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Grievance mechanisms are a way in which people can raise concerns about Research from the University of Nottingham shows that many grievance mechanisms are developed
their human rights linked to business operations. When designed well, without any expressed gender-sensitive consideration. This significantly reduces the likelihood that
grievance mechanisms can help identify risks and provide a pathway to issues women will report issues such as discrimination, sexual harassment, or health-related concerns,
being addressed quickly and effectively. limiting their access to remedy.

How can your business ensure that grievance mechanisms
are effective for all female workers?

( )
- N e ~N 4. Know when
1 E femal K 4 ) 3. Understand to escalate ( )
o Sl el [ e L 2. Prioritise gender-specific risks Equip grievance handlers 5. Guarantee
D.eshig';n youfr griefvancle mecEanism accessibility and trust Raise awareness on Women's \;Vlmc':?f ktrgogfggfeand anonymity
\L,Jwtd mputdrohm. elmade WOrKers. Ensure all workers know how rights and issues such as isl;ues ;y rooriatel Allow anonymous
nd er:‘;tan ht e 'V% exp;arlences to access the mechanism and discrimination, harassment, includinpeco tphe ug’lic reporting, especially for
an f-\:\clj at't ley an: er sate, trust it. Provide safe reporting gender-based violence, authoritg when npecessar sensitive gender-related
confidential, and effective. channels and include women and women’s health. This Y ¥ issues. This reduces fear
\_ Y, in the grievance-handling is essential for appropriate \_ ) of exposure.
l/ team whenever possible. response and prevention. I/ S )
\ J J I/
f NV %
6. Prevent
retaliation
roactively assess . Gonsiaer
and mitigate risksof | (o ) | handlers 9. Ensure RLE TEDE L
retaliation. Ensure o il hgen i appropriateness organisational learning
that reporting a everywnere o . As part of your human
; . Ensure those receiving Use collected grievances to . s
grievance does not Even in male- . . . rights due diligence,
A grievances are aware of identify patterns and root 7=
lead to intimidation prevalent workplaces, e Feed insights int conduct gender-specific
9 gender-spec:'ﬁc risks. causes. Feed Insignts Iinto ek
or reprisals. always offer a safe . . : : risk assessment across
Avoid relying solely on policy and operational changes . . .
1\ J channel for women your operations to identify
automated systems or to prevent future harm and .
to report concerns. ; . systemic issues before they
untrained personnel improve the workplace. . .
\_ ) for first tact | k ) escalate into grievances.
or first contact in
I/ cases involving sexual l/ \_ J
harassment, violence. I/

. J
L

References

The provision of non-state-based grievance mechanismsis  w Gender Guidance for the Guiding Principles on Business and Human Rights, UN Human Rights For more business guidance . This infographic was

. . . . . Y i ly 202
W Report of the Working Group on the issue of human rights and transnational corporations and on access to remedy visit ez edl MU 20y

- ; - - - - by Dr Lara Bianchi and
other business enterprises to the Human Rights Council, UN Human Rights Council n nott.ac/remedy Dr Tina Davis.

part of the United Nations Guiding Principles on Business
and Human Rights (UNGPs), Pillar Ill, Principles 28-31.
Gender-specific guidance on the UNGPs include:


http://nott.ac/remedy
https://www.ohchr.org/sites/default/files/Documents/Issues/Business/BookletGenderDimensionsGuidingPrinciples.pdf
https://digitallibrary.un.org/record/3822962?ln=en&v=pdf
https://digitallibrary.un.org/record/3822962?ln=en&v=pdf
http://nott.ac/remedy

