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1. Context 

 a. Brief information on the project 
 

The Business Scouts for Development promote sustainable and responsible engagement by 
the private sector in almost 50 countries across the globe, including Cambodia, Ethiopia, 
Tanzania, Cameroon and Bangladesh. They are development policy experts who advise 
German, European and local companies on the opportunities for promotion, financing and 
cooperation available through German and European development cooperation, facilitate 
networking with potential partners and initiate cooperation projects. In addition, by supporting 
business and learning partnerships, the transfer of expertise and targeted sup-port for trade 
fair participation they not only generate new opportunities for trade but also improve prospects 
for local job creation. 

 

  
 

Within Germany the Business Scouts provide advice directly through Germany’s top business 
associations, such as the Association of German Chambers of Commerce and Industry 
(DIHK), the Federation of German Industries (BDI), the German Confederation of Skilled Crafts 
(ZDH) and the Federation of German Wholesale and Foreign Trade (BGA), as well as through 
chambers of commerce and industry, chambers of crafts and trades, industry associations, 
state-level associations and – in cooperation with Engagement Global – foundation 
organisations. 

In the partner countries, Business Scouts are either integrated into German development 
cooperation offices or work at German Chambers of Commerce Abroad and Delegations of 
German Industry and Commerce. The experts therefore bridge the gap between the private 
sector and development cooperation; companies have better access to new markets, and 
sustainable development in partner countries receives a boost. The project thus establishes 
an international contact structure for development cooperation matters. This network builds 
on the established approaches and relationships of five predecessor projects, bundles their 
services and continues to develop them. Business Scouts work in several priority areas to 
best utilize synergies within their network, one of them being Human Rights Due Diligence in 
the light of recent legislation on global supply and value chains adopted in Germany, the EU, 
and beyond. 

The Business Scouts for Development Programme is being implemented by the Deutsche 
Gesellschaft für Internationale Zusammenarbeit (GIZ) GmbH on behalf of the German Federal 
Ministry for Economic Cooperation and Development (BMZ). 
 

b. Developments in Human Rights Due Diligence 
 

In June 2011, the United Nations Human Rights Council adopted the Guiding Principles on 
Business and Human Rights. The principles are based on existing human rights obligations 
such as the International Bill of Human Rights and the ILO's core labour standards. This 
international framework set out requirements for policy makers and businesses, establishing 
the first generally accepted reference framework for human rights duties of states and the 
responsibilities of businesses in global supply and value chains. These Guiding Principles are 
based on the following three pillars: 

1. the state duty to protect human rights, 
2. the corporate responsibility to respect human rights, and 
3. access to remedy. 
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These pillars were underpinned with 31 guiding principles that provide a reference framework 
for activities in the field of business and human rights on the part of many international 
organisations. They refer to existing binding and non-binding human rights instruments. The 
ultimate obligation to protect human rights continues to lie with states and cannot be delegated. 
But enterprises have a social responsibility to respect them. Their activity can have beneficial 
and adverse implications for human rights. Enterprises should therefore establish human rights 
due diligence processes to prevent, reduce or counterbalance adverse impacts on human 
rights. 

The UN Guiding Principles form the basis for the National Action Plans (NAP) for Business 
and Human Rights. National Action Plans (NAP) are policy documents in which a state 
articulates priorities and actions that it adopts to support implementation of regional or national 
obligations and commitments with regard to business and human rights. At international level, 
a total of 27 countries have currently adopted NAPs, 19 of which are European, including 
16 EU member states. 21 additional countries are at the stage of drafting their own NAPs. In 
2019, Thailand was the first Asian country to adopt a NAP on business and HR. Vietnam is 
currently in NAP development and publication is expected by mid-2022. So far, this trend has 
not reached neither neighbouring Cambodia yet, nor Cameroon in Central Africa. In Africa, in 
2021 Kenya and Uganda were the first countries to adopt NAPs. Neighbouring Ethiopia and 
Tanzania have not moved towards NAP adoption, but Tanzania has released a National 
Baseline Assessment in 2017 on the status of protection of human rights regarding business 
activities in the country. All current NAPs and those in the making can be accessed through 
the portal National Action Plans on Business and Human Rights (URL: https://globalnaps.org/) 

Germany adopted its NAP in 2016. It aims to foster human rights protection by German 
companies working all over the world and has included a detailed human rights due diligence. 
Based on this, companies are to implement measures to effectively prevent human rights 
violations. The implementation of the German NAP follows an approach of moving from 
‘principles to practice’. The Federal Government has set a goal of 50% of business enterprises 
with more than 500 employees to implement due diligence requirements outlined in the NAP. 
The implementation process was coordinated and monitored by the Department for Business 
and Human Rights within the Federal Foreign Office which spearheaded the work on the 
German NAP. The Federal Government has undertaken two surveys between 2019 and 2020 
to monitor the implementation of the due diligence mandated by the NAP. The results of the 
survey suggest that only 17-19% of enterprises are compliers to the due diligence process. 

Core elements of due diligence in the National Action Plans:  

• A human rights policy statement: Enterprises should state publicly that they are meeting 
their responsibility to respect human rights. This statement should be adopted by the 
senior management and be communicated internally and externally. It includes clear 
assignment of responsibilities within the enterprise and necessary training of staff. The 
statement should be continually revised and developed. 

• Procedures for the identification of adverse impact on human rights: When potential 
risks are examined, distinction must be made between a) risks generated directly by 
the enterprise itself and b) risks which the enterprise contributes to – for example 
through direct contractual relations with suppliers – and c) risks connected indirectly to 
the enterprise. These procedures foresee creating an overview of the company’s main 
activities and business relations, with subsequent deeper reviews when deemed 
necessary. 

• Measures against adverse impacts and review of the effectiveness of these measures: 
Based on the results of the analysis, measures should be identified and incorporated 

https://globalnaps.org/
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into business activity. Such measures may comprise specialised training of employees, 
adaptation of management processes, changes in the supply chain and participation in 
sectoral initiatives.  

• Reporting: Enterprises whose business activity poses a particularly high risk of adverse 
impacts should issue regular public reports on that subject. However, this should not 
impose disproportionate administrative burden on the company. 

• A grievance mechanism: Enterprises should establish their own grievance procedures 
or play an active part in external procedures that may be established by sectoral 
associations for instance. A fair, balanced and predictable procedure should be 
accessible to all those who might be affected. The procedure should provide maximum 
transparency.  

Voluntary corporate action has been encouraged for a number of years by policy makers and 
it is true that enterprises have shown that they can meet their due diligence obligations along 
global supply chains on a voluntary basis. However, as almost half of the companies recently 
assessed in terms of the UN Guiding Principles scored zero across all indicators related to 
human rights due diligence, stand-alone voluntary measures seem to constitute only a limited 
solution. State regulation might be a way to correct competitive disadvantages for those 
companies that already adhere to human rights and due diligence (HRDD). With consumer 
awareness on the rise, a clear commitment to HRDD can also be translated into economic 
added value. Hence, there has been growing momentum worldwide among govern-
ments, businesses,  investors and civil society, for mandatory human rights and due diligence 
(HRDD). Cross-sectoral regulation is already in place or under discussion in a number of 
European countries, including France, the Netherlands, Switzerland, Finland, Sweden and 
Germany, paving the way towards regional harmonization. 

• Germany has moved towards mandatory human rights due diligence legislation. The 
“Act on Corporate Due Diligence in Supply Chains” was adopted on the 11, June 2021 
and will enter into force in 2023. The law introduces mandatory human rights due 
diligence requirements for companies depending on staff size. Companies with over 
3.000 employees need to conduct a human rights risk assessment across their supply 
chain and employ mitigative measures from 2023 onwards. Penalties and sanctions 
are also contemplated under the law. From 2024 onwards, the legislations will be 
extended to smaller companies with 1.000 employees or more. This means about 600 
enterprises will be affected in 2023. But from 2024 onwards, about 3.000 German 
companies will be affected.  

• France has been paving the way by establishing a responsible business conduct (RBC) 
policy that involves both voluntary measures and mandatory measures. It started in 
2017 with the Duty of Vigilance Law on parent companies and affiliated entities that 
established a general and binding legal framework. It covers all sectors for companies 
with at least 5.000 employees in France or 10.000 worldwide. In 2019, the PACTE Law 
(major legislative evolution of French law on companies) stated that the management 
of companies shall consider social and environmental challenges, and made these 
elements part of the definition of a company in the French civil Code. Such legislative 
measures initiated a shift from soft law to hard law in the matter, therefore giving due 
diligence elements force of law.  

• In the Netherlands, a child labor Due Diligence Act was adopted in 2019 and will come 
into effect in 2022. The Danish NAP has been focusing on Human Rights Due Diligence 
since 2014 by asking companies to live up to certain standards, yet no legislation in 
this area has been adopted and most Danish major companies do not seem to adhere 
to these standards. 

 

https://www.business-humanrights.org/en/latest-news/list-of-large-businesses-associations-investors-with-public-statements-endorsements-in-support-of-mandatory-due-diligence-regulation/
https://www.business-humanrights.org/en/latest-news/national-regional-movements-for-mandatory-human-rights-environmental-due-diligence-in-europe/
https://www.business-humanrights.org/en/latest-news/national-regional-movements-for-mandatory-human-rights-environmental-due-diligence-in-europe/
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The shift from soft law to hard law is very significant in civil law countries where codified 
statutes predominate, such as France and Germany. The UK is a common law country and is 
therefore more comfortable with quasi-legal instruments that cannot effectively be enforced on 
liable people. Therefore, the French and German legislation on HRDD can be regarded as 
more binding steps towards global due diligence legislation, whereas in common law countries 
legislation may state its goals rather than solely relying on binding provisions.  

HRDD is also gaining ground at the level of the European Union (EU): Earlier this year, the EU 
Parliament adopted a resolution with recommendations to the EU Commission to introduce 
hard law legislation on corporate due diligence and corporate accountability at EU level. There 
is discussion on whether or not EU mandatory due diligence elements should apply to 
companies of all size, however, this unlikely to happen. As national legislations all have size 
requirements, the EU may adopt a similar practice. HRDD elements for Small and medium 
sized enterprises (SMEs) are more likely to take the form of advising and fostering voluntary 
actions. Since these smaller businesses most often are integrated in more complex value 
chains as first, second or third tiers suppliers, concern has been raised that larger companies 
will pass on their requirements directly to these (often SME-) suppliers. 

Statistically, half of the world’s population is working for a SME. SMEs account for about 90% 
of all businesses and contribute up to 50% of total employment in the world. How to incorporate 
them within the scope of due diligence legislation requires some consideration.   

• Prioritization of relevant issues: For small businesses with limited resources, prioritizing 
action on the most severe risks to people is even more crucial to get traction. The size 
of the company in question will affect the depth and complexity of the actions it can 
take.  

• Focusing on the quality of relationships with business partners: In comparison to larger 
businesses, SMEs tend to have fewer suppliers and customers, which can enable 
deeper and better-quality relationships that may require less policing legislation. 

• Non-comparability of SMEs and multi-nationals: SMEs must often think creatively when 
it comes to implementing HRDD. They are unlikely to deploy effective legal or 
commercial leverage, but have a wide spectrum of means to effectively influence 
business partners, especially trough building trusting relationships with them.  

• Respect for human rights goes beyond mechanical due diligence processes: 
Committed SME leaders are able to instil empathy and empowerment through face-to-
face interaction with employees, listening to them and encouraging desirable 
behaviours. For SMEs, people often are their most important asset. Actions taken have 
to be embedded in company culture.  

In the light of recent legislation on HRDD in Europe – including Germany's “Act on Corporate 
Due Diligence in Supply Chains” – as well as the rising adoption of NAPs on a global scale, 
the complexity of legal requirements for companies – including SMEs – is increasing. 
Coincidentally, the demand for external counselling and training on HRDD on their part is also 
on the rise.  

A suitable tool developed by Adelphi on behalf of the Deutsche Gesellschaft für Internationale 
Zusammenarbeit (GIZ) is the SME Compass. It helps SMEs to understand and implement 
corporate responsibility and to get started with sustainable supply chain management. If offers 
guidance on how to implement corporate responsibility in accordance with the UN Guiding 
Principles on Business and Human Rights in a practical, process-oriented manner. The 
Compass is based on the five core elements of human rights due diligence, which are 
anchored in the NAP. It identifies five central process steps for sustainable supply chain 
management: (1) develop strategy; (2) perform risk analysis; (3) take action; (4) measure and 
report; (5) manage grievances (Source).  

https://kompass.wirtschaft-entwicklung.de/en/
https://www.csr-in-deutschland.de/EN/Business-Human-Rights/Corporate-due-diligence/Five-core-elements-of-due-diligence/five-core-elements-of-due-diligence.html
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While online tools can be a great entry point to HRDD, training sessions specializing in 
international supply chains will likely yield more tangible results for companies. Since larger 
sourcing companies will most likely raise compliance demands towards their (often smaller) 
suppliers, both sides need to be considered and addressed. The Business Scouts for 
Development Programme thus aims to offer said training opportunities to both sourcing 
companies and suppliers within the Business Scouts' respective countries of assignment.  
Four countries have been selected for a first pilot training, namely Bangladesh, Cameroon, 
Ethiopia and Tanzania. A fifth country, Cambodia, is also included in this tender, albeit with a 
different format relating to HRDD. 

  

 

 

 

   
 

 

 

 
 

  

 

Target Group

The main target group of the training sessions  as well as the event in Cambodia  consists of 
representatives from local  companies from the pilot countries Bangladesh, Cambodia, 
Cameroon, Ethiopia, and Tanzania  – in particular s uppliers of international brands  operating 
within these countries. Local business  associations and chambers as well as sourcing 
companies with  subsidiaries in Bangladesh, Cambodia, Cameroon, Ethiopia, and Tanzania 
form a secondary target group. 

 

 

  

 
  


