



Company Name
Sample Social Responsibility Policy 2007
At company name, we recognise that Social Responsibility is not just about saying or doing the right thing, it makes sound business sense.  


“As an organisation, we will increase our commitment to Corporate Social Responsibility … not just because it helps to drive the culture … but because it increasingly helps attract talented people to the business” Andy Cosslett, CEO Intercontinental Hotels Group, Sept. 2005

84% of students graduating in 2005 wanted to work for a socially responsible employer.  Source: The UK Graduate Careers Survey 2005

For us, it is about the way in which we conduct our business in four key areas:

· How we interact with our target markets and deliver services to our customers; 

· How we work with business stakeholders, partners and suppliers;

· How we recruit, manage and develop our people;

· How we impact upon broader society.

Our Social Responsibility commitment is not a separate “bolt on” policy – rather it is a theme embedded at the heart of our business and reflected in all of our policies and practices.  It can however be identified and reported, alongside financial and performance reporting.  Our performance will be monitored and reviewed, we will seek and practise continuous improvement.

Policy statements are of no value unless they are implemented, hence reference will be made to a programme to raise awareness of CSR amongst our workforce and to equip them with the competencies needed to carry forward our CSR agenda; to identify opportunities to further its reach, not just for us, but also for our customers and for our suppliers.

The purpose of this document is to draw together all relevant strands so as to present a complete picture of our approach and what Social Responsibility means in different parts of our business.

At the heart of our Business Strategy

Our starting point is our Mission, Aims and Business principles.  These are fully detailed in our Corporate Plan, but an abridged version is shown below.

Our Vision

Whats your organisatiosn Vision
Aims

List these
Business Principles

· List what your organisations principles are?
How we interact with our target markets and deliver services to our customers

Our principal markets include:

Who?
In working with specific customers, the policies and processes described in this and other company name documentation will apply.  However it is also important to note the following:

What do you do additional to ensure ood customer service?
We pride ourselves for the quality of services delivered to our customers.  Specific recognitions include:

What quality marks do you have?
How we recruit, manage and develop our people

How do you do the above?


How we impact upon broader society

Pragmatic and tactical activity

The following part of this document identifies aspects of key policies and practices which relate to Social Responsibility and describes how they are applied and how our overall performance will be monitored.  

Understanding and Responding to Legislation

Every year there are a number of new pieces of legislation which affect the way in which we, our partners, suppliers and our customers do business.  Recent and pending examples include:

· Disability Discrimination Act 

· Human Rights Act

· Working Time Initiative

· Age Discrimination

· Waste Electrical & Electronic Equipment Regulations

As an organisation that exists to help other businesses to develop and grow, it is critical that we grasp the implications of legislation before it becomes law so that we and our customers may best prepare.  Furthermore, as deliverers of services which use Government and EU funding, we must embrace specific requirements relating to EU state aid and its associated policies and practices – particularly those relating to sustainability.

1. Embedding the requirements of legislation within our own business

Whilst ultimately, responsibility lies with our Board, lead responsibility is delegated to the Finance Director (and Company Secretary) who is responsible for our corporate support functions and the Director of Marketing who is responsible for both external and internal communications.

Add here how in practice we monitor all aspects of up and coming legislation and prepare for implementation.

2. Helping our customers to embrace legislation

Depending upon the nature of legislation, we offer a number of services to help raise awareness and facilitate implementation to required standards.  Many of those services are without charge to the customer.  The following list is indicative but not exhaustive:

· Our website contains information, links and a selection of useful diagnostic tools;

· Our “People Manager” electronic alerting service which updates subscribers on key legislation and best practice;

· Our Advisers are trained to SBS Competency standards.  Their knowledge is supplemented with briefings, memberships with appropriate associations and all are subscribers to the Business Adviser Directory alerting service (known as Bad News).

· We offer an ongoing business skills programme which includes seminars covering various aspects of core business legislation.

· As and when new legislation becomes enforceable, we run information awareness campaigns through local media and we stage legislation awareness events.

· We offer some specialist services including:

· Advice on employment legislation

· Advice on waste management and environmental protection

· Advice on the Disability Discrimination Act 

· Advice and support on the development of diversity policies and practices.

· Advice on CSR implementation

How we monitor the effectiveness of these services:

· through customer satisfaction survey – conducted locally and by an independent research company.  

· Advice and Information Staff are externally assessed for their knowledge and understanding of key legislation.

· Measures of social impact, such as Social Return on Investment

3. Working with stakeholders, partners and suppliers

All relevant legislation requirements are reflected in contracts and service level agreements.

Ensuring Equal Opportunities

“ Every customer and stakeholder, partner and supplier has different needs and capabilities.  We aim to make our services and procurement available and accessible equally to all in these groups.  Where this is not feasible, we will endeavour to find alternative ways of working.” 

Adapted from the policy of Intercontinental Hotels Group.

Embracing Diversity

We focus on the abilities of people and organisations, employees, customers, stakeholders, partners and suppliers, to work with us in delivery of our mission and vision; we value different cultures, backgrounds and experience and do not seek reasons to exclude any potential contributor.

Accessibility

Company name is committed to creating an accessible and exciting environment for all our staff and customers.  company name Human Resources Policies and Procedures detail the company’s approach to the employment of people with disabilities, and the integration and continuing employment of staff who may become disabled.

The Company has been working with consultants to increase awareness of disability issues across the business, and all managers are reminded of their responsibilities under the Disability Discrimination Act, and particularly in regards to the Code of Practice on Access to Goods and Services, which relates specifically to customer service and the code of Practice Employment and Occupation, which relates to how disabled employees within company name are protected from discrimination in employment, if they are seeking employment, or if they are involved in a range of occupations. 

Each department has produced its own specific strategy and action plan to ensure that accessibility issues are incorporated into existing working practices, and that consideration is given to equality of service provision as it applies in individual areas of the business.  These individual strategies appear in the following pages of this policy document.

Where staff have prior knowledge or experience of disability, they will be positively encouraged to share this experience with colleagues in business, so as to achieve a greater level of understanding across the business.

This accessibility policy will be reviewed regularly and developed in light of best practice developments in access to goods and services and employment.  All departments where the accessibility of products and services is relevant will be conscious of the need to provide excellent service levels.

Health and Safety

We have a health and safety policy and there are some references to contracts and the delivery of services, but it could go further.  Suggest it is reviewed. Ethical sourcing, e.g Fair Trade products.  Healthy eating, locally sourced foods in catering????

Protecting the Environment

Refer to Environmental policy at Annex One.

1. Fleishmann-Hillard/IPSOS Report on European Attitudes Toward Corporate Community Investment – May 1999

2. The Millennium Poll – 2000
3. A survey by The Conference Board – 2001
Annex One
Company Name
Environmental Policy

This policy applies to all activities undertaken by company name and must be followed by all staff.

company name is committed to minimising the environmental impact of its activities.  It will achieve that by committing itself to:

· Comply with all relevant environmental legislation

· Endeavour to reduce its overall environmental impact 

· Involve relevant staff in its environmental programme and equip them to discharge their responsibilities

· Encourage good housekeeping, best practices, green transport, re-cycling office equipment and materials

· Encourage the use of all resources (material and non-material) effectively and efficiently to minimise misuse and waste

· Encourage its partners, service providers and suppliers to consider environmental best practice

· Maintain a safe, effective, attractive working environment to the highest practical standards

· Document, implement, maintain, review and communicate its policies

This can be implemented in a number of ways, e.g.

· Recycle or re-use, donating surplus items such as furniture and IT equipment, to community schemes for re-use, 

· Contracting with (community) waste recycling companies for disposal of paper and other waste.

· buying from sustainable sources and suppliers

· using low-energy /low heat IT equipment; energy efficient lighting & refrigeration (which in turn reduces demand on air-conditioning)

· Actively promoting the use of voice and video conferencing as alternatives to travel.

Annex Two

Developing our People; Developing others

In line with the principles of IiP, we will offer our people development opportunities where there is a clear business case to do so. Demand may arise from improving performance in an existing role; developing the skills of an individual as part of succession planning.

In an organisation the size of company name it may not always be possible to offer work-based experience within the organisation, hence we will look beyond company name where appropriate and consider e.g. short term, part time secondments or voluntary placements in social and community organisations as Board Members or Trustees, specialist advisors, mentors to volunteers or employees.

This could be implemented via agencies such as Business in the Community or East Mentoring Forum, or developed more locally through e.g. HertSet or Herts CSV networks.

Shortage of skilled employees in certain areas has become almost a cliché, yet there are groups largely untapped who could meet many of these demands.  Voluntary and community organisations, social enterprises and social firms exist in many areas to work with people who face disadvantages in accessing mainstream employment.  These disadvantages may arise from learning difficulties, physical disabilities, mental health problems or even simply long-term unemployment – in itself perceived as a barrier to future employment.

The assistance provided ranges through coaching and acquisition of new skills; re-building confidence and self-respect to apply existing skills into supported employment (i.e. a higher level of supervision, coaching and support than would be expected in a purely commercial organisation; often referred to as Intermediate Labour Market, ILM, organisations).

ILMs seek work experience placements and onward employment, often on a limited hours basis.  Anecdotal evidence from employers suggests that such employees are highly valued.  (Further examples could be quoted from a number of sources, but Clubhouses International comes readily to mind)

Working in collaboration with local ILMs could offer company name a channel to recruitment whilst meeting a social need.

Annex Three

Accounting, Reporting and Monitoring on the CSR agenda.
The Double and Triple Bottom Lines and Blended Value

For some time, it has been accepted practice that companies wishing to demonstrate their social and /or environmental contributions would produce an “account” of these activities, including attempts to give them cash-equivalent values.  These accounts have become an integral part of regular financial and performance reporting, leading to the expressions double or triple bottom line, where social and environmental reports and accounts are published with the more conventional financial and performance reports.

Identification of social and environmental contributions can remain qualitative, but this makes it difficult to demonstrate value for (stakeholders) money and somewhat subjective in monitoring progress and improvement in performance.  Some quantitative measure is desirable for both these purposes.

Add a piece on CSR accounting methods

As social and environmental factors increasingly become recognised as significant alongside financial considerations, or “plain” value for money, so there has grown a practice of evaluating overall performance, whether in-house or in a response to tender.  This gives weight to the social and environmental accounts in addition to the conventional financial approach.   Blended value has become an accepted term for combining these factors into assessment of performance.

Annex Four

Involving everyone in CSR – communication and development of CSR competencies

“The CSR Competency Framework”
  for managers describes five levels of attainment in CSR:

· Awareness

· Understanding

· Application

· Integration

· Leadership

and six characteristics of CSR behaviour:

· Understanding society

· Building capacity

· Questioning business as usual

· Stakeholder relations

· Strategic view

· Harnessing diversity

The relevance of each characteristic and desirable level of attainment will vary from job to job.  The Framework gives a one-sentence description of what each level of attainment means within each characteristic.  The Framework may be used to assess the present level of implementation of CSR and also as a means of target setting.

Although the Framework addresses the skills needed by managers, there is a case for expecting all staff to have an awareness of the characteristics of CSR.

Promoting CSR within company name may thus take the form of initial briefing sessions, tailored to functional groups or to management levels; followed by incorporation of the Framework into individual performance reviews and setting of objectives for the forthcoming year.

88% of people would be more likely to buy from a company that supports or engages in activities to improve society1





56% of respondents to the Millennium Poll cited Social Responsibilities as the factor most influencing public impressions of individual companies2


























42% think that companies should be wholly or partly responsible for solving social problems3





See


Corporate Plan


Delivery Plan


Web Offers


Sales sheets








� The CSR Competency Framework, CSR Academy, published by the DTI, 2004.  Available at www.csracademy.org.uk









