick auf die Sozialbeziehungen und
Unternehmensaktivitdten aul3erhalb Europas eine Herausforderung, sondern
auch in Bezug auf die Ausgestaltung der betrieblichen Sozialbeziehungen in
der erweiterten EU mit 25 bzw. ab 2007 27 Mitgliedslandern.

Eine wesentliche Voraussetzung jeglicher CSR-Unternehmensstrategie bildet
die Respektierung des Rechts auf kollektive Interessenvertretung und
arbeitsrechtlicher Standards, d.h. die europdischen Unternehmen missen
den grundlegenden Werten und Standards des Europaischen Sozialmodells
folgen — kein Unternehmen, welches wesentliche Grundlagen der
europaischen Sozialgesetzgebung und des Sozialen Dialogs missachtet, darf
sich als ,sozial verantwortlich titulieren.

Vor diesem Hintergrund bildet die Ausgestaltung und der Qualitat der
betrieblichen Sozialbeziehungen einen elementaren Aspekt der CSR-Bilanz
eines Unternehmens.

Wenn es also darum geht, den globalen Referenzpunkten fir CSR (unter anderem
definiert durch die ILO-Kernarbeitsnormen, die OECD Leitlinien fir multinationale
Unternehmen oder die UN-Global Compact Initiative) ein spezifisch europaisches
CSR-Modell zur Seite zu stellen, dann besteht die Aufgabe vor allem darin, eine
substantielle Verknipfung zu wesentlichen Leitvorstellungen der EU, wie sie z.B. in
den Lissabon-Zielen, im Europaischen Sozialmodell oder auch in der Charta
europdischer Grundrechte definiert sind, herzustellen. Nur auf diese Weise l&sst
sich sicherstellen, dass CSR und soziale Unternehmensverantwortung mehr sein
wird als einseitig durch das Management und vor allem zu PR-Zwecken verkiindete
Leitlinien und Kriterien.

Dies ist der Hintergrund, vor dem das Baltic CSR entwickelt wurde. Im wesentlichen
ging es zunachst einmal darum, die Relevanz des Themas der sozialen
Unternehmensverantwortung fur die Praxis der Sozialpartner und Unternehmen im
Ostseeraum zu beurteilen, Unterschiede zwischen den Ostseeanrainern
herauszuarbeiten und Erfahrungen guter Praxis sowohl im Bereich des sozialen
Dialogs wie der Unternehmenspraxis aufzuarbeiten. Dartber hinaus verfolgte das

® DGB Bundesvorstand: JAnforderungen des DGB an die deutsche Ratsprasidentschaft 2007.

Beschluss des Bundesvorstandes vom 5. September 2006, S. 8/9
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Projekt das Ziel, die oben genannten Verbindungslinien zwischen CSR einerseits
und Europédischem Sozialmodell andererseits deutlich zu machen und in der
Ostseepolitik bzw. dem Sozialen Dialog dieser wichtigen europaischen Grol3region
zu verankern.

Im wesentlichen verfolgte das Ostsee CSR Projekt die folgenden Aktivitdten und
Zielsetzungen:

Initierung eines Dialogs innerhalb der Gewerkschaftsbewegung und auch
zwischen Gewerkschaften und Sozialpartnern in den neuen und alten
Mitgliedslandern der Uber CSR und CSR bezogene Initiativen in der
Ostseeregion — Austausch von Erfahrungen und Konzepten

Transfer und Austausch von Wissen und erworbenen Kompetenzen im
Bereich der aktuellen CSR-Debatte in Europa hinsichtlich der praktischen
Umsetzung von CSR-Themen auf betrieblicher wie politisch-gesellschaftlicher
Ebene

Aufarbeitung von guter Praxis und innovativer Ansatze im Bereich sozialer
Unternehmensverantwortung  sowohl auf  der  betrieblichen  wie
regionalen/nationalen Ebene

Unterstitzung der Gewerkschaften in den Neuen Mitgliedslandern (Baltische
Staaten, Polen) bei der Beteiligung am Sozialen Dialog und bi- bzw.
tripartiten Initiativen zum Thema CSR und bei der Entwicklung eigener
Ansatze und Orientierungen

Entwicklung erster gemeinsamer Ansatze und gemeinsamer Positionen der
Gewerkschaften zu einem regionsspezifischen Rahmen fiur CSR im
Ostseeraum und damit Erbringung eines eigenstéandigen regionalen Beitrags
zur europdaischen CSR-Debatte insbesondere in wichtigen Handlungsfeldern
wie betrieblichen Arbeitsbeziehungen, Region und Branche.

Dank der finanziellen Unterstitzung durch die Européaischen
Kommission/Generaldirektion = Beschéaftigung, Soziale Angelegenheiten und
Gleichstellung konnte im Dezember 2005 dann das Projekt ,CSR in the Baltic Sea
Region — A Trade Union Initiative for promoting Social Partnership in CSR Policies
in the Baltic Sea Region” gestartet werden.

Am Projekt waren eine Vielzahl von gewerkschaftlichen Akteuren beteiligt:
Projektpartner im engeren Sinne waren neben dem DGB Bezirk Nord die beiden
Gewerkschaftsverbdnde SAK und STTK aus Finland, sowie Verbande aus Litauen
(LPSK) und Lettland (LBAS) und schlie3lich die polnische Gewerkschaft NSZZ
Solidarnosc Region Westpommern. All diese Partner sind auch Mitglied des
Ostseenetzwerks der Gewerkschaften (,Baltic Sea Trade Union Network®), in dem
insgesamt mehr als 20 Mitgliedsorganisation vertreten sind und welches bereits seit
rund 10 Jahren besteht. Von Anfang an war deshalb auch das Sekretariat des
Ostseenetzwerkes an den Projektaktivitdten beteiligt. Schlie3lich wurde das Projekt
auch durch die Expertise und Erfahrungen des DGB Bundesvorstandes sowie des
Europédischen Gewerkschaftsinstituts in  Brissel ETUI-REHS begleitet und
unterstitzt.
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Bis Ende der Projektlaufzeit im November 2006 sind im Rahmen des Ostsee CSR-
Projekts eine ganze Reihe von Aktivitdten und Veranstaltungen organisiert worden
sowie eigenstandige Untersuchungen und Dokumentationen guter Praxis
durchgefuhrt worden, darunter zwei regionale Workshops in Helsinki (Mai 2006) und
Vilnius (September 2006) sowie eine Abschlusstagung in Hamburg im Oktober
2006."

Dieser Bericht dokumentiert wesentliche Ergebnisse und Resultate des Projekts:

AuRer einem grundsatzlichen Uberblick (ber den Kontext von CSR und der
Diskussion gemeinsamer arbeitsrechtlicher Standards auf globaler Ebene (Kapitel
2) werden wesentliche Ergebnisse der Projektarbeit und insbesondere der beiden
Workshops und der Konferenz dokumentiert (Kapitel 3). Dartber hinaus werden in
Kapitel 4 Informationen zur Situation und zur Ausgestaltung von CSR in den
beteiligten Ostseeanrainerstaaten dargestellt, die von Projektpartnern bzw.
nationalen Experten erarbeitet worden sind. Kapitel 5 schlie3lich dokumentiert
schliel3lich  zwei  Beispiele  konkreter = Unternehmenspraxis und des
unternehmensspezifischen Umgangs mit dem Thema soziale Verantwortung.

Dieser Bericht mochte einen ersten Uberblick tiber die Thematik CSR geben und
veranschaulichen, dass es sich aus Arbeitnehmersicht durchaus lohnt, sich dem
Thema soziale Verantwortung der Unternehmen zu stellen, wenn die Dimension der
betrieblichen Arbeitsbeziehungen die Aufmerksamkeit erfahrt, die sie verdient. Wie
das Projekt selbst stellt der Bericht einen ersten Ansatzpunkt dar. Weitere
Aktivitaten mussen folgen und daran anknipfen. Zumindest auf der Ebene der
grenziberschreitenden Projektarbeit im ,Baltic CSR Projekt* wird der DGB Nord
diesen Schritt tun: Ein Folgeprojekt ist verabredet und wird in 2007 auf den Weg
gebracht.

" Detailliertere Dokumentationen der Workshops und der Konferenz kénnen lber den DGB Nord

oder auch Wilke, Maack und Partner angefordert werden.
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1 Preface

On 1* December 2005 the project “CSR in the Baltic Sea Region — A Trade Union
Initiative for promoting Social Partnership in CSR Policies in the Baltic Sea Region”
funded by the European Commission, DG Employment, Social Affairs and Equal
Opportunities (Grant Agreement VS/2005/0542) was started.

Bringing together trade union organisations from Germany (DGB Northern Region),
Finland (SAK, STTK), Lithuania (LPSK), Latvia (LBAS) and Poland (NSzZ
Solidarno  Western Pomeranian Region) the project is aiming at strengthening the
involvement of social partners in CSR initiatives and policies both at national as well
as company level in the Baltic Sea Region. Hereby, the main aim of the Baltic CSR
initiative in this context is to establish a regional dimension of Corporate Social
Responsibility actively involving stakeholders and social partners at the local and
regional level. The following chart is illustrating basic aims and objectives of the
project:

Basic aims of the Baltic CSR Project

Baltic Sea as a region which embraces different social models
(German, Nordic, Poland, Baltic States) and corporate cultures

Baltic CSR project will try to assess the impact of CSR and a European
CSR dimension on the development of industrial relations and
corporate policies in the Baltic Sea region

.Heaving" the CSR issue on the agenda of Social Dialogue in the Baltic
Sea Region

In particular the Baltic CSR project will

Initiate a dialogue within and between trade unions and other social
partners on CSR and CSR related policies — exchange of experiences and
concepts

Transfer of know-how, knowledge on CSR
Exchange on ,good practice examples at the enterprise level

Developing joint positions of trade unions on a framework for CSR in the
Baltic Sea Region as a regional contribution to the European debate on
CSR guidelines

By these objectives, the project is trying to enhance and improve the
overall quality of social dialogue and industrial relations in the countries
involved

Building upon European wide initiatives (Commission’s Green Book on CSR in
2001, EU Multi-Stakeholder Forum on CSR in 2004 and the recent Communication
of the Commission from March 2006°) the project is also trying to carry out an

8 Implementing the Partnership for Growth and Jobs: Making Europe a pole of Excellence on Corporate
Social Responsibility. Communication from the Commission of the European Parliament, the
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investigation on the “real life of CSR” and in particular with regard to labour relations
and labour politics in the new member states in the Baltic Sea Region.

From the beginning, the project is actively supported by important actors in the
European as well as the Baltic Region context: It is anchored in the BASTUN
Network (all project partners are also member organisations of the “Baltic Sea Trade
Union Network” which is embracing more than 20 trade union federations in the
whole Baltic Sea Area) and the secretary of the BASTUN Network is actively taking
part in the project. Beside this, the project is also supported by the expertise of the
ETUC's research centre ETUI-REHS in Brussels and the national headquarters of
DGB in Berlin and Solidarno  in Gdansk.

Project partners and structure

Main project partner & co-ordination:
DGB Northern Region

Project partners:
NSZZ Solidarnosc Western Pomerania
LPSK Lithuania
LBAS Latvia
SAK, STTK Finland

,value partners*:
Baltic Sea Trade Union Network BASTUN
European Trade Union Institute ETUI-REHS
Federal board of German Trade Union Federation DGB

Up to the end of 2006, several activities have been carried out in the context of the
Baltic CSR project, including two sub-regional seminars in Helsinki (May 2006),
Vilnius (September 2006) and a final conference in Hamburg in October 2006.°

Council and the European Economic and Social Committee, Brussels, 22.3.2006. COM(2006) 136
final.
® See also the documentation of project activities as published by DGB North in December 2006.
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Work plan and project activities

Baltic CSR project is focussing on ,reporting” and ,learning®:
Regional workshops
Stock-taking and reporting on national practice, cases of good practice,
social partners views, government initiatives etc.

Learning from each other: What can we learn from good practice? How are
trade unions involved? Which role do they play in CSR agreements? How
could CSR strengthen trade union positions and employee rights at home
and abroad? etc.

Interesting cases of companies with strong CSR policies are located in
Northern Germany (Velux, Kérber, Drager, Alfred C. Tépfer, Otto trading
company)

Baltic CSR project is trying to involve more than ,core” project partners
Co-operation with ETUI
Co-operation with partners from other BASTUN partners and the Federal
DGB

Integrating employee board members and interest representation
representatives from individual companies (case of good practice)

CSR Analysis and Benchmarking

Focus of contents:

Survey on the current framework (political concepts, government
programmes, social partner initiatives etc.) of CSR in the Baltic Sea
Region (e.g. Nordic Countries, Baltic States, Poland, Northern
Germany)

Survey on social partners initiatives and programmes concerning
CSR aiming at an assessment of how important CSR related issues
are for trade unions and employers organisations in the Baltic Sea
Area

Company specific experience and good practice experience
concerning CSR enterprise practice focussing in particular on multi-
national companies with headquarters in the Baltic Sea Region
.Real life of CSR": Benchmarking company experience and practice

with regard to social standards and working conditions in new
member states bordering the Baltic Sea
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Pre-conferences / workshops

Focus/Contents:

Which main issues and challenges could be identified in the field of CSR
practice?

Which experience and results concerning national frames and shop-floor
experience do arise from the national surveys?

How is the current situation concerning common standards and a more
institutionalised approach (as a contrast to a mere voluntary approach) to
CSR? (in particular in Finland, Germany)

How do social partners, governments and company representative local
actors assess minimum standards and legally binding norms?

Which main barriers and problems are identified in the context of
implementation CSR?

Does the European CSR initiative meet the local conditions and needs?

How do EWC representatives view CSR? Does the concept makes their live
easier or not?

What could be learned from good practice CSR examples?

Which are important requirements both concerning national frameworks and
corporate culture conditions and shop floor industrial relations?

Report and conference on CSR in the Baltic
Sea Region

»,CSR in the Baltic Sea Region Report":

Introduction — Positions and ideas of trade unions in the Baltic Sea
Area regarding CSR in the region

Results of the stock-taking and benchmarking in 2006
Experience and transfer of good practice

The role of shop-floor actors and social partners in the context of
implementing CSR — conditions and helpful frameworks

Requirements in the process of the strengthening the idea of CSR
in the Baltic Sea Region and perspectives of CSR in the new
member states

Final conference in Hamburg October 2003:
Presenting results of the project to key actors of Baltic Sea Policy
Discussing the implications of the report with Social Partners

Project could be the starting point of a deepening and
intensification of social dialogue on CSR issues in the Baltic Sea
Region
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With the Baltic CSR project an initial dialogue and trade union co-operation in the
field of ,Corporate Social Responsibility* as a field of action for trade unions in the
Baltic Sea Region has been initiated.

One important result of the project was that from the trade union point of view CSR
might be seen not only as a marketing and corporate image policy instrument but
might also be used as a tool to improve working conditions and labour rights at the
level of companies, subsidiaries of multinational companies or at the sectoral level.

A further result of the project has been that it seems to be very necessary to put
CSR concepts and company related CSR programmes “from the head to the feet”,
i.e. to carry out a benchmarking of “real life” of CSR policies which means to
contrast “official CSR” objectives and aims with the reality at the company level. This
also is a strong argument for the regional/local dimension of CSR.

In the context of the project partners already have started first steps for such a
process, e.g. started a dialogue with representatives of Finnish based Kesko
company and other individual companies (like Lithuanian based “AB Utenos
trikota as”). It would be very useful to continue t his and initiate similar dialogues with
more companies. However, we have learned that this process is time-demanding
and it is not possible to achieve quick results since a lot of actors and partners are
involved in this and a dialogue on CSR has to be built on mutual respect and trust.

This means, that by the end of the CSR project in November 2006 the process
which was initiated has not come to an end. Furthermore, the 1* regional workshop
in Helsinki showed that there is a strong interest of other partner to get involved in
the Baltic CSR project activities (e.g. EAKL Estonia, CSR Centrum in Poland) and to
deepen project activities (e.g. measures of dialogue and consultation at the
company level). However, this was not possible on a substantive basis in the
context of the current Baltic CSR project.

Against this, project partners agreed that they will develop and make an application
for a follow-up measure Baltic CSR phase 2 project.

This report should be regarded as a summary of initial results of the Baltic CSR
project: Beside a general introduction into the context of Corporate Social
Responsibility and labour issues (chapter 2) this report is summarizing main results
of the project work, in particular results from the two sub-regional workshops in
Helsinki and Vilnius as well as the Hamburg conference (chapter 3), stock-taking
and documentation of practical experience of CSR practice and social partners
involvement in the Baltic Sea Region (chapter 4) as well as practical company
experiences from Finland and Lithuania (chapter 5).*°

Helmut Uder, DGB North
Eckhard Voss, wmp consult, Hamburg

1t should also be noted that detailed workshop/conference documentations of the Helsinki, Vilnius

and Hamburg meetings are available also. Please contact DGB North or wmp consult.
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2 Context: Corporate Social Responsibility and Code s of
Conduct concerning workplace relations and labour
standards

2.1 Overview

A code of conduct is a formal statement of principles defining standards for specific
company behaviour. In the globalised economy, codes of conduct have rapidly
multiplied due to growing public interest in companies’ social and environmental
impacts, as well as their ethical conduct. There are various codes, including:

‘company codes’ adopted unilaterally by companies;

‘trade association’ or ‘sector-specific codes’ adopted by a group of companies
in a particular industry (e.g. the toy sector);

international and European codes negotiated by the ‘social partners’ (e.g.
European codes in the sectors of trade, textiles, wood and sugar, and
framework agreements negotiated between multinational companies and
international labour organisations);

‘multi-stakeholder codes’ adopted as a result of joint initiatives by companies,
trade unions and NGOs (e.g. the Ethical Trading Initiative base code);

‘model codes’ developed by trade unions, NGOs or other organisations, that
serve as a benchmark of reference for the development of a company code
(e.g. the ICFTU basic code, Amnesty International human rights principles
for companies);

‘inter-governmental codes’ negotiated within international organisations (e.g.
OECD ‘Guidelines for multinational enterprises’, the ILO ‘Tripartite
declaration of principles concerning multinational enterprises and social
policy’).

Codes can address a wide range of issues, such as human and labour rights, the
use of security forces, bribery and corruption, health and safety issues linked to the
use of a product (e.g. baby-milk substitutes) and environmental standards (e.g. gas
emissions). The most comprehensive codes addressing labour issues refer to the
core labour standards identified by the ILO and include child and forced labour,
discrimination issues, freedom of association and collective bargaining, health and
safety, wage levels, working times and disciplinary practices. Codes tend to be
concentrated in the consumer goods (apparel, shoes, toys), food and beverages,
retail and extractive sectors, and mainly apply to firms, which are engaged in
international operations.

2.2 Codes of conduct and international initiatives in the field of labour
and social standards

Adopted in 1998, the declaration has its roots in the 1995 World Summit for Social
Development in Copenhagen, during which the world’s Heads of State affirmed the

12
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universal application of core workers’ rights. The declaration is a renewed political
commitment by ILO Member States to respect, promote, and enforce the core
labour rights: freedom of association and right to collective bargaining; elimination of
forced labour; abolition of child labour; anti-discrimination.

The declaration is not subject to ratification and applies to all ILO members,
including those that have not ratified fundamental conventions. The declaration
introduced a follow-up mechanism, which is additional to the supervisory
mechanisms established by the ILO constitution for the application of ratified
conventions. Firstly, all ILO Member States are required to submit an annual report
indicating their progress in the promotion of the principles of fundamental
conventions. Employers’ and workers’ organisations are also encouraged to
promote the declaration within their own organisations and to their respective
members. They also play an important role in providing comments on the reports.
Secondly, the ILO’s Director-General presents each year a global report covering
countries, which have ratified the conventions and those, which have not, and
focusing on identification of trends and needs round the world.

In 1997, the ICFTU adopted a ‘Basic code of conduct covering labour practices’.
The code aims to establish a minimum list of standards that all codes of conduct
covering labour practices ought to address, including the four basic labour
standards, living wages, working time and conditions. The basic code is meant to
assist trade union organisations in negotiations with companies and in working with
NGO’s in campaigns involving codes of conduct. It can also be used as a
benchmark for evaluating any unilaterally adopted codes of labour practice.

The OECD guidelines (last revised in June 2000) are part of the ‘Declaration on
international investment and multinational enterprises’, adopted in 1976 to facilitate
direct investment among OECD members. The guidelines are non-binding
recommendations addressed by OECD Member States to multinational enterprises
(MNEs) and providing voluntary principles for responsible business conduct in
harmony with the policies and laws of the countries where they operate. They cover
the full range of MNES’ operations, from employment and industrial relations issues
such as the four core labour standards, health and safety, work conditions, training,
reasonable notice on industrial changes, to broader ethical conduct issues such as
combating bribery, protecting consumer interests, fair marketing and advertising
practices. Disclosure, taxation, competition issues and environmental matters are
also addressed. Although not legally binding, the OECD governments are committed
to promote their observance and ensure their effectiveness through the national
contact points (NCPs), which often have a tripartite composition (including
government, social partners and civil society organisations). The NCP gathers
information on the implementation of the guidelines and submits an annual report of
its activities to the Committee on International Investment and Multinational

13
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Enterprises (CIME), the OECD body responsible for overseeing the functioning of
the guidelines. The BIAC and the TUAC, the advisory committees of business and
labour federations, have the tasks to inform their member federations on the
guidelines’ development and seek their members’ input in the follow-up procedures.
In case of non-compliance, the use of appropriate international dispute settlement
mechanisms, including arbitration, is encouraged. There is no supervisory system
similar to that of the ILO and the UN human rights bodies. Beyond the promotion
function, the role of public authorities in implementing the guidelines is not clearly
defined. For instance, no specific indication is given on the type of monitoring
mechanisms to be put into place.

National Contact Points for OECD Guidelines in Bal tic Sea Countries

Germany Bundesministerium fur Wirtschaft und Arbeit
www.bmwi.de

Finland Secretary General Chief Counsellor.

Advisory Committee on International Investment and Multinational
Enterprises of Finland (MONIKA)

Ministry of Trade and Industry

www.ktm.fi/monika

Poland Polish Information and Foreign Investment
WWW.paiz.gov.pl
Lithuania Ministry of Economy of the Republic of Lithuania

Company Law Division
www.ukmin.lt

Latvia Ministry of Foreign Affairs of the Republic of Latvia
External Economic Relations Department

www.mfa.gov.lv
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2.3 Initiatives at EU level

The Commission communication on agricultural commod ity chains,
dependence and poverty, COM (2004) 89 , stated that multinational commodity
enterprises should be encouraged to comply not only with local laws, but also with
OECD guidelines and the ILO ‘Declaration on principles concerning multinational
enterprises and social policy’. These include guidance and principles on chain
accountability, rendering enterprises liable and responsible for the circumstances
under which products are produced. Moreover, the Commission repeated of its
commitment to promote the effectiveness and credibility of sustainable codes of
conducts within the commodity chain.

The Commission proposal for a directive concerning unfair business-to-
consumer commercial practices in the internal marke t (the unfair commercial
practices directive), COM (2003) 356 . The purpose of this directive is to contribute
to the proper functioning of the internal market and achieve a high level of consumer
protection by approximating the laws of the Member States on unfair commercial
practices harming consumers’ economic interests. Matters of social responsibility
are in principle outside its scope, unless the trader establishes a specific connection
between his obligations in these areas and the marketing of his products.
Nevertheless, the draft directive reads ‘A commercial practice shall be regarded as
misleading ... if it ... causes or is likely to cause the average consumer to take a
transactional decision that he would not have taken otherwise because it deceives
or is likely to deceive him in relation to ... the main characteristics of the product,
such as its ... method ... of manufacture or provision ... or involves ... non-
compliance by the trader with commitments contained in codes of conduct by which
the trader has undertaken to be bound'.

The Commission communication concerning corporate s ocial responsibility, a
business contribution to sustainable development, C OM (2002) 347, stated that
codes of conducts should:

build on the ILO fundamental conventions, and the OECD ‘Guidelines for
multinational enterprises’ as a common minimum standard of reference;

include appropriate mechanisms for evaluation and verification of their
implementation, as well as a system of compliance;

involve the social partners and other relevant stakeholders, which are affected
by them, including those in developing countries, in their elaboration and
monitoring;

disseminate experience of good practices of European enterprises.

The Commission also invited the EU Multistakeholder Forum on Corporate Social
Responsibility to consider the effectiveness and credibility of existing codes of
conduct and how convergence can be promoted at European level. The CSR Forum
presented the Commission a final report with its conclusions on 30 June 2004.

The Commission communication on promoting core labo ur standards and
improving social governance in the context of globa lisation, COM (2001) 416 ,
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supported the use of the ILO’s core conventions as a common minimum standard
for private and voluntary schemes to improve transparency and producers’
compliance capacity.

2.4 European sectoral codes of conduct

In recent years, several codes of conduct have been negotiated by European social
partners within the following sectors:

Textile and clothing (Euratex—ETUF:TCL, code of conduct including the four
core labour standardsy, 1997);

Footwear (CEC-ETUF:TCL charter on child labour, code of conduct including
the four core labour standards, 2000);

Leather (Cotance—ETUF:TCL code of conduct including the four core labour
standards, reasonable working hours, decent work conditions, fair wages,
2000);

Commerce (Eurocommerce and Euro-Fiet statement on combating child
labour and joint declaration on fundamental rights and principles at work,
1999);

Wood (CEI-BOIS-EFBWW code of conduct including the four core labour
standards, 2002);

Sugar (EFFAT and the CEFS code of conduct addressing human rights,
training, health and safety, fair pay, working conditions, restructuring and
choice of suppliers).

These codes include provisions for dissemination within the social partners’ national
members, implementation and evaluation.**

™ For further information see http://europa.eu.int/‘comm/employment_social/soc-dial/csr/csr_doc.htm
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2.5 Global Unions Agreements with multinational com panies

Over the years, the global union federations have established an ongoing social
dialogue with a number of multinational enterprises in their sectors or industries.
These discussions have led to a wide range of formal and informal agreements and
understandings. This includes regular contacts through well established
communication channels as well as, in some cases, formal framework agreements.
A framework agreement is an agreement negotiated between a multinational
company and a global union federation concerning the international activities of that
company. The main purpose of a framework agreement is to establish a formal
ongoing relationship between the multinational company and the global union
federation, which can solve problems and work in the interests of both parties.

List of framework agreements (last update: November 2004)

ICEM IFBWW IMF IUF UNI
STATOIL IKEA MERLONI DANONE TELEFONICA
FREUDENBERG | FABER- ELETTRODOMESTICI CHIQUITA CARREFOUR
ENDESA CASTELL VOLKSWAGEN FONTERRA OTE
NORSKE SKOG HOCHTIEF |DAIMLERCHRYSLER CLUB 1SS
ANGLOGOLD SKANSKA LEONI MEDITERRANEE H&M
SVENSKA IMPREGILO >
CELLULOSA RHEINMETALL
AKTIEBOLAGET BOSCH
(SCA)

PRYM
LUKOIL

RENAULT

ACCOR

™ #  $%
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Part I:
Summary of results of sub-regional workshops and
final conference

1 Summary of the first sub-regional workshop in Hel sinki
(15™ May 2006)

The sub-regional workshop of the Baltic CSR project, which was hosted by
SAK/STTK in Helsinki, was the first major project meeting in the context of the
project, which started at the beginning of 2006 with a start-up meeting of project
partners in Hamburg.

The programme, presentations of speakers and discussions organised perfectly by
the Finnish project partners at SAK and STTK delivered a comprehensive picture of
the diverse reality of CSR issues in the Baltic Sea Region.

After a brief introduction to the workshop by representatives of SAK and STTK, the
project co-ordinators summarized basic objectives and tasks of the Baltic CSR
project as one of the first regional based CSR initiatives by social partners and most
likely the first ever regional based trade union initiative in this context. They also
presented certain results from the German stock-taking-analysis with regard to CSR
related policies and trade union initiatives and strategies in Germany.

The main presentation of the morning session of course was a presentation on the
Corporate Social Responsibility strategy and CSR activities of the Finnish based
company Kesko. The fact that Kesko Deputy President and CEO presented the
Kesko experience underlines both the interest of the company in CSR and the
interests of employers in the Baltic CSR region in our project.

The Kesko experience, which was referred to after the presentation throughout the
whole day by other speakers and in the discussions of the day also illustrates the
importance of our project and in particular the idea of benchmarking CSR policies of
different companies and contrasting CSR as a claim with the “real life” of labour
relations and social workers rights at the company level.

Kesko is Finland’s largest trading group that increasingly is investing also in other
Nordic Countries and also is one of the most important investors in the field of retail,
food store chains and other business in the three Baltic States.

With a strong growth in employment figures and actually more than 20,000
employees in total Kesko is also one of the leading companies applying CSR
guidelines and policies with many national and international awards as a good
employer and company. Kesko has recently published its already 6™ CSR report
(based on guidelines of the Global Reporting Initiative, GRI) and has published,
“Principles and Practice of Social Responsible Trading” as well as a statement on
“Ethical principals — our working practices”. To summarize, Kesko has to be seen in
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the Finnish and international context as one of the model cases regarding CSR
practice and it's incorporation in corporate culture.

However it became quite clear in the discussion that CSR as a claim of corporate
culture and the reality in local subsidies and at the shop floor not always match
exactly: it became quite clear in the discussion that in particular the situation of
labour rights and the respect of trade unions and collective bargaining rights in
Lithuania is not matching the CSR claims of the Kesko company. In particular the
situation in some daughter companies and joint ventures with Swedish ICA is
affected by openly hostile management attitudes against trade union membership
and any kind of collective bargaining. Similar situations have been described for
Estonia but the situation in Latvia seems to be better.

Against this the Kesko case — and all participants agreed that Kesko is of course not
an exemption but reflecting a general trend and feature — made quite clear how
important the Baltic CSR project is and how trade unions should deal with the CSR
issue in concrete company cases: Benchmarking ideal and real life of working
conditions and starting a dialogue with management representatives about
improving the conditions of labour and work in local company sites and subsidies.

This idea was also supported by the presentation of a researcher of Jyvaskyla
University summarising results of his research on Nordic manufacturing companies
in the Baltic States. He presented some interesting insights into the industrial
relations and management practice towards interest representation and trade unions
in 12 mostly medium-sized companies showing that in most of the companies only
formal information rights were implemented and only very few companies are
actively involving employees in consultation or collective bargaining processes.

A representative of the ICFTU CEE Unit in Vilnius/Lithuania also presented very
similar findings. He summarized information on Nordic and other foreign investors in
the three Baltic States with regard to the overall situation of trade union
membership, collective bargaining and other labour related issues. Mr. Glovackas
presented findings from a joint trade union project, which is supported by the
European Union and aiming at improving both the conditions of trade union
membership and trade union representation at the company level in the Baltic
States. One very significant information in this context for example was that in 35
multinational companies in the Baltic States, which have signed the UN Global
Compact Initiative only in 9 cases trade union organisations are existing with most of
them already existing before the FDI took place.

It became quite clear in the context of discussing these findings of current research
in labour issues in the Baltic States that the Baltic CSR project should concentrate
very much on the improvement of labour relations and the conditions of trade union
policy at the company level by focussing on concrete company cases and trying to
involve company representatives of both sides of the industry. It was also agreed
that in the context of the preparation of the next sub-regional workshop in Vilnius
and other project activities the Baltic CSR project will closely co-operated with the
colleagues at the ICFTU Vilnius Unit.
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First drafts of national reports have been produced for the workshop in Helsinki by
the colleagues in Germany (wmp consult), and Lithuania (LPSK). After having
presented certain results of the German situation of CSR related issues in Germany,
a representative of the DGB headquarter in Berlin presented main positions and
demands of German trade unions with regard to social responsibility in business and
CSR as a field of practice for German trade unions and works councils. In her
presentation she briefly informed on the background of labour relations and
regulation of workplace relations in Germany and paid special attention to the
OECD guidelines on multinational companies (published in 1976 and revised in
2000) as the most reliable legal frame and reference document, which should be
used by trade unions and works councils when benchmarking and assessing the
social performance of individual companies. The OECD guidelines should be
regarded as a tool for trade unions to benchmark company policy (in particular the
practice of multinational companies in other countries) and put some pressure on
employers. The German DGB as well as the TUAC office in Geneva has published
practical guidelines and training tools for trade unions and works councils on the
OECD guidelines.

After that representatives of LPSK presented main findings of the Lithuanian stock-
taking report. There findings made quite clear that codes of conduct and CSR
statements are not totally new concepts in the Lithuanian business world. Until now
40 companies in Lithuania have signed the UN Global Compact statement and since
2005 a company network exists. Also the Lithuanian Government rather actively is
supporting CSR related initiatives and practice: The Ministry of Social Security has
published a “CSR Measure Plan 2006 — 2008” in 2006 a major conference
organised by the government in co-operation with the World Bank is going to take
place. The Lithuanian colleagues also informed that the trade unions are actively
taking part in this process (i.e. the are represented in the standing committee of the
governments measure plan on CSR). However, CSR initiatives in Lithuania are
mainly focussing on issues like corruption and corporate cultures and the idea of
also addressing social standards and trade union rights is relatively new and should
be strengthened in the future.

At the final session of the workshop a representative from FinnWatch briefly
presented an overview on the history, organisational structure and current focus of
FinnWatch that was established in 2002. FinnWatch is a major non-governmental
organisation investigating and monitoring workers’ and human rights and
environmental impacts of Finnish companies operating in the South and in
economies in transition. As a representative of STTK pointed out in a commentary
statement the Finnish trade unions are actively involved in initiatives and networks
like FinnWatch or other CSR related initiatives like the “Finnish Ethical Forum”.
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2 Summary of the second sub-regional workshop in Vi Inius
(8" September 2006)

The second pre-conference, which was hosted by LPSK in Vilnius, was focusing on
reporting on the practice of corporate social responsibility in the Baltic States and in
particular in Lithuania.

The objectives of the pre-conference in Vilnius were as follows:

Examples of good practice,

different practice (in comparison of the respective country of origin) of
multinational companies in Estonia, Latvia and Lithuania - with special focus
on Nordic companies,

priority fields for action arising from the social partners point of view
concerning CSR (e.g. social rights and working standards, fair competition,
ethical investments, environmental protection etc.) and

the role respectively the involvement of the social partners in the ,real life” of
CSR.

First there have been lectures from the Executive Director of the Investors Forum of
Lithuania and the representatives of AB Utenos Trikota as (management and trade
union). This good practice situation seems to be extreme different from the ordinary
experiences made by the representatives of the trade unions in Lithuania as well as
in Latvia and Estonia. The very difficult situation was expressed by statements from
Latvia and Estonia pointing out that e.g. paying tax or collective bargaining are
appreciated by some companies as a kind of CSR. Anyway, it seems, that one of
the main problems is not the leading right of CSR in the Baltic countries, but the
possibility to organize the process and to achieve the acceptance on the companies’
side.

On the other hand, examples from German works illustrate, that beside the
compliance with law and the collective bargaining, the social responsibility of
companies predominately has to concentrate on protection of employment and
location respectively avoid outsourcing. Deviating from that, companies located in
Germany illustrate, that the main cause for CSR is to improve the corporate image.
During the pre-conference the German representatives expressed this on the base
of a survey supported by the German trade unions in 2005.

Especially the representatives of the Finish trade union emphasize, that it is
necessary to compare the behavior of several multinational companies at home and
abroad in the Baltic States and in Poland. This has to be pointed out in some case
studies, which should be planed for a follow up project measure (Baltic CSR phase
Il project). In case of the Finish KESKO company it is unfortunately not possible to
continue the dialog on CSR in Vilnius, which was started during the first pre-
Conference in Helsinki.

Anyway, the participants of the pre-conference come to the result, that there is a big
lack between the demand and the normal course of life in the behavior of the
companies, not only in the companies from the Baltic Countries.
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3 Summary of the conference in Hamburg
(23rd October 2006)

The DGB Northern Region hosted the conference in Hamburg. At this international
conference the central findings and results of the project work have been presented
by the project partners and experts (cp. the following reports and presentations).
One important result of the conference is that from the trade union point of view
CSR might be seen not only as a marketing and corporate image policy instrument
but might also be used as a tool to improve working conditions and labour rights at
the level of companies, subsidiaries of multinational companies or at the sectoral
level.

A further result has been that it seems to be very necessary to put CSR concepts
and company related CSR programmes “from the head to the feet”, i.e. to carry out
a benchmarking of “real life” of CSR policies, which means to contrast “official CSR”
objectives and aims with the reality at the company level. At the moment reality at
the company level in Poland and the Baltic States still sometimes means, ground-
floor level of CSR or beneath: e.g. no corruption and paying taxes. This also is a
strong argument for the regional/local dimension of CSR.

The conference pointed out that in the context of the project, CSR in the Baltic Sea
Region, the project partners have started first steps for such a process or intensified
the dialogue with representatives of companies. E.g. trade unions in Poland have
not been part of the CSR debate so far. The aim must be to initiate similar dialogues
in the whole region with further companies, especially those, which act with different
CSR standards respectively behaviour in different countries of the region. Anyway,
the participants pointed out, that trade unions still don’t know much about the
behaviour of the German or Scandinavian companies outside their own country. So
it's very important to work out concrete examples for different behaviour
(respectively CSR standards) of multinational companies in different countries.

However, the project partners have learned that this process is time-demanding and
it is not possible to achieve quick results since a lot of actors and partners are
involved in this and a dialogue on CSR has to be built on mutual respect and trust.

This means, that the project partners at the end of the conference agree that by the
end of this CSR project the process will not be finished, but there will still be a long
way to go. Furthermore, the conference showed again that there is a strong interest
of other partner to get involved in the Baltic CSR project activities (e.g. EAKL
Estonia) and to deepen project activities (e.g. measures of dialogue and
consultation at the company level). However, the dialogue of the social partner
should be continued on this issue.
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Part II:

Corporate social responsibility and social partners
involvement in the Baltic Sea Region — Country
specific information

1 Corporate Social Responsibility and trade union
involvement in Germany *°

The notion of Corporate Social Responsibility (CSR) (“soziale Verantwortung”) is
fairly integrated in the German society, the concept of CSR as defined by the
European Commissions’ Green Paper®, however, is not. One reason certainly is the
comparatively high regulatory level in the field of social and environmental policy, so
that CSR as such is nothing that appears new to anyone. According to the German
constitution (“Grundgesetz”), the social responsibility of property is an obligation.
Social responsibility is safeguarded by institutional mechanisms of collective
bargaining and co-determination. Insofar, considering it under its output aspect,
CSR has a long tradition. After the past decade of shareholder value ideology, it is
rather understood as a reminder for business leaders to do what they are obliged to
do.

Since CSR is a business-driven approach, the role of unions cannot be understood
without looking at the application of the CSR-concept at the employers’ side.
Furthermore, the role of government in designing and guiding the CSR-process has
to be considered. Whereas CSR is more or less indisputable for the overall goal, it is
rather disputed in practical detail. The main conflict arises on the question of binding
agreements on CSR. Business highlights the voluntary character, whereas the
unions strive for binding agreements. The Government as the third player has not
yet defined its position.

1.1 The role of the government

There is some support for CSR-activities from the government, but on the whole, the
discussion on CSR at the European level has not been transplanted into a
consistent national strategy.

CSR is not a new paradigm for the German government. The paradigm up to now
was sustainability of which CSR is seen as a part of. However, individual measures
were taken to support CSR. To give two examples, CSR-reporting has been

2 This chapter is a summary/extract from the German Country Report for the ETUC comparative

study on “European Trade Unions and Corporate Social Responsibility”. The German Report was
written by Axel Hauser-Ditz on behalf of the DGB in 2003/2004.

13 This is especially true for CSR-incentives and instruments such as rating, labelling, codes of conduct
and Socially Responsible Investment which have only a short tradition in Germany.
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introduced in 2001 in the field of pension funds and pension savings plans. Also, at
the operational level, a Round Table on Codes of Conduct (CoC’s) was installed at
the Federal Ministry for Economic Cooperation and Development (BMZ).

Recently (in 2003) stronger attempts were made to define a position via CSR. At the
moment it is not clear whether this is a strategically reorientation or something at the
surface — a subsumation of the variety of existing activities in the field of
qualification, health and safety, quality of work, work-life-balance and under the
CSR-label for the purpose of internal orientation and public presentation, thus also
serving external demands from the European level.

As high social and environmental standards are guaranteed either by law or by
collective agreement, there is not an urgent need for regulatory action. That does
not mean that voluntary approaches are considered unsuitable; in fact, the voluntary
agreement as a regulatory instrument achieved greater importance in the 1990s.
The voluntary declaration of business to reduce the carbon dioxide emission or the
more traditional voluntary commitment for the provision of vocational training are
only two examples here. The corporate governance code recently agreed upon
(Cromme Commission) is another example for a soft-law-approach by the
government. The code itself is not binding, but companies have to state whether
they comply with it. Unlike CG-codes from other countries, the German code does
not address CSR-issues.

CSR is seen as an useful approach as long as it does not lead to standardisation. A
standard would merely create a new area for expensive certification, as a
representative of the BMWA recently put it.

1.2 Employers’ initiatives

There are different business networks and circles were the issues of sustainability,
CSR and business ethics are addressed. The discussion is dominated by some of
the leading multinational enterprises (MNE) such as VW and Siemens. These
companies are linked to the international and European discussion on CSR.* In
addition, companies with major reputation risks such as Adidas-Salomon, Puma and
also clothing producers and retailers (Otto, KarstadtQuelle) play an important role. A
third group consists of private companies that in the best sense of the word have
been practising responsible management for decades and now try to integrate their
own company philosophy into a wider concept, such as sustainability or CSR.

Apart from these discussion circles, the CSR-concept is widely unknown. Chambers
of Commerce as well as business and employers’ federations, which could spread
the discussion, keep their reservation. They organise activities in certain CSR-areas,
e.g. contests™ and information exchange on issues that are mainly society-oriented
(corporate citizenship), such as of volunteering, community activities, support of
public social services, neglecting the internal dimension of CSR. Anyhow, this is

 However, a German partner to the European business network CSR-Europe did not exist for a long
time. Now it seems that “Econsense” - a BDI platform of sustainability leaders is going to fill this
gap.

Initiative “Freiheit und Verantwortung” of BDA, BDI, ZDH, DIHK (www.freiheit-und-
verantwortung.de)
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seen as business-only activity and nothing to talk about in social dialogue or to sign
union agreements on.

Inside the inter-sectoral business and employers’ federation (BDI/BDA), there are
different interests and perceptions concerning CSR. Especially SME do not share
the idea of the CSR-leaders (MNE) that an integrated CSR-approach pays off. In
official statements, BDI/BDA opposes the concept of the Commission that CSR will
lead to greater economic performance, maintaining the opposite point of view: an
improved economic performance is a precondition for better social performance.

Also, since employers are insisting in the voluntary character'® of CSR, there are
few approaches for the unions to define a common understanding or even
negotiations with organised business. The BDI-dialogue platform on sustainability
and CSR issues does not even mention the notion of social partners or unions.

Activities are therefore limited to certain industries (textile, foreign trade) and
individual companies that are more advanced in their CSR approach.

1.3 German Trade Unions and CSR

Within the unions, subjects embraced by CSR such as social standards
(Sozialstandards), union rights, sustainable development, regional policy, corporate
culture (Unternehmenskultur) so far have been discussed on an isolated basis and
not in connection with CSR yet. Increasingly this missing link is becoming apparent
in the work/discussions of European works councils (EWC), and these discussions
are being taken up into the union organisations. Also in large, listed companies’
(DAX) works councils are becoming increasingly confronted with issues such as
social reporting, social rating and codes of conduct. However, debates are at the
very beginning and unions such as Ver.di admit that much remains to be done.

So far, German unions have been rather reluctant in committing themselves to the
CSR-framework. An extensive discussion on the CSR-concept has not taken place
yet. CSR as defined by the Green Paper has not been a point in major unions
debates or day-to-day discussions. On the whole, CSR is an expert discussion,
mainly limited to circles that are in some way linked to the EU- and international
discussion. However, certain instruments (such as CoC) get increasingly popular in
union sections and works councils of highly internationalised companies.

There are different approaches to the concept of CSR. The offensive approach is to
frame CSR as the responsibility of business to respect and co-operate with the
existing structures of employee representation (co-determination): Here, CSR is
taken as defined by the European Commission’s documents, interpreting and
extending it to the unions’ favour with respect to certain issues, e.g. co-
determination. In this view the social responsibility of companies has been
institutionalised by co-determination (workers representatives in the supervisory
board of large companies and works councils at plant level. Especially in the
chemical industry, it is maintained that: CSR has already been implemented (before

% 1n the BDA/BDI-perception, CSR refers only to philanthropic motives, and is nothing one is obliged to
by law — even if law is not enforced. In India, for example, child labour is prohibited by law,
nevertheless it is practised with tacit permission by state authorities.
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“CSR” was actually known) through IG BCE’s social partnership approach at
industry and company level - including collective bargaining and other examples of
agreements, particularly at company level. From this point of view, CSR is nothing
new, but it can serve as a framework in which employee representation is an
integral part and not a “deterring factor” as supposed by the shareholder value
philosophy. To respect the representation of interests and collective agreements is
therefore the main responsibility of business. It is seen as one of the shortcomings
of the Green Paper that it does not stress the safeguarding of these essential
issues.

However, there are more critical voices, too: There is one fraction that stresses the
potential threat voluntary approaches exert against the binding instruments of law
and collective agreement. If unions engage in softer CSR-style agreements they
may unintentionally erode their ability to claim binding regulations in the future. This
fear of “softening” the unions’ power must be seen in the context of the political
dispute on the future of collective bargaining. This debate is rapidly moving into the
direction of undermining collective industry agreements. According to proposals of
the Christian Parties (CDU/CSU) and the Liberal Party (FDP) collective agreements
are supposed to allow for “company alliances for jobs” - (softer) company
agreements with works councils, which can not be enforced by strike.

There are other voices that do not reject voluntary approaches per se. They are also
aware of the potential dangers of privatising social rights, but they see the political
chance of getting positive commitments by companies on critical issues such as
international labour rights in geographical areas where traditional collective
bargaining does not take place and legal social regulation is insufficient. Engaging in
a dialogue on the best ways of how to make self-imposed obligations effective and
reliable may under such circumstances only be the second best, but a reasonable
solution.

On the whole, the CSR-discussion does not represent a systematic transfer of the
EU-Green Paper-definition, but is rather a selective reception of certain arguments
and instruments that fit into the existing union strategies.

Nevertheless, even if a strategic CSR-concept is missing, companies as well as the
unions and the works councils in fact create practical policies on several issues that
would be discussed in a common CSR-framework at EU-level and in other
countries.

The first and most important aspect is “socially responsible restructuring”, which is in
Germany linked with safeguarding employment and employability. Another important
social responsibility is the engagement in vocational training. The companies’ social
responsibility of engaging in vocational training is appealed to. 2003 seems to be the
first time that the number of applicants by far outsize the offered positions for
apprentices. A clear public understanding exists that a company should provide
training at least for its own demand - even though companies are not obliged to.
Issues of qualification/lifelong learning, equal opportunities, sustainable
development (although strong German environmental legislation) are also regularly
addressed.
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Also, in the mentioned fields, collective agreements and many company agreements
with the works councils (betriebliche Vereinbarungen) exist, but this is often not
explicitly labelled as CSR. On the other hand, at least in the field of socially
responsible restructuring: almost every company negotiating binding agreements
with the union or with the works council on safeguarding employment would claim
this is in line with its corporate social responsibility.

Anyhow, the notion of CSR with respect to the European policy process is linked
with the international perspective. CSR-instruments are less disputed here because
voluntary (but negotiated) approaches, such as codes, are more and more seen as
a useful instrument to regulate workers rights and working conditions in (sectoral or
geographical) areas where otherwise no regulation at all would be in force.

Therefore CSR in practice is rather linked to issues of human rights and ILO core
labour standards in MNE subsidiaries in developing countries, and less with the
unions core business at home. The main focus on the instrumental side is on codes
of conduct.

As the CSR-process at the European level moves on, there is a growing awareness
inside the union organisations that something has to be done to act more
strategically with respect to CSR:

to define an explicit strategy towards CSR that allows the assessment of
existing activities,

to clarify which approaches and elements of CSR require further engagement,
to define measures to be taken.

So far, formal responsibility for CSR issues has been allocated inside the DGB,
Ver.di (the largest union organising employees of different branches of the service
sector) and IG Metall (metal, wood and textile sector). The IG Metall, where the
instrument of CoC is already in use, initiated a working programme to establish
CoCs in its top 25 companies earlier this year. More qualification work has to be
achieved. The IG Metall will provide training for its works councils on CSR aspects.

The Hans Boeckler Foundation - a union-related think tank - is supporting research
on CoC, social rating, and Socially Responsible Investing issues (SRI) that could
further inspire union discussions, e.g. to develop new instruments such as rating,
labelling and even SRI-criteria. A rather timid discussion on these issues has begun
in some union circles, although at the operative level no steps have been taken so
far.

1.4 German Trade union actions and activities regar  ding CSR

At the sectoral and company level unions are much stronger involved in CSR-
measures than it may appear at first glance. With the support of unions, many MNE
signed the Global Compact, created global codes of conduct and a global social
policy, as well as sustainability and responsible care initiatives.

Especially in the field of codes of conducts, there is a growing awareness on the
union side. In almost all sectors, unions tried to establish CoCs by binding
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agreements. On the other hand, almost no use has been made of other CSR-
instruments, such as social rating and social labelling, and especially in Socially
Responsible Investment (SRI). But again, this is not a specific feature of unions.

#$%SH

As has been stated in several union documents, CoCs are considered to possibly
make a significant contribution to the realisation of human rights and core labour
standards. But it is maintained that they cannot replace binding international or
European regulations.

In the medium and long run, COCs are, however, expected to have an impact on
working conditions, not only inside the operations of the company itself, but also to
neighbouring companies. National and international legislation will also be
influenced, if a large number of MNC signs these kinds of agreements. So CoCs
may in fact work in favour of extended legal regulation — if these codes are
effectively put into practice by union engagement.

The crucial point in employing CoCs is to ensure credible implementation. In fact,
here is a window of opportunity for union engagement to make the system work.
With the unions’ commitment and their involvement in creating binding agreements,
companies can ensure against the moral hazard of creating codes merely for the
purpose of reputation building wile not enforcing it. Unions on the other hand can
claim that effectively respected structures of employee representation have to be in
force as a precondition.

Therefore, the DGB (in line with the IG Metall) defines certain preconditions: CoCs
can only claim credibility, if monitoring and verification is conducted by an
independent institution an/or a suitable management systems in accordance with a
defined set of criteria.

Monitoring of CoCs has to be:
objective : carried out with clearly defined criteria and defined procedures

participative : taking place (erfolgen) with the participation of employee
representatives and their unions as well as NGOs (North and South)

transparent : comprising the obligation to account to employees, customers
and the public.

By negotiating binding agreements this criteria can be ensured.

#$%$& (

In 2001, the implementation of the OECD-Guidelines for Multinational Enterprises
took place. A joint contact point was created at the Federal Ministry of Economics
and Labour (BMWA) with the participation of German unions. Some first cases of
contravention (e.g. the close-down of a factory in Mexico) have already been heard
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at the contact point. In January 2001, a Round Table on Codes of Conduct",
consisting of representatives from government, from the social partners and from
NGOs and the state-owned Deutsche Gesellschaft fiir Technische Zusammenarbeit
(GTZ2), was created at the Ministry of Economic Co-operation (BMZ). The Round
Table is set up as (and even called) a Multi-Stakeholder-Forum — in line with the EU-
CSR approach. The Forum is a dialogue platform to explore the opportunities and
the limits of CoCs and to reach a broad consensus of civil society — “a common
understanding how CoCs can be put into practice in an effective, transparent and
participative way.” Moreover, the Round Table supports several pilot projects, such
as the introduction of CoC in the Indian clothing industry and the integration of
monitoring into the management system at companies (Faber-Castell). Two unions,
IG Metall and IG BCE, together with the DGB-Bildungswerk, are members of the
Round Table and actively participate in this learning platform.

#$%0$) (

The German clothing and footwear industry  has almost ten years of experience in
company Codes of Conduct. Puma introduced its code in 1993, KarstadtQuelle in
1997 and Adidas-Salomon in 1998. A CoC-initiative of the retail sector was
established by the Foreign Trade Association of German Retailers (AVE) in 1999.
This code guarantees core labour standards in supplying companies. Together with
the GTZ, the AVE introduced the sectoral code in 50 Indian textile suppliers in a pilot
project in 2000. Having passed a test phase, the code has meanwhile been
transformed into an auditing system. Two major unions participate in the advisory
committee of the AVE-GTZ-project. While generally supporting the project doubts
are arising among union representatives and NGOs about the seriousness of the
AVE to search for an effective solution. The project may finally be aimed at
demonstrating that there is no need for any additional “bureaucratic” regulation. 1G
Metall and Ver.di participate also in national subsidiary of the Clean Clothes
Campaign.

In the chemical industry , an agreement with Freudenberg Group on social
standards was signed by the company and the IG BCE and ICEM in 2000. Although
Freudenberg has an enlightened management who committed themselves to a joint
agreement with the national and international union, there seem to be violations of
workers rights as reported by the European works council. However, this might
show the company in a hypercritical light, as this information is only available due to
the existence of the EWC — otherwise and without a mutual agreement, no one
would have taken notice of any violation at all. But this case clearly shows how
difficult and resource-absorbing the whole process of establishing effective codes of
conduct is. The “big three” of the chemical industry did not sign CoC-agreements,
they rely on company codes.

The policy of IG Metall is clearly in favour of negotiated CoC-agreements. German
companies with locations abroad are expected to commit themselves through an

' The Round Table on CoC arose from the ,Initiative Européenne pour une production et une
consommation ethiques” (IEPCE) founded in December 1999 in Brussels. Round Table Codes of
Conduct: http://www.coc-runder-tisch.de
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agreement with the IG Metall or the International Metalworkers’ Union, at least to
respect ILO core labour standards. But the policy is to support (and not to force)
companies. Although this soft approach signals a win-win situation, it is not driven
by the illusion that this means the absence of conflicts. In fact, two central conflict
areas are reported to arise between companies and unions: first of all the degree of
bindingness and secondly the design of monitoring. Companies prefer internal
monitoring, whereas NGOs have a strong preference for external monitoring. It is
not seen as the role of unions to develop own monitoring systems. Systems fore
external monitoring such as Social Accountability (SA 8000) already exist, and
specialised agencies provide this service. However, systems must be receptible to
complaints of employee representatives, and mechanisms must be installed to allow
joint consultation with the management on necessary improvements and the
enforcement of changes.

On the basis of this approach, the IG Metall meanwhile has successfully introduced
CoC-agreements in the textile- and clothing sector with Triumph, in the timber
industry with Faber Castell, in the metal industry with VW and DaimlerChrysler, and
in numerous companies, the IG Metall is currently negotiating such agreements.

The Volkswagen agreement of June 2002 is path-breaking. VW is the first car
manufacturer to have a Social Charter that guarantees consistent minimum
standards company-wide. This example became prominent and is often referred to.
DaimlerChrysler, the German-American car producer followed the example of
Volkswagen and now has a similar declaration of workers’ rights in its global
operations. And in October 2002, the European Employee Forum (EEF) and the
European Metalworkers Federation (under the patronage of the 1G Metall) signed an
agreement on “Principles of Social Responsibility” even with General Motors Europe
(GME). This agreement is especially important, as - unlike VW - GM is not an easy
partner for the unions, and a positive statement concerning unions rights is nothing
which is automatically given at GM Europe.

In March 2000, HOCHTIEF, one of the world’s biggest construction groups, signed
a Code of Conduct with the IG Bau and IFBWW, representing the first case in the
construction industry. In the agreement, HOCHTIEF is committing itself to observe -
in its building activities anywhere in the world - the social standards of the
International Labour Organisation (ILO). The agreement imposes the same
obligation on all HOCHTIEF's subcontractors, whose combined workforce total
many times the group's own 37,000 employees. The signatories are the HOCHTIEF
Executive Board and the company's General Works Council together with the
German Construction Workers' Union, IG BAU, and the International Federation of
Building and Wood Workers (IFBWW).

1.5 Trade union activities in monitoring and report ing

Together with the FNV, the DGB-Bildungswerk, and the Hans Boeckler Foundation
support the Brazilian Observatorio Social. The German contribution concentrates on
the observation of the employment practice of German MNCs such as
ThyssenKrupp and Bosch in their Brazilian branches/subsidies. It is the purpose of
independent outside monitoring to analyse how companies deal with self-imposed
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codes of conduct in practice and to confront the management with these
observations.

In the 1970s and 1980s, there was a strong involvement of German unions in social
accounting and social reporting activities. Union-branded reporting and accounting
systems have been created and put into practice in some cases. These activities
have almost completely been given up after it became obvious that German
employers federations will not support any social reporting at all. Nevertheless,
some larger companies set up their social reports during the 1980s and the 1990s.
Ironically, nowadays these instruments are fostered by the Global Reporting
Initiative (GRI) and also by demands form NGOs and the financial (SRI-)markets. As
a consequence, social reporting tends to become a mainstream activity, at least with
larger listed companies. New reporting activities that could define an own union
centred viewpoint/stance do not exist at present. But the DGB is supporting the idea
of introducing mandatory social reporting, which is in line with the GRI-guidelines.

1.6 Union involvement in social and environmental | abelling and rating

Labelling plays an important role in several branches of product groups in Germany.
Labelling is used to certify products (especially when manufactured in developing
countries) that meet environmental and social criteria. To some extend, German
unions are involved in such activities. The DGB, for example is a member of the jury
that awards the eco-label “Blauer Engel”. Participation is limited to a rather symbolic
support of the labelling approach. Specific union labels do not exist, but NGO-
activities such as fair trade-scheme are supported.

At the sectoral level, there is a pioneering initiative in flower trade with the
participation of the 1G Bau, the industrial trade union for construction, agriculture and
the environment. The “Flower Label Program” has been established in 1999 by a
coalition of retailers, importers, NGOs and the IG Bau. The program combines
certified goods (labelled flowers) with a code of conduct that defines social and
environmental conditions of flower production and ensures an effective monitoring.
Flower shops that participate in the program can be chosen from an internet
database. Labelling also plays an important role in textile trade.

Several attempts have been made by the Hans Boeckler Foundation to analyse the
existing CSR-rating systems at the financial market. By doing this it becomes
obvious that, from a union perspective, CSR-rating systems insufficiently
acknowledge the internal social dimension. So far, it has not been defined/decided
where these activities finally will lead to. But as long as the CSR-rating market is not
yet consolidated, there are opportunities to influence rating systems by arguing for a
stronger internal social dimension, as well as for the application of ILO core labour
standards as negative selective criteria. Under these circumstances, even the
introduction of a union-approved rating system is a possible option.

1.7 Trade union expectations concerning CSR

Because German unions are permanently engaged in social dialogue with large
companies, unions are in close contact with enterprises which implement CSR
initiatives and vice versa. They know that they can get along better with employers
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that commit themselves to social responsibility than to cope with those who do not
want to give a statement. A statement on CSR is the first step, even if it is aimed at
reputation building. It is something unions can use as a basis for entering into a
dialogue. The question then is what comes next to the declaration. For some
companies, it was just a small step from a voluntary declaration (company
guidelines) to an agreement with the unions, for others it is much more difficult and
demands a lot of sensitivity and persistence on the union side. One conclusion here
is that the number of companies that are seriously interested in creating self-binding
rules for CSR is limited. It might increase if unions claim such an agreement while
engaging in a dialogue process that leaves sufficient scope for development for both
sides — to develop a common understanding, allowing a learning period, developing
instruments for enforcement, evaluation and mediation and continuous
improvement. This may directly serve the unions’ interests: By engaging in the
dialogue over CoC-agreements, unions and works councils get into a position where
they can link the issue of credibility of CoCs with building up independent voice
channels such as a global works council (Weltbetriebsrat) or a global union network.
This approach of establishing global union communication networks is exercised at
the BASF-works council.

In the view of German trade unions CSR might be regarded as a counter weight to
the shareholder value management philosophy. CSR should be understood as the
description of “social purposes” of the enterprises. CSR activity by unions should be
“marketed” as part of their contribution to society’s central goals: welfare, social
justice and democratic participation. There is, however, a realistic danger that CSR
is seen as something that might replace existing structures of employee
representation. In fact, there are some companies which argue that works councils
are not required anymore if a proper CSR approach is in effect. Therefore, CSR-
policy has finally to be regulated by binding agreements.

At the European level, while engaging in CSR-activities, unions must not neglect the
preservation and further development/extension of participation rights (EWC, SE).
European and international union federations should intensify attempts to draw
attention to their positions and their work on CSR within the discussion of ILO,
OECD and the European Parliament. At national level, further agreements on codes
of conduct with major German MNE have to be negotiated (second-best, but short-
term realistic alternative).

From the Government’s side, there is support from the Federal Ministry for
Economic Cooperation and Development (BMZ), and, to a lower degree, from the
Federal Ministry of the Economy. With respect to civil society actors, there is a
growing number of alliances with NGOs - development aid, human rights and also
environmental groups - in the field of CoC, global trade and social standards (after
the relation to new social movements had meanwhile cooled off during the 1990s).
In 2002, a joint declaration on the political control/regulation (Gestaltung) of
globalisation was signed by Attac, Venro'® and the DGB. Nevertheless, things are
getting more complicated in the field of environmental policy (which is only
insufficiently addressed by the CSR-Green Paper): there is union opposition against

'8 Federation of developmental aid organisations and initiatives.
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the instrument of carbon dioxide trade because this instrument will lead to structural
distortions and massive job losses (60.000) in regions with high unemployment (part
of the East German coal mining regions). In this concern, the unions had conflicts
with environmental NGOs. In other ecological fields, there have been win-win-
coalitions in the fields of regenerative energy, ecological restoration of buildings,
environmental, health and safety protection at the workplace, joint projects of unions
and NGOs. Also, a co-operation with institutional investors, such as pension funds,
could serve the unions’ interest of long term binding agreements.

The DGB is supporting the proposals of the European Parliament of 1999 to create
a European legal framework that defines standards and obligations for European
companies in their global activities on the basis of human rights and core labour
standards.”® Companies should also be obliged to develop policies for the
compliance with and monitoring of human rights in their sphere of influence. Such a
European framework, as for example a European code of conduct should include a
monitoring system that is at least as effective as existing control systems of
international law. The DGB is also encouraging the idea of annual social reporting
as suggested by the High-Level Group on Industrial Change in 1998.%° CSR-quality
labels or CSR awards are generally supported by the DGB. To encourage worker-
friendly behaviour larger European companies should be certified. A set of social
and environmental criteria that constitute a European quality label CSR has to be
defined. Criteria could be for example: the existence of a employee representation,
the extent of qualification programmes, the existence of equal-opportunity-schemes,
policies for work-life balance, environmental management system and the
compliance with core labour standards. Companies which meet these criteria could
get a European certificate for a fixed period of time.

Also, financial markets should be taken on board. Institutional investors, such as
banks, insurance and pension funds can contribute substantially to strengthen the
sensitivity of companies towards CSR. This is also true for individual investors if the
concept of SRI is familiar to them and sufficient market size is gained. This requires
governments to set incentives or even new regulation to foster SRI. More
information has to be provided and campaigning has to be done in addition.
Furthermore, public spending is an ideal field for SRI. Governments and the EU
should take into account ethical, social and environmental criteria when granting
public subsidies. The provision of investment support or export guarantees could be
linked with the companies’ human rights policy.”* Moreover, a collection of best
practices on CSR activities and regulations is considered to be helpful.??

The medium term expectation is, however, the introduction of core labour standards
in developing countries by integrating them into international trading agreements.
However, after the (collapse) of the Cancun-WTO-Round, where the issue of labour
standards was not even on the agenda, this goal seems far away.

¥ Universal Declaration of Human Rights of 1948 and the ILO Declaration on Fundamental Principles
and Rights at Work of 1998.

20 Managing change, final report by the High-Level Group on the Economic and Social Implications of
Industrial Change, 1998.

2 Ag proposed by the coalition agreement of the German government of 2002.

2 An European reference framework is not seen as an immediate necessity by the IG BCE.
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2 Corporate Social Responsibility and trade union
involvement in Poland 2

: OPTIMISTIC SIGN: growing interest for CSR issues in Poland. :
i Not covered by the infrastracture yet — any of the stakeholders group is able to define its :
expectations towards CSR in Poland. The multi stakeholder dialogue is missing.

CSR movement in Poland is led by the large multinationals

Their interest is represented by one single NGO _(,BINGO” — CSR Europe),
: acting rather as a PR agency than NGO (around 20 companies)

CSR in Poland has been hijacked by P.R. magicians.

No determination to raise standards of CSR.

It is totally pro-business optics:
¢ ,we could do nothing, so whatever we do — it's good.

As a result as leaders of CSR in Poland we can see some companies on the last th|ng
i we can say about is that they are socially responsible.

CSR in Poland. Context and Trade Unions’ Involvemen  t

What Does Business think about CorporateSocial Resp  onsibility?
World Bank 2005: Enabling a Better Environment for CSR in CEE Countrie s Project.

CSR in Poland. Context and Trade Unions’ Involvemen  t

3 Report prepared by Grzegorz Piskalski, CentrumCSR.PL
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What Does Business think about CorporateSocial Resp  onsibility?
World Bank 2005: Enabling a Better Environment for CSR in CEE Coui
CSR in Poland. Context and Trade Unions’ Involvemen

ntrie s Project.

t

EXTERNAL

Labour

Poor recognition of
corporate citizenship

. (not that much)

CSR in Poland. Context and Trade Unions’ Involvemen

I INTERNAL

t
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What Does Business think about CorporateSocial Resp  onsibility?
World Bank 2005: Enabling a Better Environment for CSR in CEE Countrie s Project.
CSR in Poland. Context and Trade Unions’ Involvemen  t

"

'~

- Against
- OECD Guidelines
: (in reference to MNESs)
What Does Business think about CorporateSocial Resp  onsibility?
World Bank 2005: Enabling a Better Environment for CSR in CEE Countrie s Project.
CSR in Poland. Context and Trade Unions’ Involvemen  t
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: OECD Guidelines

NCP in PAIIZ: major obstacle

all 3 (47?) cases issued by ,Solidarno " (variott, upc, Frito-Lay)

a very usefull tool

Voluntary commitment to 10 rules, annual report
22 enterprises — mainly MNEs
Overall number - 3929, Poland — 16. 38 million country...
Number of enterprises doesn’'t grow
Number of good practices doesn’t grow
: Practicess don’t address principles  — general :
)* i problem of GC

CSR in Poland. Context and Trade Unions’ Involvemen  t

_ +

! CIVIL SOCIETY ORGANISATIONS H
i CSR is not on the agenda of Polish NGO. This fact unables to define our interest :
: towards business and build up the pressure to speed up with CSR. Without the :
i commitment of NGO CSR agendas can not be properly designed and verified. :

i Sometimes even speaking on unethical behaviour of co mpanies may improve the
i situation, and that is axactly the role of NGOs.

i CONSUMERS

: The truth is that consumers are not very much aware of the importance of CSR.

: But also they don't reward companies for their CSR commitment by their decissions.
i So it doesn’t motivate companies to implement CSR as well.

! GOVERNMENT :
The role of government in the CSR is unrecognised. The government is rather passive. :
There is no official CSR policy of the state. Consultations ? Roadmap? :
Importance of EU - High Level Group

CSR in Poland. Context and Trade Unions’ Involvemen  t
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_ 4

Poor image — problem of adjusting to new economy
(heavy industry, centrally planned -> services, foreign investment)

Unions in Poland need to demonstrate its new raison d ‘etat
2 main organisations:

NSzZZ ,Solidarno

(strong political involvement, historical burden, establishing new

organisations)

OoPzz
(left wing - very passive, at the marigin, only in ,old strongholds”,
no commitment to establish organisations in new firms)

CSR is not on the agenda of the unions, not even men  tioned

CentrumCSR.PL efforts —  conference, the Board,
consultations, seminar

CSR in Poland. Context and Trade Unions’ Involvemen  t

" "
7

DHL - 3M -
Microsoft - Accenture '
Providenté Problem of X
shell  idouble standards *
PWC  i.....0x21mGEBR 1400 CBm. .t )
Novo Nordisk - Schenker -
Plus GSM . Bank PEKAO sa. X
Orlen X BAT X
DaimlerChrysler . Tesco X
Danone X

CSR in Poland. Context and Trade Unions’ Involvemen  t
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UDHR Art.23.4 — Everyone has the right to form and to
join trade unions for the protection of
his interests.

Ch.IV — Employment and labour relations
1.a) Respectthe rights of employees to be represented b vy trade
unions and other bone fide representants (...).

"# $

CSR in Poland. Context and Trade Unions’ Involvemen  t

. o

Report — carefully selected and consulted

Only positive practices

Trade unions nowhere mentioned

Trade unions not in agenda of any CSR event (2005 &  2006)
Practices defined ,employees”:

- Codes of conducts / codes of ethics:
(ABB, Grupa ywiec, J&J, P&G, TP S.A)

- volunteering (most of members)

- Orlen — restructurisation

CSR in Poland. Context and Trade Unions’ Involvemen  t
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R R R R R AR R AR AN A A A A A A A A A A A A A A A A AR R R AR AR AR AR AR AR EEEEEEIEEIEEEENEEEEEEEEEEEEEE .

CSR is an important trend , it will continue gaining the recognition
Decreasing role of state — increasing role of corporation s

Further developments of CSR may mean a
general threat
to trade unions foundations.

Absence of trade unions in the debate over the shap e of CSR
may lead to its marginalisation.

CSR can't be ignored by trade unions.

Problem: trade unions vs. NGOs.

CSR in Poland. Context and Trade Unions’ Involvemen  t

Leading CSR manager:

(...) we take so much care of our employees
that they don’t even feel like creating

and joining unions, honestly.

CSR in Poland. Context and Trade Unions’ Involvemen  t
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S -

Media Markt

- METRO Group AG brand

- important electronics retailer

- agressive P.R. Policy (,not for idiots”)

- Metro AG has CSR policy and delivers global social report

,Media Markt — not for unions”

On September 12th Andrzej Rosi  ski informs
MM that unions organisation (,S”) has been establis hed.

1) On September 14th Andrzej Rosi ski doesn't work anymore.
2) Soft drinks for workers go 100% up
3) Other ,almost like unionists” resign

Director of the market to the employees:

.1rade unions are necessary only in these companies , Where
employees are bedly treated. And this is not ourca  se.

CSR in Poland. Context and Trade Unions’ Involvemen  t

S y

Toyota cabaret

- Green-field investment in Jelcz-Laskowice (western Poland)
- 900 employees

October 2006 — establishment of unions:

1) founder of the union formaly informs the executives, that
organisation has been established (,Solidarity) -
meeting at the parking after work
2) reginal unionists of ,S” come
3) Bodyguards appear with board representatives:
- ,outside unionists” have no right to be here
- their presance creates the danger for other users of parking
4) Happy end:
- Solidarity” moves outside the plant
- unions are established — to raise salary (av. 300 Euro)

CSR in Poland. Context and Trade Unions’ Involvemen  t
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Biedronka

- the largest retailer in Poland, constand growth
- operates mainly in not wealthy regions
- owned by Portugese Jeronimo Martins Distribution, good reputation in Portugal, SE

CSR ,report” - insert to newspapers ,We are not indifferent”

Colorful, everybody happy, sweet
Biedronka as a worth trust employer: educating staff, taking care of
milies, health care, quality, etc.
e I’Ofﬁ(a
- perfect case for OECD Guidelines
- massive abuses of labour conditions
- ho overtime payings
- Largest invistigation in Poland ever
- legal battle against association of former employees

Conclusion: H
This is what happens when CSR is not based on standards and norms, :
and then independently verified. :

CSR in Poland. Context and Trade Unions’ Involvemen  t

$

Orlen — an example of CSR practice

- oil company
- the largest Polish tax payer
- one of the largest companies in CEE
- invests abroad (Lithuania)
1) May — July 2005: 350 persons emplyment reduction,
no group, mainly in regions, reason: retail market from 35.4% to 38.6%

2) Based on social agreement, without the conflict, but
Transparency — legal procedures — communication

3) Accent on social aspects — advice and help for employees, 3 months notice,
complex system of financial encouragements — agreed with unions

4) Reason for new agreements with unions

)

CSR in Poland. Context and Trade Unions’ Involvemen  t
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WHAT CAN BE DONE IN POLAND?

1) education — all the stakeholders need know-how.
CSR offers advanced solutions, you need to promote them.

2) governement has to be more pro-active in the field of promoting
and stimulating CSR, business also expects it.

3) NGO and trade unions have to become a part of the process.

WHAT CAN BE DONE IN THE INTERNATIONAL LEVEL?
1) cooperation among NGO
2) Cooperation among trade unions — Baltic CSR Initiative

3) Great importance of European Multistakeholder Forum

CSR in Poland. Context and Trade Unions’ Involvemen  t
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3 Corporate Social Responsibility and trade union

involvement in Lithuania 24
! "HH#ESD
% & - S
11} # 1n
4 ] 5 ]

2 Prepared by the Lithuanian Trade Union Confederation LPSK
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4  Attitude of social partners and society towards C SRin
Lithuania °

Attitude of social partners and
society on CSR in Lithuania

R ta Skyrien
Investors’ Forum
Executive Director
2006.09.08.

Socially responsible business — what is it?

¢ There is no one definition:

— Usually define as voluntary responsibility beydegial requirements (human
rights, environment protection, Iin field of sociétgedom);

¢ In Lithuania first definition:

— Corporate social responsibility (CSR) conceptvside spectrum process, involves
all product/service production/creation cycle angimnment protection, social,
financial and ethical aspects connected to it.

— Corporate social responsibility — it is enterprisegology, policy and practice,
reflecting enterprises’ behavior, when in the gmiise activity voluntarily involves
questions of social and environment protection, iarttie relations with all
representatives of society, business and governfokmiv the principles of respect
to a person, society and environment.

— Enterprise activity relates not only with meetihg tequirement of the consumers
and receive a profit, but with justifying the expains of employees, suppliers
and surrounding society.

2 Report prepared by R ta Skyrien , Director of Lithuanian Investors Forum
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What promotes business to commitments to
the society?

* Recognition;

* Product brand,;

* Increase of productivity;

* Management of risk;

» Positive attitude of politics;

 Increase of competitiveness;

» Understanding of business ideas and internal
atmosphere in company;

Global Compact in Lithuania
* On 29th of November 2004 Conference “Socially
responsible business in society”
* Initiative groups
» Established a National Network

* On 2nd June official presentation of Global
Compact in Lithuania

» United Nations Development Programme project
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Present situation in Lithuania

* Relatively weak consumer organizations

» Limited knowledge about CSR and responsible
consumerism

» Organizations of business associations not
popularize yet, discourage own members to follow
the culture of CSR

» Generally, sympathetic to social issues, but taick
active support

Present situation in Lithuania

» Research by World Bank:

— Three main behaviors giving a CSR image to a comypa
according to a research — respect for employees gdations at
work, providing jobs for people living in the reg®mand fair
payment for overtime work

— In Lithuania and other new EU member countrieseustanding of
CSR is a transparency in operations, ethical conémeironment
protection, however this is the main differences leetwold EU
member countries — they understand CSR as whanhis leyond
requirements of legislations)

— Whatis not a CSR, understanded the same — it is not al $ache
socialin s nelygybs ma inimas ir ne vieSieji rySiai.
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Present situation in Lithuania

* Research of the World Bank:

— Enterprises understands, that decision to engaG&R
is voluntary, however expect more conductive
environment, encouragement created by a government
and other interest groups

The role of the Government

» The values of socially responsible business is
prepared, bargained and accepted by states (in
international organizations)

* Not all states adopt these requirements into
legislation;

» Is there a need to regulate by legislations?
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Attitude and role of social partners

» Social partners — trade unions and
organizations representing employers,
participating in social dialogue

» Both trade unions and business associations
support conception of CSR

» Both sides should actively propagate CSR

Guidelines for the future

* Education and awareness-raising programs to
explain CSR benefit for consumers, local
communities, and environment

* Presentation and evaluation of good practice
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5 Corporate Social Responsibility and trade union
involvement in Latvia 2°

LBAS-Free Trade Union
Confederation of Latvia

#
%

&()) * + -

%
.\ 1%% - %
%% 0 %

LBAS cooperates with:

2 Report prepared by Iveta Ozola, Free Trade Union Federation of Latvia LBAS
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Social dialogue
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CSR in Latvia
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Promoting CSR
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Socialy responsible enterprises are
winners
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GLOBAL COMPACT
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Joint responsibility
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6 Corporate Social Responsibility and trade union
involvement in Estonia %’

Corporate Social Responsibility

Highly debated topic in the World

Mentioned as one of the key drivers
towards more competitive Europe

Estonia seems to be a few steps behind
(the topic of responsible business as
whole has been very little been
addressed the opportunities for
business it could entail)

Responsible Business Forum in Estonia

aims to raise awareness about CSR in
Estonian society as well as to facilitate a
multistakeholder dialogue in Estonia

project is funded by Open Estonian
Foundation and partners with Estonian
Chamber of Commerce and Industry

2 Report prepared by Estonian Trade Union Federation EAKL
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Objective of this initiative is to

create a framework for CSR in Estonia
based on a multi-stakeholder
perspective, and

develop a Business Forum/Contact
Group, which would ongoingly work on
CSR development in Estonia.

On 12th of January, 2006, Responsible
Business Forum in Estonia launched a multi-

stakeholder forum on corporate responsibility.

several discussion round tables and events
will be carried out to capture the thoughts of
various stakeholders in order to design a
CSR roadmap for Estonia.
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Employers

Business Philosophy
— Mission

— Values

—Vision

For employees
— Motivation systems

Social partners

Social dialogue
—Good examples, but also

—Often all the good is only on the
papers and the real attitude towards
employees is not corresponding

—Mainly anti-social dialogue
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—Problems in industrial relations (no
need for Trade Unions?; employees’
representative)

—Information and consultation (very
hard to achieve)

— Small number of collective
agreements (total coverage less than
30 %)

—Mostly situation of confrontation, not
looking for common interest

Trade unions and CSR

At national level - the topic of CSR has
not been considered as a political tool
for trade unions

At sectoral level — code of conduct,
signed in metal sector in 2003, to
promote SD

At enterprise level — EAKL member
organisations are representing
employees in daughter enterprises of 13
multinationals, EWC
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Trade Unions

Today:

first priority — social dialogue and collective
agreements, to solve problems in industrial
relations — not an easy task

In the future:

CSR as an opportunity to promote industrial
relations/transnational collective bargaining

learning more about CSR, policy for trade
unions
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Part Ill:
Company experiences on CSR

1 Kesko

Divisions
|

\ Net sales by division

Kesko Food Rautakesko Total €8 322 million (2005, IFRS)
Grocery trade Hardware and builders’
supplies trade LIVYA = Kesko
Auto Agro
8% 11% = Kauko-
mark-
Rauta- Kkinat
kesko 4%
Kesko Agro Keswell 19%
Agricultural Home and speciality

machinery and goods trade

supplies trade
PP m Keswell

12%

Kesko
Kaukomarkkinat VV-Auto Food
International Car and spare parts 46%

technical trade trade

Market area

~ 30 M consumers . L
¢ Finland: all divisions

* Sweden: hardware and
builders’ supplies, furniture

¢ Norway: hardware and
builders’ supplies

 the Baltics: groceries,

_ hardware and builders’
Finiand supplies, agricultural

Norway 52M h d |
45M st petersburg  Machinery and supplies,
area 5 M furniture
Sweden 9 M Estonia 1.4M * St. Petersburg: hardware
Latvia 2.3 M and builders supplies

Lithuania 3.4 M
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Foreign operations / food
and agricultural supplies

* Rimi Baltic AB, Kesko Food’s joint venture
(50/50) with ICA AB of Sweden

- 61 food stores in Estonia, 78 in Latvia, 38 in
Lithuania, total sales 476 m€ in 2005

» Kesko Agro

- 5 stores in Estonia, 4 in Latvia and 3 in
Lithuania, total sales 224 m€ in 2005

Foreign operations/
building supplies (1)

Norway:
- Norgros (Byggmakker-chain), 133 stores, sales
269 mE€ (since July 2005)

Sweden:

- K-Rauta AB, 14 stores, sales 124 m€
Estonia:

- Rautakesko, 4 stores, sales 60 m€
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Foreign operations/
building supplies (2)

Latvia:
- Rautakesko, 3 stores, sales 37 m€
Lithuania:

- Senukai Group, Kesko in majority = 50 % + one
share, Rakauskas family as partner

- 13 stores (+ 76 partnershops), sales 298 m€
Russia (St. Petersburg):

- Stroymaster (former owners hold 20 %), 5 stores,
sales 36 m€ (since July 2005)

Kesko’s road map to corporate
responsibility

 First environmental policy in Nov 1990
e Core values defined in 1996 (renewed in 2001)

e ICC Business Charter, 1ISO 14 001, new
environmental policy in 1996

 First environmental report in 1998

e "The way we work” guidelines in 1999
(renewed in 2002)

 Ethical quality control based on SA 8000
started in 1999, joined BSCI in 2004

 First CR report based on GRI in 2001

* On-line data management software for
responsibility reporting in 2005
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Reporting on corporate responsibility

» Kesko has published a CR
report according to the GRI
guidelines annually since
2000

» Kesko’s CR report has been
assured by Pricewaterhouse-
Coopers since 2002

» Kesko is an Organisational
Stakeholder of the GRI since
2005

What do we want to achieve?

Better quality of management
- non-financial performance indicators, targets, results

Better profitability

Better corporate image / reputation risk
management (far beyond public relations)
Better competitiveness

- investor markets - recruiting markets
- b-to-b markets - consumer markets

Systematic, successful cooperation with
stakeholders
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Value survey 2003

Economic performance

Core indicators

- economic results (profitability, investments,
assets, salaries, taxes, productivity of labour)

- store network development

- breakdown of economic benefits (by market
area, by stakeholder groups, by regions...)

- support to the public good
- ratings in sustainability indices
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Environmental performance

» Core indicators:
- emissions to the air (heat and electrical energy
used in real estate, purchasing and delivery
transport)
- waste management (amounts, recovery rates)

» Environmental management system:
- 1ISO 14001 in warehousing, transport, real estate
maintenance, Anttila department stores
- "K-environmental diploma” for food, DIY and
agricultural stores

We have joined WWF Finland to
save the Baltic Sea
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Social performance

* Direct responsibility indicators:
employment, turnover rate, types of contract,
average age, duration of employment, reasons for
terminating, job satisfaction, sick days, accidents,
training days, salaries, pensions, equality
statistics, disputes in court

* Indirect responsibility indicators:
purchases from countries with social risks,
amount of audited suppliers and their employees
(% of total in the risk countries)

Job satisfaction outside Finland

(scale 1-5)

2003 2004 2005
Sweden 3.65 3.81 3.82
Estonia 3.89 3.87 4.00
Latvia 4.01 3.87 4.03

Lithuania 4.14 3.99 3.73
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Average annual salaries,
breakdown by country

e Finland 28,944 €
e Sweden 28,473 €
« Estonia 8,741 €
e Latvia n/a

e Lithuania 7,988 €
* Russia 13,072 €
* Norway 48,746 €

(not comparable)

Unionisation rate

(employees whose membership fees are
charged from their salaries)

Finland 33.7%
Sweden 38.0 %
Norway 29.0 %
Estonia ¥ -
Latvia ® -
Lithuania » -

Russia® -

X) Only a few employees belong to trade unions in the Balt ic
countries and Russia and pay their fees directly. R imi Baltic AB

is not included.




Baltic CSR Report 2006

2 AB Utenos trikota as, Lithuania

® AB “Utenos trikota as” — business leader of hosiery
production in Lithuania

® The compay was set up on 1967

® The biggest shareholders of AB “Utenos trikota as”:
®* UAB “Koncernas SBA” (51%)
® Amber Trust S.C.A.(SCA) (15,13%)
® East Capital Asset (10,04%)

* AB “Satrija” (89,78%), UAB “Gotija” (90,50%), OAO ,MTF
Mrija (91,85%) belong to AB “Utenos trikota as”

® Withstand the competitive fight of global producers,
keeping selling and profitability

¢ Attraction of new customers
® Flexibility of production process and acceleration

® [ntroduction of innovations: high surplus value,
production of sophisticated products

® Training of employees capacity
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Innovation

Expansion of higher cost quality range
Attraction of new clients

Active selling and buying actions

Planning and production management applying
information technologies

The part of sewing, material and yarn coloring,

variegation, needlework is done by subcontractors
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SALE

Achievements

ONE OF THE

MODERNST ENTERPRISE
IN CEE

* planuojama
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EXPORT

* planuojama

MANAGEMENT SISTEM

® INTERNATION QUALITY MANAGEMENT
SERTIFICATE EN ISO 9001:2000

* INTERNATIONAL ENVIROMENT
MANAGEMENT SERTIFICATE EN ISO
14001:2004

* INTERNATIONAL SOCIAL RESPONSIBILITY
SERTIFICATE SA 8000:2001
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OTHER ACHIEVEMENTS

EU ENVIROMENTAL SIGN “European Flower” in
year 2005

NATIONAL QUALITY PRIZE in year1998 and 2003

INTERNATIONAL ECOLOGIC SERTIFICATE
OEKO - TEX 100

AWARD “THE BEST ENVIROMENT
PROTECTION MANAGEMENT SISTEM” in year
2002

SOCIAL
RESPONSIBILITY
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Resources ||

OECD, Global Rights

OECD - Trade Union Advisory Committee on CSR and the OECD Guidelines for
Multinational Enterprises;_http://www.tuac.org/statemen/cmultinat.htm

TUAC-List of Cases RAISED WITH NATIONAL CONTACT POINTS (violating labour
rights): http://www.tuac.org/statemen/communig/listofcasesFeb06.pdf

Global Unions (Framework Agreements, Agreements with multinational companies):
www.global-unions.org

EU-Level

DG Enterprise and Industry Web-Page on CSR:
http://www.europa.eu.int/comm/enterprise/csr/index_en.htm

DG Employment and Social Affairs Web-Page on CSR:
http://europa.eu.int/comm/employment_social/soc-dial/csr/index.htm

EU Commission (2004): ABC of the main instruments of Corporate Social Responsibility,
European Commission, Directorate-General for Employment and Social Affairs, Brussels

Network CSR Europe (Best Practice Examples and information on approx. 359
companies): www.csreurope.org

ETUC information and resources on CSR:
http://www.etuc.org/spip/recherche.php3?recherche=+csr&debut page=0

Country information (Germany and other Baltic Sea C  ountries)

German Tripartite Round Table Initative on Codes of Conduct: http://www.coc-runder-
tisch.de/coc%2Drunder%?2Dtisch/index.html

German Employers’ Federation (BDA; BDI) CSR Web-Page:
http://www.csrgermany.de/www/CSRcms.nsf/ID/home_de

Regional CSR network in North Rhine-Westphalia: http://www.corporate-
citizenship.nrw.de/weiter links.html

Responsible Business Forum Poland:
http://www.fob.org.pl/fob/index.jsp?place=Menu0l1&news cat id=14&layout=1

Centrum CSR Poland:
www.centrumcstr.plResponsible Business Forum Estonia:
http://www.csr.ee

Business and Society Initiative Finland:
http://www.businessandsociety.net/index en.html




