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1. FOREWORD

Corporate social responsibility (CSR) has been de-
fined by the European Commission as the inte-
gration by companies of social and environmental
concerns in their business operations and in their
interaction with their stakeholders on a voluntary
basis. In 2001, the European Commission
launched a European debate with the publication
of the Green Paper on ‘Promoting a European
framework for corporate social responsibility’.
This was followed a year later by a second com-
munication presenting an EU strategy to promote
CSR. At the same time, the European Agency for
Safety and Health at Work organised a European
seminar exploring the link between CSR and
work health. Both initiatives demonstrated clearly
that CSR is a strategically important development
for European business and policy makers, and
that safety and health at work is very much an in-
tegral part of the CSR concept.

More recently an ‘'EU multi-stakeholder forum
on CSR’ has been initiated by the Commission
with the aim of promoting better understand-
ing of CSR and fostering dialogue between the
business community, trade unions, civil society
organisations and other stakeholders. Chaired
by the Commission, it brings together European
representative organisations of employers, busi-
ness networks, trade unions and NGOs, to pro-
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mote innovation, convergence and transparen-
cy in existing CSR practices and tools.

Clearly, CSR can make a contribution to the strate-
gic goal set by the Lisbon summit of March 2000,
and to the European strategy for sustainable devel-
opment, as well as to promoting core labour stan-
dards and improving social and environmental gov-
ernance in the context of globalisation.

In this context, the European Agency for Safety
and Health at Work decided to commission this
report in order to explore the actual relationship
between CSR and occupational safety and health
(OSH). Eleven case studies show how enterprises
have integrated OSH issues in CSR and these are
complemented by a review of global/European
and national initiatives to promote CSR.

Within the limitations of the project, the report
aims give readers a better insight into the CSR
initiatives, and to identify key issues that need
further research and debate. It is hoped that the
findings presented in this publication can there-
fore be used as input for European and nation-
al debates on the consequences of CSR policies
for strategies to promote health and safety at
work and vice versa.

The Agency would like to thank Gerard Zwet-
sloot, Annick Starren, Anneke Goudswaard and
Martin van de Bovenkamp from TNO Work and
Employment, Christian Schenk from AUVA,
Kathleen Heuverswyn from Prevent, Kaisa
Kauppinnen and Kari Lindstrém from FIOH, Karl
Kuhn and Ellen Zwink from BAUA, Fiorisa
Lentisco and Donatella Vaselli from ISPESL,
Louis Pujol and Manuel Bestratén from INSHT,
Peter Shearn and Lee Kenny from HSL, and Neal
Stone from HSE, for their contributions to the
drafting of this report. The Agency would also
like to thank its focal points, other network
group members and other contributors for their
valuable comments and suggestions.

European Agency for Safety and Health at Work
April 2004
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EXECUTIVE SUMMARY

Corporate social responsibility (CSR) was de-
fined by the European Commission as a concept
whereby companies integrate social and envi-
ronmental concerns in their business operations
and in their interaction with their stakeholders
on a voluntary basis. To be socially responsible
means going beyond fulfilling the legal expec-
tations, by also investing ‘more’ into human
capital, the environment and the relations with
stakeholders. There can be no doubt that safe
and sound working conditions and good work-
er health belong to the social responsibilities of

Health ot Work

companies and can be regarded as an integral
part of CSR.

A distinction is often made between three as-
pects of the social dimension of corporate social
responsibility, as follows.
Internal aspects: human resource manage-
ment, health and safety at work (OSH), busi-
ness ethics, adaptation to change, and or-
ganisational learning — requires
participation of workers or their representa-
tives.
External local: local corporate citizenship —
requires cooperation with business partners,
local authorities and local NGOs.
External worldwide: human rights, global en-
vironmental concerns, safety and health in
supply companies, corporate citizenship
worldwide — requires communication with
consumers, investors, globally operating
NGOs, etc.

This report explores the interactions between
CSR and safety and health at work both at com-
pany and policy level.

A concise introduction gives an overview of the

development of CSR as an inspiring, challeng-

ing and strategically important development.

The most important drivers behind CSR are:

e creating new opportunities (market enlarge-
ment, better reputation);

* better control of business risks for the conti-
nuity of the organisation.

The increasing attention given to CSR is also fed
by recent financial/accountancy scandals and
the growing demands for integrity and trans-
parency of companies.

CSR also raises new issues for management,
such as the importance of broad stakeholder in-
volvement and adoption of innovative mea-
sures.
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In view of these developments, it is clear that
CSR is rapidly changing the context of safety
and health at work and this is likely to have im-
plications for future OSH strategies at Euro-
pean, national and company level.

2.3. Company case studies

Eleven company cases from six EU countries are
presented as inspiring examples. They show
that CSR is a development that is taking root in
a broad variety of industrial sectors and that is
relevant for large companies as well as for small
and medium-sized enterprises (SMEs). Al-
though the case descriptions are not a repre-
sentative selection, jointly they give a good im-
pression of the broad variety of CSR approaches
presently being used in European businesses.

The case studies show that implementation of
CSR is managed by companies’ top-level man-
agement and that, in doing so, they use a broad
range of methods and tools. In many instances,
these CSR-practising companies give the im-
pression of being socially innovative. The imple-
mentation of CSR is usually a learning process
for the organisation, as blueprints are not read-
ily available or are not suitable for individual
companies.

In many cases, CSR activities are triggered by a
positive vision and a positively defined concept.
Sustainability, social acceptance, servant leader-
ship, development of new business, the cre-
ation of new markets, inspiring and attractive
products and services, a happy company, health
promotion, the enjoyment of stakeholders, and
being the employer of choice, are examples of
such positive concepts or aims. Such positive
aims and visions are not yet very common as dri-
vers in the area of health and safety at work,
where risk reduction and control is the domi-
nant paradigm.

Most of the companies viewed CSR as being
closely linked with their core business (however,
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the selection of cases may have influenced this
finding). Ethical motives are important for many
of the companies; while for others CSR has be-
come essential as a way of reducing their busi-
ness risks and guaranteeing their ‘societal
licence to operate’ in the long term.

CSR sometimes blurs the distinction between
the impacts of products and services on the one
hand, and of the production processes on the
other, and takes into consideration the impacts
on all stakeholders. While, traditionally, safety
and health at work focuses (or is limited to) the
impacts of the production processes on the
workers, several CSR companies have become
an employer of choice. In these companies, em-
ployees recognise the extra value of CSR for
them: it contributes to the meaning of their
work. They can be proud to work for this com-
pany, as well as on the company’s products. As
a result, the employee can identify him or her-
self with the company, and the relationship be-
tween the company and the employee be-
comes a long-term relationship.

Communication with a broad range of external
and internal stakeholders, and the associated
processes of transparency and reporting, are
seen as being vital for CSR-practising compa-
nies. CSR requires a good balance between
communication with and involvement of exter-
nal and internal stakeholders. In this respect,
the experience of the OSH community in inter-
nal communication and stakeholder participa-
tion would seem particularly relevant for the
further development of CSR. Some companies
practise openness and honesty in external com-
munication to a remarkably high degree with,
for example, full presentation online of the re-
sults of external evaluations, including details of
both strengths and weaknesses.

CSR-practising companies have a clear interest
in safety and health at work. Poor standards in
health and safety may spoil their image, which
would therefore pose a direct threat to the value
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of the CSR effort and the continuity of their busi-
nesses. Furthermore, they are often involved in
social accountability, taking responsibility for the
impact of their business activities via suppliers,
and also in developing countries (including
health and safety at work in overseas suppliers).

The case studies raise a number of questions

relevant to the future of safety and health at

work and its relationship with CSR and it is
hoped that these can be used as input for de-
bates and/or for future research.

¢ How can health and safety at work become
more important for civil society and get more
attention from NGOs and in the mass media?
How can the impact of safety and health per-
formance on corporate image in the markets
for labour and for products and services be
used more effectively to increase business in-
terest in safety and health at work?

e Can external stakeholders play a positive role
in stimulating safety and health at work?
How is social dialogue on safety and health
influenced by the broader external stake-
holder dialogue of CSR-practising compa-
nies?

* How can OSH avoid becoming merely an op-
erational aspect of CSR? The challenge is that
CSR policy-makers, top managers, and CSR
experts will take strategic decisions, without
adequate involvement of OSH professionals
and workers’ representatives.

* What innovative strategies, methods and
tools, regularly used in CSR activities (for ex-
ample, ethical considerations, codes of con-
duct, innovative partnerships, unconvention-
al methods for management development,
etc.), can be used to improve safety and
health at work?

2.4. Initiatives to stimulate CSR

The overview of international and selected na-
tional CSR initiatives highlights their relevance
for (international/national) policies aimed at

Safety and
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stimulating good safety and health at work.
This is complemented by a summary of selected
innovative safety and health initiatives that go
beyond traditional OSH issues and have either
an implicit or explicit relationship with CSR. An
effect of the initiatives is that they change the
context of safety and health at work at compa-
ny level.

All initiatives are categorised as follows:

1. raising awareness, awards and ethical initia-
tives;

2. exchange of knowledge: best practice, net-

works, pilot projects, and guidelines;

. standardisation and certification;

4. reporting (external) and communication;

5. innovative partnerships NGOs, public and
private;

6. ethical trade initiatives (‘fair trade’);

7. financial sector involvement / financial incen-
tives.

w

Some of these categories (such as external re-
porting and communication, innovative part-
nerships, ethical initiatives, involvement of the
financial sector) are relatively new for the safety
and health community; in this way, CSR can
help the safety and health community to ex-
plore new strategies.

The nature of the relationship between CSR and
OSH varies widely among the initiatives. Some
refer explicitly to OSH items, while others focus
only on new social issues that have no tradition
in companies, or on totally voluntary aspects
(such as use of hazardous or child labour by
suppliers in developing countries). Initiatives for
promoting CSR are predominantly private and
voluntary, while OSH initiatives are often domi-
nated by legal regulation and governmental
action.

It is clear from the overview that, in general,
OSH initiatives do not contribute widely to
aspects of CSR. Typically, they do not address
environmental and economic dimensions of

Om
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CSR, nor do they impact on business processes
or stakeholder relationships. As such, most OSH
initiatives are of limited relevance for the devel-
opment of CSR.

Another interesting observation relates to the
broadening of the policy arena with respect to
CSR as compared to OSH. Whereas the social
partners and governments are clearly the princi-
pal agents in safety and health policies, the
arena is much broader in the field of CSR. This
includes the involvement of civil society and
mass media, as well as non-governmental or-
ganisations (NGOs), all of whom play a sub-
stantial role.

The abovementioned developments in CSR will
undoubtedly have an impact on the safety and
health community and will present it with new
opportunities and also some challenges. This
should stimulate the safety and health commu-
nity to assess its strengths and weaknesses
against the backdrop of these significant devel-
opments.

Rather than giving answers, we are now at a
stage where it is important to raise the right
questions and to stimulate debate among all
parties concerned. This should include not only
those involved in safety and health at work,
such as the OSH stakeholders, but also other
stakeholders involved in the CSR developments.

Like the case studies, the overview of CSR ini-
tiatives raises a number of questions that are
relevant for the future of safety and health at
work and for its relationship with CSR.

* What are the most important opportunities
presented by the CSR developments for
strengthening OSH policies? What is needed
to achieve positive impacts?

* What are the strengths and weaknesses of
the OSH-community (institutions and per-
sons) that are vital for making OSH an impor-
tant aspect of CSR?
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* How can the value of and experience gained
in OSH policies be used most effectively for
development of CSR policy at company,
national and European level?

2.5. Conclusions and recommendations

Corporate social responsibility is an inspiring,
challenging, and strategically important devel-
opment that is becoming an increasingly impor-
tant priority for companies of all sizes and types.
Health and safety at work is an essential com-
ponent of CSR and this means that OSH profes-
sionals need to be aware of the opportunities
and challenges they face.

Today, with increasing globalisation, greater en-
vironmental and social awareness, and more
efficient communication, the concept of com-
panies’ responsibilities beyond the purely legal
or profit-related has gained new impetus. In or-
der to succeed, business now has to be seen to
be acting responsibly towards people, planet
and profit (the so-called ‘3Ps’).

Companies need to project a positive image to
the public and to potential employees, as well
as to investors. In this respect, safety and health
is an important dimension of CSR and compa-
nies recognise that they cannot be good exter-
nally, while having a poor social performance
internally.

Effective communication with stakeholders is
fundamental for successful implementation of
CSR, and employees, in particular, are vital for
changing companies’ social or environmental
performance. This presents an important area
of potential synergy with safety and health at
work where participation and dialogue with
employees has long been recognised as an es-
sential element for success. Consequently, this
gives the OSH professional a key role to play in
companies’ adoption of CSR.
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Given the strategic importance of the CSR de-
velopment, and its innovative character, it is too
early to give concrete guidelines on how to in-
tegrate safety and health into CSR. However, a
set of specific recommendations for the three
most important stakeholder groups at company
level is given: for managers, employees and
safety and health professionals.

While one could state that all OSH activities are,
purely by their nature, part of CSR, there is
much more to say about the relationship be-
tween CSR and OSH.

Work

11m






Evuropean Agency for

Safety and

INTRODUCTION: CORPORATE
SOCIAL RESPONSIBILITY AND
SAFETY AND HEALTH AT WORK

This chapter gives a concise overview of the de-
velopment of corporate social responsibility
(CSR), its influence on business developments,
and its relationship to safety and health at
work. The information presented in this chapter
is based on a review of general literature.

Towards the end of the 19th century, it was not
uncommon for European companies to have
their own social and societal programmes.
However, when increasing legislation came to
protect workers and to guarantee the well-
being of civilians, CSR no longer seemed neces-

Health ot Work

sary. At the end of the 20th century, however, a
new era of growing interest in CSR began.

A well-known early CSR initiative is the chemi-
cal industry’s responsible care programme. In
the 1980s, this industry sector was confronted
with a lot of criticism from environmental pres-
sure groups, while the image of the sector as a
whole also suffered due to several catastrophes
(e.g. Bhopal, 1984). This hindered the chemical
industry in several ways: governments were re-
luctant to give permits for new facilities, neigh-
bours protested, and many high-skilled workers
preferred jobs in other sectors. Moreover the
chemical industry suffered lack of credibility
with the general public. It became apparent
that the overwhelming majority of Europeans
believed that Greenpeace was much more cred-
ible than the chemical industry concerning the
risks associated with chemical production and
chemical products. As a result, the chemical in-
dustry concluded that their ‘licence to operate’
was at stake. They launched the responsible
care programme, placing a strong emphasis on
management activities to guarantee good envi-
ronmental and safety and health performances,
on transparency and external communication,
and dialogue with stakeholders.

CSR has developed tremendously during the
last decade. Business ethics and social responsi-
bility are themes that are given considerable at-
tention in companies, as well as in academic
journals (Kok et al., 2001). Employees, cus-
tomers, suppliers, competitors, and govern-
ment are all placing increasing demands on
management. Stakeholders expect manage-
ment to participate in the debate on societal
problems (for example, unemployment, pover-
ty, infrastructure, greenhouse effect, etc.) and
proactively think about the impact of business-
es on society at large.

In the green paper ‘Promoting a European
framework for corporate social responsibility”
(2001), the European Commission describes
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CSR as a concept whereby companies integrate
social and environmental concerns in their busi-
ness operations and in their interaction with
their stakeholders on a voluntary basis. To be
socially responsible means going beyond fulfill-
ing legal expectations, by also investing ‘more’
into human capital, the environment and rela-
tions with stakeholders. Many experiences
show that going beyond legal compliance can
contribute to a company’s competitiveness and
it can also have a direct positive impact on pro-
ductivity.

This study focuses mainly on the social dimen-
sion of CSR, as this dimension is closely related
with safety and health at work. Often three as-
pects of the social dimension of CSR are distin-
guished:

e internal — human resource management,
ethics, health and safety at work (OSH),
adaptation to change, management of envi-
ronmental impacts and natural resources;

» external local — local communities, business
partners, local NGOs;

* external worldwide — suppliers and con-
sumers investors, human rights, global envi-
ronmental concerns, globally operating
NGOs.

The European Agency for Safety and Health at
Work (2001) describes CSR as ‘a concept
whereby companies decide voluntarily to con-
tribute to a better society and a cleaner envi-
ronment’. The Agency sees an increasing num-
ber of companies promoting their CSR
strategies as a response to a variety of social,
environmental and economic pressures. The
aim behind this development is to send a signal
to the various stakeholders with whom they in-
teract: employees, shareholders, investors, con-
sumers, public authorities and NGOs.

Below we describe how CSR has developed
over recent years.

m14
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3.2. Development of CSR

As mentioned earlier, CSR receives increasingly
more attention. CSR focuses on the effects of
organisational strategy on the social, environ-
mental and economic impact of organisations’
activities, as well as achieving an appropriate
balance between these three impacts. As such,
CSR is considered a leading principle in the de-
velopment of innovative business practices
(Zwetsloot, 2003). CSR’s evolution followed on
from the 1990s approach of developing man-
agement systems. These management systems
were often based on standards and guidelines
such as I1SO 9000 (quality management), 1SO
14001 (environmental management), SA 8000
(social accountability) and OHSAS 18001 (occu-
pational health and safety) and have as their
guiding principle ‘doing things right the first
time" (Zwetsloot, 2003). In so far as these sys-
tems focus on planning and rational control of
activities, they pay little attention to human as-
pects. In the long run, this may lead to new
problems, since human beings form the basis of
most, if not all, organisations.

Focusing on doing things right the first time
does not, however, guarantee sustainable suc-
cess. This is well illustrated by Juran (1988): If
the goals are poorly chosen, the planning will
be done to reach the wrong goals. We shall be
‘doing things right’ but not ‘doing the right
things’. Therefore ‘doing the right things right’
is another important dimension that is usually
not addressed thoroughly in management sys-
tems. The rational approach used in manage-
ment systems often fails to cope with the irra-
tional aspects of questions related to human
values, and for these questions another ap-
proach is necessary. To ensure the right things
are done, it is important to develop shared val-
ues within an organisation and to focus on fun-
damental innovations. Top-level management
should initiate this by creating a corporate iden-
tity, although it is very difficult. To achieve fur-
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ther development of CSR, it is necessary to
combine value-based decision-making and the
rationalities of prevention and management
systems (Zwetsloot, 2003).

3.3. The driving forces behind CSR

The Australian professor David Birch describes
(in: Jonker, 2003) some of the driving forces be-
hind CSR: 'As more companies worldwide are
recognising the importance (and imperatives) of
effective CSR, traditional corporate philan-
thropy is increasingly being replaced by an ever-
widening range of developments and impera-
tives of more strategic means for realising good
corporate citizenship. Some of these impera-
tives are being driven by a growing need for
both mandatory and non-mandatory reporting
of the social, environmental and economic im-
pact of business activities; others are driven ex-
ternally by socially responsible and ethical in-
vestment funds and the growing importance of
corporate and brand reputation; others stem
from stakeholder initiatives and dialogues (such
as from consumers, environmental NGOs, etc.),
or from growing societal demands of the public
at large for improvement of corporate gover-
nance and accountability.’

Two important motives for CSR can be identi-
fied: creating new chances (market enlarge-
ment, better reputation) and better control of
risks for the continuity of the organisation
(Zwetsloot and Starren, 2003). Increasing atten-
tion on CSR is also motivated by recent corpo-
rate mismanagement scandals (Ahold, Enron)
and the growing demands for companies to be
honest and open. The relevance of CSR is illus-
trated by the fact that two countries (UK and
France) have CSR ministers and that the Euro-
pean sixth framework research programme
identifies sustainable development and CSR as
one of the research priorities for the coming
years (Jonker, 2003).

Safety and
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Organisations’ stakeholders are considered in-
creasingly important and likewise organisation-
al reputation is a matter of great concern for
many organisations. Concern about how repu-
tations affect shareholders’ perceptions has led
many large companies to consider not only fi-
nancial performance, but also their environ-
mental and social performance (including OSH
performance). In annual reports this is often
called triple bottom line reporting (European
Agency for Safety and Health at Work, 2001).

Some commercial drivers pushing CSR up the

corporate agenda (including OSH) are:

* informed investors recognise that the busi-
ness risk (both internal and external) for com-
panies that successfully manage their social
and environmental impact is lower than the
business average;

* large companies recognise that their shares
will be sought by a wider group of share-
holders and institutions, potentially driving
up the share price;

* consumers that have a large choice in a range
of products, all of reasonable quality and
price, are likely to prefer products that are
produced in a socially responsible way. As a
result, such products will enjoy greater mar-
ket share or better profit margin.

The relevance of CSR is clear, but how is it re-
lated to the more traditional principle of safety
and health at work and how does this relation-
ship function in practice?

3.4. The relationship between CSR and
safety and health at work

Segal et al. (2003) consider OSH to be an im-

portant aspect of CSR, since workforce safety is

one of the aspects used to measure companies’

overall progress in CSR:

» product and workforce safety and health;

e labour standards and working conditions,
human rights;

15m
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* equal opportunity and access to employ-
ment.

Fisscher (2003) describes the mechanisms that
are relevant for moral competence as well as
the question of how responsibility or ethical ac-
tivities can be stimulated in organisations. In
this respect, OSH is considered as one of the es-
sentials for company ethics. The issue of busi-
ness ethics is closely related to CSR as it brings
business values on to the agenda. Further issues
that are often considered important in literature
include the environment, work and life balance,
and the possibility of combining work and care.

Successful integration of OSH in CSR requires
certain conditions to be met. Above all, respon-
sibility and accountability should be considered
a virtue. It is important to demonstrate integrity
and openness towards employees (as well as to-
wards external stakeholders) so that it is possi-
ble to develop moral competence in dialogue
with employees (Fisscher, 2003). Economic and
strategic arguments often form the basis for
CSR (including OSH). If moral competence is or-
ganised and integrated in a structured way in
the daily work of an organisation, OSH will be a
logical element of the CSR policy. In this way,
not only CSR but also OSH aspects form part of
the organisational policy and are therefore con-
sidered in a structural way (Fisscher, 2003). But
how exactly is OSH related to CSR? According
to Zwetsloot and Starren (2003) organisational
activities that benefit both OSH and public safe-
ty contribute to CSR. OSH activities that benefit
public safety, such as increasing the security in a
shopping mall, also contribute to CSR. OSH,
therefore, is an important element of the social
dimension of CSR. Via CSR, it is possible to in-
tegrate the OSH policy at a strategic level of the
organisation. Integration of OSH aspects in CSR
contributes to public appreciation, which is, ac-
cording to the EFQM models, a main result field
and essential for business success. OSH in CSR
will also lead to benefits in terms of added

m16

responsibility

and safety and health at work

value for reputation, work productivity, con-
sumer loyalty and share value.

Sanders and Roefs (2001) stress that a good in-
tegration of OSH in CSR will foster the image of
a good employer. This improves its position in
the labour market, making it more attractive to
potential recruits as well as encouraging loyalty
from existing employees.

Mansley (2002) reports on a series of meetings
held with major investors and experts from the
financial sector, to discuss how health and safe-
ty might be integrated successfully into the CSR
framework within companies. Institutional in-
vestors supported the need for some general in-
dicators to enable them to assess the health and
safety performance of companies when making
investment decisions.

Investors had clear ideas about which health
and safety indicators would be useful. They
should be few in number — no more than five
or six — relevant to the company in question
and, more importantly, comparable between
companies, that is, calculated on the same ba-
sis. Additionally, globally applicable indicators
were preferred. Six factors were identified as
core health and safety indicators. These were:
whether a director was named as health and
safety champion; the level of reporting of
health and safety management systems; the
number of fatalities; the lost-time injury rate;
the absenteeism rate; the costs of health and
safety losses.

A barrier to occupational safety and health
within CSR was seen to be the lack of convinc-
ing data to support the business case for good
health and safety management; more work
needs to be done in this area. Investors sup-
ported the idea that good health and safety
performance is an indicator of good manage-
ment generally. A few investors were prepared
to go further and examine the health and safe-
ty performance of companies in more detail.
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The examples from practice are limited al-
though some case studies show that it is possi-
ble for organisations to combine caring for em-
ployees (occupational safety and health) and
caring for the environment with a good prof-
itability (Cramer, 2003).

Jones (2003) gives the example of the SAS insti-
tute, a competitive software company that has
one of the most employee-centric, holistic, and
balanced work environments in the world. The
company pays special attention to the occupa-
tional health of employees by having 36 000
square feet of gym space and outside soccer
and softball fields. Wellness coordinators assist
employees in creating personal fitness and well-
ness agendas. This not only improves the health
of employees but also facilitates work-life inte-
gration and adds to the social responsibility of
the organisation.

CSR is widely considered to be important in
order to successfully manage an organisation.
Focusing on purely financial aspects is no longer
sufficient to operate in an increasingly demand-
ing society. The social dimension of CSR high-
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lights the relevance of people as the most im-
portant element of many organisations. There-
fore, OSH forms an essential aspect of CSR. In
recent years, many initiatives have started at the
level of organisations, of branches, of countries
and even across countries’ borders. It is inter-
esting to determine, based on experiences from
recent initiatives and case studies, what the
most important success factors are for combin-
ing CSR and OSH.

In the next chapter, we will present 11 compa-
ny cases of ‘good practice’ of CSR integrated in
today’s businesses around Europe. Special at-
tention is given to the social aspects of CSR and,
of course, to its relationship with safety and
health at work. The cases have been provided
by the project partners participating in the
Agency’s Topic Centre on Research.

Chapters four and five give an overview of Eu-
ropean (global) initiatives to stimulate CSR that
may be relevant for the context of companies
and the further development of their OSH
policies.
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ELEVEN EXAMPLES OF ‘GOOD
PRACTICE" IN CSR

This chapter presents 11 company cases from
six EU countries, selected by the project part-
ners in the respective countries as inspiring ex-
amples. The cases show that CSR is a develop-
ment covering a broad variety of sectors and is
relevant not only for large companies, but also
for small and medium-sized enterprises (SMEs).
The main purpose of the case descriptions is to
present a concise overview of the individual
cases and to give a good impression overall of
the variety of CSR approaches that are currently
being used in European businesses.

Founded in 1982 and located in Ponteselice
(Caserta), Acroplastica is an independent
supplier in the thermoplastic and thermosetting
industry. Its main activities are the assembly and
storage of parts for domestic electrical
appliances. Acroplastica currently employs 150
people, of whom 129 are internal employees
and 20 are contracted external workers in
supply firms.

Acroplastica’s most important stakeholders
comprise the regional authority, the municipali-
ty, the local authorities, the governmental bod-
ies (tax office, local health authorities, depart-
ment of labour), and the trade unions.

Approximately four years ago, Acroplastica
started procedures to obtain SA8000 certifica-
tion. Thanks to the CSQT ('), Acroplastica ob-
tained certification and was issued with a
‘BVQI/CEP certificate of approval’. This course
of action was prompted by the company’s need
to become innovative in several areas.

Market. The social challenges set by the glob-

alisation process can be addressed effectively

only if ethical values play a key role in the

(") Il consorzio per lo sviluppo della qualita e delle tecnologie
del Canadese.
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for other companies in the household appli-
ance industry and, as such, does not supply
goods bearing its own trademark. For these
reasons, the challenge that Acroplastica
plans and wants to pursue is to ensure sus-
tainable development in terms of competi-
tiveness at the local level through a ‘globalo-
cal’ process.

e Public image. Consumers are focusing on
fundamental human values and are becom-
ing increasingly aware not only of ‘what" is
produced (that is, quality and price), but also
of 'how’ it is produced (social, ethical, envi-
ronmental, health and safety factors). As a
result, companies (which are increasingly un-
der pressure due to economic and social
competitiveness) are called upon to sustain
human values and take up ‘responsible” atti-
tudes, running their businesses with honesty
and virtue, while paying attention to the pub-
lic's expectations. Conveying a positive image
to key stakeholders (customers, employees,
suppliers, investors and shareholders) and
achieving a good reputation over time is of
paramount importance to Acroplastica, as it
operates within a g-local environment.

* Relationship with employees. In Italy, the pro-
tection of workers' rights, particularly regard-
ing minors, enjoys a strong focus. Through
the adoption of SA 8000, Acroplastica meant
to establish good relationships with its own
employees and redesign its internal organisa-
tional process, the purpose being to rely on a
business model truly built upon the obser-
vance of SA8000 standards.

The application of the SA 8000, jointly with De-
cree 626/94 (implementing the European
framework directive on safety and health at
work), and workplace health promotion (WHP),
constitutes a self-monitoring process for the en-
terprise’s activities.

=20
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Implementation

Acroplastica operates in a particular territorial
context — the province of Caserta in the Campa-
nia region — where both real as well as exagger-
ated problems exist. These include juvenile labour
exploitation, improper staffing with workers be-
ing remunerated based on highly questionable
criteria, ‘sweatshops’, tax dodging/avoidance,
and a high rate of organised crime. By meeting
social responsibility criteria and adopting an ethi-
cal approach to business management, the com-
pany has attempted to extend the quality process
not only to production in the strict sense, but also
to work and related life styles. In this respect, to-
day the company is clearly regarded — within
both the province of Caserta and the relevant so-
cial structure development project — as a guiding
light by religious and sports organisations as well
as universities. It has also, for a long time, active-
ly provided financial support to several charitable
institutions, as well as encouraging the organisa-
tion of cultural events with a view to enhancing
the local environment.

In detail, the company:
e provides yearly contributions to:

— Unicef (Christmas presents previously giv-
en to employees, suppliers and customers
have been converted into funds donated
to Unicef. The company undertakes to dis-
tribute a certificate of appreciation, while
Unicef itself sends out a thank-you letter.
The company has also donated aid to feed
six malnourished children for four weeks
and four children have been adopted on a
remote basis),

— AIDO (organ donor association),

— Associazione Lega Filo d'oro (association
helping the deaf and blind),

— Associazione bambino emopatico (home-
opathic children association);

° organises cultural events:

— Reggia di Caserta (Bruno Donzelli’s exhibi-

tion held on 19 February 2000 on the
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occasion of an anthological exhibition
staged in conjunction with ‘FS Trenltalia’
and other organisations);
e presents local mementos during company
visits:

— the owner, Mrs Mastrangelo, specifically
chooses typically local products to pro-
mote the image of the area and spread its
culture to the outside world (for example,
silk goods produced at San Leucio silk fac-
tories in the province of Caserta);

* has been funding the ‘Il Caffe’ project over
the past four years, within the framework of

a multimedia awareness campaign.

In the intranet forum, employees can debate sev-
eral aspects of the collective labour agreement.

Relationship with existing policies and
management systems

Acroplastica implements continuous monitor-
ing of environmental performance in order to
ensure that the quality standards belong to the
"triple P" — people, planet and profit.

Mission

The plant manager is responsible for the imple-
mentation of action related to health and safe-
ty. With a separate budget for WHP (workplace
health promotion), the company invests strong-
ly in the health of its employees. Related to its
involvement in CSR, Acroplastica obtained
SA 8000 certification in 1999.

The added value of CSR, also in relation
to OSH

Results of the Acroplastica programme:

* absenteeism reduced;

e productivity raised by 6.7 % (year 2000);

* decrease in the level of conflict;

e increased satisfaction for employees and
their families;

* energy saving of 9.3 % ;

Safety
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* reduced environmental impact;

* positive image of the firm in the community
and nationally thanks to publicity for the re-
sults;

 zero accidents at work since 1997.

Transparency and reporting

The written guidelines on workplace health pro-
motion (WHP) intend to offer all employees
safety and protection at the workplace to pro-
mote a healthy lifestyle and prevent potential
environmental hazards. They were developed
jointly by the management, the human re-
sources department, staff representatives, the
safety department and the occupational med-
ical service. The guidelines are disseminated via
intranet to all employees.

Processes of organisational and societal
learning

Employees are given environmental training that
covers OSH and CSR principles. E-learning is giv-
en to employees on OSH and CSR principles.

Notable findings

A virtuous circle has been created, involving all
components of society.

4.2. Angelantoni, cold technology
products (Italy)

Gruup

Introduction to the company and its
activities

Angelantoni S.p.A. is a company in the field of
‘cold technology applied to environmental test-
ing, biomedical research and industrial
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processes’. Founded in 1932, it is located in Pe-
rugia, Italy (headquarters of a holding, and
main factory).

Its main products and markets are: manufacture
of simulated environmental test chambers and
climatic plants, refrigerating equipment for bio-
medical applications and scientific research.
Cooling plants for the following industrial
processes: cutting, punching, plying, welding,
mechanical assembly, electrical assembly, refrig-
eration equipment assembly and testing.

Some 183 employees work at the factories and
offices on the main site and a further 250 are
employed at 12 sister companies partially or to-
tally controlled by the family. Staff turnover is
0.5-1 % per year.

The overall structure of the group is simple, with
small companies in Italy and abroad headed by
Angelantoni Industries. Its main operating divi-
sions are ACS Environmental testing, AS Bio-
medical equipment, AG Refrigeration engineer-
ing climatic division and Biomedical activities.

Mission

To be leader in global markets for environmen-
tal test chambers, laboratory and biomedical
equipment, cold technology applied to industry
and to research, shelters, civil and military
telecommunications. To manufacture innova-
tive and high quality systems going beyond cus-
tomers’ expectations as far as performance,
technical features, design and value are con-
cerned.

The Angelantoni group’s e-business project is
setting up an ‘enterprise information portal’, al-
lowing it to use Internet technology to commu-
nicate and exchange information in real time
with people inside the company as well as out-
side of it, including development of e-com-
merce.
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External and internal stakeholders

These include pharmaceutical and biotechnolo-
gy companies, research centres and the medical
world; and collaborators, clients, suppliers,
joined companies, shareholders and society at
large.

Corporate vision on (SR

The company has set up a ‘system of prevention

and safety at work’ (in Italian, SGPS), in order to

reach and methodically check the expected

safety standards. This system is founded on a

dynamic and cyclic process called: ‘plan, do,

check- Deming cycle’. It also provides many ac-

tions intended to:

* monitor efficiency of system performance;

» produce efficiency within management;

* improve abilities to manage organisational
and regulatory changes;

* involve all employees and their representa-
tives in the business management system.

The company obtained ISO 9001 certification in
1995 and also adopted the EFQM model for ex-
cellence, to enable the organisation to measure
total quality at any time, by way of self-assess-
ment. Within this context, the group continued
to work on basic concepts, such as aiming for
results, attention to clients’ needs, leadership
and consistency in its objectives, involvement,
advancement and training of staff, partnership
with suppliers, public responsibility and labour
protection. With regard to this last aspect, col-
lective labour contracts are always followed
closely, even those with suppliers. Recently, An-
gelantoni’s management has signed the ‘corpo-
rate document’, in which bullying is explicitly
condemned. On the strength of these efforts,
the company also obtained the maximum certi-
fication possible from NATO, known as ‘AQAP
110", The group has adopted the concept of
‘sustainable development’, where producing
quality means not only making products and
providing services which comply with the
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client's express or implicit requirements, but
also taking into account the impact that these
activities have on the environment and on the
safety of the people involved in the process. In
2001, the group achieved the certification that
all the team strongly aspired to, namely, 1SO
14001. Furthermore, the SGPS complies with
the expectations of OHSAS 18001/1999 and
aims to improve standards of prevention and
safety, with systematic checks to make sure that
all activities are carried out safely. Lastly, Ange-
lantoni Industry can guarantee the principles
prescribed by the SA 8000 standard and, in par-
ticular, those referring to the seven fundamen-
tal points: child labour; health and safety; free-
dom of association and union representation;
sexual and racial discrimination; disciplinary ac-
tion; working time.

Implementation — workers’ participation

At Angelantoni, employees are surveyed every
six months on their job requirements and
needs. The knowledge gained from these sur-
veys, as well as the data on time lost due to ill-
ness and industrial accidents, serve together
with results of job analyses and an internal au-
dit, as a basis for planning health-related activi-
ties. The management regularly and systemati-
cally reviews how the various projects on health
promotion can be improved. Staff involvement
also includes health groups and the participa-
tion of staff representatives in steering commit-
tees throughout the organisation.

All the activities implemented are also evaluat-
ed; the human resources department, for in-
stance, carries out periodical surveys of staff
satisfaction and working atmosphere, in order
to create better working conditions and
changes in leadership style, that have a positive
impact on the company’s image.

One of the aims of the company is to redefine
internal procedures, making the workflow au-
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tomatic in order to coordinate production, lo-
gistic and client requirements.

The added value of CSR, also in relation
fo OSH

CSR mainly adds value as regards a progressive
reduction in accidents at work, improvement in
work atmosphere, control of safety and health
costs, and reduction of hazards.

Transparency and reporting

Angelantoni’s guidelines on the health of its
employees have been formulated jointly by
management, the human resources depart-
ment, staff representatives, the occupational
safety service, occupational doctors and exter-
nal consultants. Management provides a sepa-
rate budget for all health promotion measures
and for many different CSR initiatives that ex-
tend the quality process not only to production
in the strict sense, but also to work and related
lifestyles. In detail, the company periodically
welcomes young people as part of a fellowship
programme. It makes annual contributions to
the Italian association for the fight against
breast cancer, through the sale of sowbreads on
8 March (international women’s day); and it
sponsors educational and cultural events, local-
ly and internationally.

Processes of organisational and societal
learning

A ‘staff development scheme’, including train-
ing courses, aims to help employees refine their
health-related skills. Employees are regularly in-
formed about new concepts and strategies on
workplace health promotion at staff meetings
and in discussions with the executive team. Fur-
thermore, written documentation on health-
promotion activities, and the open door policy
of those responsible for these measures, make
the process readily understood by the work-
force.
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4.3. Anne Linnonmaa, knitwear company
(Finland)

ANNC

LINNONMAA
ECOLOGICAL FASHION

Introduction to the company and its
activities

Anne Linnonmaa, the founder and owner of
the company, graduated from the Department
of Textile Art and Fashion Design in the Univer-
sity of Art and Design in Helsinki in 1977. She
has worked as a designer in various companies
in Finland and abroad, but in 1991 she founded
her own company to market her knitwear col-
lection. At first, the production was conducted
on a subcontracting base, but on 12 January
1999 Anne Linnonmaa Oy bought the subcon-
tractor in Mikkeli, with 14 ‘older’ workers, and
all production was transferred to Anne Linnon-
maa Oy. Today, the company has 35 employees.
All products are made in Finland, and their
Finnish origin is confirmed with the ‘key flag’
symbol, granted by the Association for Finnish
Work. In 2002, the company’s turnover was
EUR 2.3 million. Exports account for approxi-
mately 20 % of sales, Germany being the main
export market. By 2003, the number of person-
nel had doubled and, within the first three
years, the annual turnover has tripled.

Corporate vision on (SR

Anne Linnonmaa is a front-runner in the pro-
duction of environmental fashion. In the com-
pany, both environmental and economical
thinking are firmly linked together. Anne Lin-
nonmaa, the founder and owner of the compa-
ny, emphasises the integrated vision in her com-
pany. A healthy and well-designed production
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process benefits all parties involved: the em-
ployer, the personnel, the consumer, as well as
the environment and the community.

Business principles and policies:
environmental collection for a better
environment and a better world

Anne Linnonmaa aims to produce knitwear that
makes people feel good as they buy a high-
quality designer garment that is produced un-
der people and environment-friendly condi-
tions. The whole chain of production reflects
environmental responsibility, starting with the
handpicking of organically cultivated cotton in
Peru, and ending when the customer is using
the products in an environmental way. The main
target group is an intelligent consumer, with no
limitations regarding age, size or gender.

Pure Peruvian handpicked cotion as a
raw material

The cotton, used as a raw material of the yarn,
is grown ecologically by about 200 families and
is handpicked in the fields of Peru. The raw ma-
terial has been issued with the very strict KRAV
certificate as well as the Nordic Ecolabel (No
339-007), the Swan Label. The cotton is then
cultivated without defoliants, which cannot be
avoided in machine harvesting. Only reactive
dyes approved in the Oko-Tex 100 Standard are
used. They do not contain hazardous elements,
such as azo compounds, formaldehydes or op-
tical brighteners.

The products are not bleached before dyeing,
and chlorine is forbidden even in making opti-
cal white. Components that cause pilling are re-
moved with Biotouch® enzymes from the cot-
ton knit in the finishing process. The enzymes
leave the product during the process and de-
compose biologically. The whole production
process, from the beginning to the end, is con-
tinually controlled and monitored to ensure
high quality and good working conditions.
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External and internal stakeholders

Anne Linnonmaa Oy has created a cooperation
network with component supplier companies,
for example, which produce the environmental
dyes. Furthermore, the company works closely
together with research institutions, especially
concerning fair and environmental cotton pro-
duction. An important stakeholder is the mu-
nicipality of Mikkeli and the company has
brought the community many direct and indi-
rect benefits by providing new job opportunities
for women in a region with high unemploy-
ment figures. The company is the second
biggest employer in the region.

Implementation of CSR

e economic responsibility, investment in re-
search and technology;

* independent product testing, investment in
developing environmental and safety prod-
ucts;

¢ good business practices and cooperation in a
company network;

 social responsibility and supporting activities
for public good in the community;

* personnel well-being and competence;

e occupational health and safety, accident pre-
vention and product safety;

e investment in training and new knowledge;

° consumer protection;

e environmental protection and sustainable
use of natural resources and raw materials;

* recycling, pure hand-picked cotton, non-haz-
ardous dyes;

e cultural heritage in Finland and Peru, cooper-
ative projects with residents;

e gender equality and diversity at work;

» satisfaction of clients, consumers and busi-
ness associates.

Anne Linnonmaa emphasises the integrated vi-
sion in her company, that a healthy and well-
designed production process benefits all parties
involved: the employer, the personnel, the con-
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sumer, as well as the environment and the com-
munity.

Transparency and reporting

Important information about the company, in-
cluding annual turnover, is presented on the
website (www.annelinnonmaa.fi) and the com-
pany’s headquarters, located in Helsinki, is open
for visitors and students from schools and other
educational institutes.

The added value of CSR, and in relation
to OSH

The municipal healthcare centre provides OSH
services and together with an occupational
health nurse, an active work ability programme
has been implemented. The working atmos-
phere is regularly monitored by questionnaire
survey and a suggestion box has always been in
use. The results show that the personnel at the
factory are satisfied with their working condi-
tions and they work together closely. Commit-
ment to work is high, which is reflected in low
personnel turnover. Recreation opportunities
for all personnel are organised on a regular
basis. All these activities help to create a good
working atmosphere and a strong identification
with the company.

The structure of work organisation

The factory is run day-to-day by a female super-
visor who lives in the community. The majority
of the factory workers are women, who make
use of the flexible working hours. They have de-
cided their working hours to be from 6 a.m. to
2.30 p.m., so that they can combine work and
family more easily. The company encourages di-
versity by employing immigrants. Because the
work tasks and the processes are so specific,
most of the training is done on the job.

The work organisation is flat without strict hier-
archy and communication channels are open
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and direct. Regular meetings are arranged be-
tween the factory personnel and the manage-
ment and the director visits the factory about
once a week, despite the distance of 232 km
between Helsinki and Mikkeli. Anne Linnonmaa
maintains close contact with the factory super-
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visor via e-mail in order to keep in touch with
the everyday activities of the factory. She de-
scribes the organisation as being like a wheel,
her own position in the centre, while the per-
sonnel constitute the spokes.

... factory workers and other staff

... Anne

... the company

Summary

Companies in Finland are paying increasing at-
tention to social and ethical responsibility.
Alongside economic values, interest has grown
in the environment and people’s well-being, as
demonstrated by the strong interest shown in
publications of the Confederation of Finnish In-
dustry and Employers (www.tt.fi/english/publi-
cations). A contest on corporate environment
and social responsibility ran until August 2003
(www.Itt-tutkimus.fi). CSR reports have been
published mostly by larger companies so far, as
it is considerably harder for small and medium-
sized enterprises to draft their CSR policy and
publish their CSR report. However, many small
companies are environment-conscious and are
willing to invest in their workers’ well-being and
competencies. Indeed, many see their whole
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company as an integrated unit. Small compa-
nies’ own resources may not be sufficient, how-
ever, to evaluate and develop its corporate re-
sponsibility. External support may be needed,
such as a consultant or an advisor, as was the
case with Anne Linnonmaa.

4.4, Api Refinery (ltaly)

Api Refinery is located in Falconara Marittima,
close to Ancona and is strategically situated in
the middle of the Adriatic coast to cover a large
area of eastern lItaly. The refinery represents
nearly 5 % of national refining capacity and in
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addition produces 2 GWh/y of electric power
thanks to a new power plant based on gasifica-
tion and combined cycle technology. The refin-
ery (formerly a coastal port) has been operating
since 1950, and has over 450 employees (plus
nearly 1 500 people working in direct connec-
tion with its operations). The refinery is part of
one of the top 20 private industrial groups in
ltaly, with a yearly turnover of EUR 4 billion.

Mission

The mission of the Api refinery is to produce
best quality products, in order to satisfy the cus-
tomer, assure significant return on investments
for the shareholders, and to protect the envi-
ronment, while ensuring a safe working envi-
ronment for the employees.

Awareness of the importance of being an inte-
gral part of the surrounding territory has fos-
tered high attention to safety and environmen-
tal protection that currently plays an important
part in the way business is conducted.

External and internal stakeholders

Nowadays, the company operates in a wholly
transparent environment that brings with it an
increasing number of stakeholders to deal with,
especially as far as environmental protection
and safety are concerned.

Main external stakeholders are local authorities,
regulatory and control agencies environmental-
ists and associations and pressure groups.

Internal stakeholders are all the employees, the
employee safety representatives and trade
unions.

‘Prevention and protection’ policy and imple-
mentation are the important areas of activity:
‘integrated safety, environmental, quality man-
agement systems’ is a key-factor to manage all
the activities.

Safety and
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Corporate vision on CSR

Central to Api’s policy is a responsible approach
to the management and development of its ac-
tivities. Any aspect of its operations that might
have relevance to the environment and the
safety of human beings or properties receive
appropriate, high-level consideration. The com-
pany mission explicitly envisages the relevance
of these topics and an ethical code of conduct
has been drafted recently; many efforts and in-
vestments have already been undertaken to as-
sure an adequate level of response, along with
employees’ active participation in order to pre-
vent risks.

The permanent high standing of these values
inside the management of the company is well
shown by the increasing level of investment in
health, environment and safety, even during a
period of difficult market conditions, such as in
recent years.

A clear demonstration of the company’s com-
mitment to continuous improvement is the im-
plementation of an ‘integrated safety and envi-
ronmental quality system’; thanks to which Api
refinery recently obtained ISO 14001 and
OSHAS 18001 certificates (the first refinery in
[taly and one of the first in Europe to get both
certificates simultaneously).

Implementation

Long-term programmes are essentially based on
implementing and maintaining good relations
with the community. Recently, the refinery and
the local authorities signed an agreement to es-
tablish specific goals in terms of environment
protection, safety and social acceptability of in-
dustrial activities. The essential element for a
general acceptance of these values lies in train-
ing and tuition. The health, safety and environ-
mental training programme — settled for all
employees and services contractors — was
awarded a national prize (CIDA) in 2001 as one
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of the best technical training activities under-
taken by Italian industry. A key result of contin-
uous training is that all employees now share a
clear code of conduct and a practical way to
behave in day-to-day work.

In the short term, a close target is EMAS regis-
tration for the whole site (expected this year)
that includes, by definition, OSH aspects.

Relationship with existing policies and
management systems

Essentially, OSH, quality and environmental pro-
tection have been the starting elements of Api
policy with respect to a CSR approach. These
elements are still the main parts of it due to the
high level of social interest and pressure about
health and environment in connection with the
industrial activities.

By means of continuous efforts (both economic
and technical) in these fields the refinery, thanks
to dedicated reporting tools, has seen a dra-
matic improvement in all relevant environmen-
tal indicators.

Nowadays, thanks to its latest certification (ISO
14001 and OSHAS 18001) the operations are
well controlled and audited with the aim of
achieving continuous improvement.

Transparency and reporting

Until 2002, Api issued a very detailed health,
safety and environmental report on a yearly
basis. From 2003 on — according to the EMAS
standard — the report will be basically focused
on the environmental aspects.

Internally, a monthly newsletter is issued to
keep personnel updated on refinery events,
management systems development (including
safety and environmental protection) and busi-
ness trends.
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Also, information is given on social/cultural ac-
tivities (sponsorship programmes, cultural sup-
ports and the like). Furthermore, a yearly pro-
gramme of ‘safety talks’ is issued and
implemented to keep shift personnel informed
and actively participating to safety/health/envi-
ronmental protection activities. This pro-
gramme is complementary to a yearly pro-
gramme of ‘safety visits’ and audits, held by all
management layers including refinery top man-
agement, to control activities and show real
commitment to safe practices.

Notable findings

Since the beginning of this ongoing process, a
series of interesting changes have taken place.
Primarily a notable decrease in what might be
defined, in general terms, as environmental im-
pact since all figures concerning potential im-
pacts on the environment are constantly de-
creasing to the point that the four main air
pollutants (SO2, NOx, dust and CO) are well be-
low (sometimes less than half) the legal limits
and better then Italian refinery average. Anoth-
er important aspect to be mentioned concerns
the increase of social intervention from the
company that now supports actively, more than
in the past years, the cultural and social activi-
ties that are developed in the community.

Last but not the least, there has been an in-
crease, both in quantity and in terms of interest,
in internal communication, in order to keep the
entire organisation aware of the issues and top-
ics that are relevant to the social agenda.

4.5. Happy Computers, computer training
(UK)

JHap
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‘Happy Computers’ provides training in most
PC-based software applications, including word
processing, spreadsheets, databases, desktop
publishing and operating systems. Courses are
generally one or two days’ duration, and pro-
vide full documentation and ongoing technical
support for up to two years.

The company has developed an innovative ap-
proach to computer training. Rather than focus
on the transfer of technical knowledge from
trainer to trainee, training is designed to ensure
that delegates are stimulated and involved.
Training is grounded on the following trainee-
centred principles: ‘if you tell me, | forget; if you
show me, | remember; and, if you involve me, |
understand’. In the context of a lesson, this
means continually asking questions of dele-
gates. The use of games and quizzes also en-
courages active participation. Ultimately, the ex-
perience of learning is intended to be fun,
memorable and rewarding.

The company was established in 1990. At this
formative stage, the company founder was the
sole employee and operations were conducted
from a room in a household residence.
Throughout the 1990s the company expanded.
Major company milestones include: the open-
ing of a second training facility in 1995; win-
ning IT training company of the year award (In-
stitute of IT Training), 2001; and, winning
excellence award for the business to business
sector (Management Today/Unisys Service Ex-
cellence), 2002. In 2003, the company was the
overall winner of the Management
Today/Unisys service excellence awards — rat-
ing it as the best company in the UK for cus-
tomer service.

Based in London, Happy Computers currently
employs 40 people. The company’s turnover for
2002 was in excess of EUR 2.1 million. Happy
Computers has been rated as one of the top
three IT training companies in the UK for the
past three years.

Safety and
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External and internal stakeholders

The internal stakeholders are the company em-
ployees (40), freelance trainers (12) and compa-
ny investors (19). The main external stakehold-
ers are the client companies and their
employees, and suppliers.

Some 70 % of the company’s trainees are from
charities or housing associations — charities re-
ceive subsidies of around 40 % on course fees.
Although Happy Computers does work with
corporate companies, there is a clear ethical
trading policy excluding companies that are
known to trade in tobacco or armaments,
or other industries that are deemed to be un-
ethical.

The company aims to maintain good relations
with all stakeholders. The levels of staff
turnover for this company are well below the
national average within its sector and indicative
of the good relations between the company
and its internal stakeholders/employees. All
stakeholders, both internal and external, are
consulted on a range of issues including the
company mission, target setting, employment
arrangements, equal opportunities and compa-
ny operations. The company has a statement of
principles, intended as a transparent guide to
relations and interaction with all stakeholder
groups. Stakeholder consultations have identi-
fied that relations with the company and its
stakeholders are good.

Corporate vision on (SR

The company’s mission statement: ‘Our busi-
ness is that of empowering people to reach
their full potential in their work. Happy Com-
puters’ mission is to provide the highest quality
training in the UK, creating standards that oth-
ers follow. To this end we will actively develop
new training approaches, and other ways to
help people learn, to enable all students to
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overcome easily any obstacles and be able to
learn quickly and enjoyably’.

In addition to this mission statement, which has

clear points of overlap with CSR priorities (for

example, ‘people and profit’), Happy Comput-

ers has a statement of principles. In summary,

the statement provides guidance for five key

operational issues, namely:

1. empowering people — to train employees
and enable personal growth;

2. excellent services — to improve upon levels
of service;

3. customer satisfaction — to gain feedback
and focus on customer needs and interests;

4. innovation — to try out new ways of doing
things;

5. stakeholder enjoyment — to encourage peo-
ple to relax and have fun.

The chief executive considers that the compa-
ny's vision on CSR has a number of positive
business and social implications, in particular:
‘we believe those companies that will succeed
in the next decades will be those, whether large
or small, who serve the interests of all those
they work with'.

Implementation of (SR

The overarching strategy for improving employ-
ment conditions stems from the company’s ‘life
balance’ policy. Happy Computers aims to cre-
ate a workplace where its people can achieve a
good balance between work and the rest of
their lives. To this end, the policy aims to ensure
that employees have some degree of flexibility
when selecting the days or hours that they
work. For example, employees with children
may prefer to work longer hours during school
term time, allowing more time off during school
holidays — flexible working is available to all
and not just parents. Over 50 % of staff work
patterns of flexible or reduced hours and in ad-
dition have the opportunity to work from
home.
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The company employs a number of people
management policies aimed to create an envi-
ronment ‘where people feel good about them-
selves and can perform at their best’. For exam-
ple, there is a policy of ‘job ownership’ where
employees are encouraged to become self-
managing. With the assistance of a col-
league/mentor they are expected to identify a
set of achievement targets and to self-monitor
their progress. The company also has a progres-
sive attitude toward job rotation. Throughout
the company there is the opportunity for em-
ployees to change their work tasks to offer
them new stimulus and provide motivation. A
good example of the company’s effort to re-
duce levels of employee dissatisfaction is por-
trayed through their approach to the distribu-
tion of administration jobs. Rather than allow
senior staff to control the sought-after tasks,
jobs are distributed on the basis of what people
would most like to do. In the case of tasks that
no one selects, they are shared out on a rota ba-
sis. The delegation of tasks is reviewed regular-
ly to ensure that staff remain motivated and
stimulated.

The effective management of risks associated
with work-related stress is currently a major
challenge facing employers, employees, the
State and society as a whole. Although not for-
mally designed to reduce stress, the ‘life bal-
ance’ and job rotation policy measures imple-
mented by the company constitute a good
practice approach for reducing occupational
stress. Through their range of policies aimed to
facilitate a happy work environment, a potential
outcome will be the effective control of risks as-
sociated with work-induced stress. Further-
more, the provision of free ice cream at 4 pm,
for delegates and staff, is likely to improve
morale!

Although a small company with limited re-
sources, Happy Computers actively pursue a
policy aimed at promoting social, community
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and environmental welfare. The following com-

pany actions reach beyond the range of typical

responsible business practices:

e charities receive subsidies of around 40 % on
training courses;

¢ the company will endow one acre of rain for-
est for every 100 courses booked,;

¢ annually each staff member is allocated EUR
70 to be given to a charity of their choice;

e each staff member can apply to the compa-
ny’s time-bank — that is, a stock of fully paid
work hours earmarked for employees to
work with the voluntary and charity sectors.

Happy Computers was listed in the Giving List,
published in The Guardian newspaper (2001),
as the third most generous UK company — con-
tributing the equivalent of 26 % of profit.

Relationship with existing policies and
management systems

The various CSR strategies within the company
have been linked to externally organised audits
and evaluations of social responsibility. This has
proven to be a cheap and effective way of mon-
itoring company progress toward CSR goals,
and enables comparisons with competitors and
other businesses. In this respect, Happy Com-
puters have been using external award schemes
and their evaluative procedures as a form of
management system.

The company also employs an internal 'happy
check’ three to four times a year. Namely, em-
ployees are asked to complete a questionnaire
designed to provide employers with a means of
measuring levels of job satisfaction amongst
their workforce and to assist them to identify
suitable intervention strategies (such as with re-
spect to perceived levels of morale, stress and
job satisfaction). A supportive work atmosphere
and proactive approaches to feedback also en-
sure that good channels of communication are
maintained throughout the company.

Safety and
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The added value of CSR, its relation to
occupational safety and health

There is a company-wide belief that businesses
that are committed to their staff, their clients
and their community do better in the long term
than companies that focus on short-term
profit. Happy Computers believe that there
are a number of tangible benefits, both for the
company and society, that arise from their CSR
policies.

Company benefits are as follows.

* Given that Happy Computers operates in a
relatively low risk sector (service sector), oc-
cupational safety and health issues are not
treated as a priority CSR topic. However, the
‘life balance’ and job rotation policies adopt-
ed by the company have many parallels with
good practice measures that are advocated
by occupational safety and health experts for
reducing occupational stress. Flexible work-
ing arrangements, team building and good
communication channels (that is, proactive
approaches to stress management) have
been shown to reduce levels of work related
stress.

e Happy Computer’s annual staff turnover
averages 8 %, less than half of the industry
average. It is believed that the low levels of
staff turnover relate to this being a good
place to work and the high motivation that
stems, in part, from the social responsibility
projects. Avoiding the high costs of recruit-
ment saves the company in excess of EUR
30 000 a year.

* Happy Computers receives good publicity
and have a good corporate image as a result
of their CSR work. There are some concrete
examples that new work partnerships have
arisen as an outcome of their publicised so-
cial responsibility policies.

e As an overall assessment of the company’s
progress, whilst the IT training market has de-
clined by an estimated 25 % in the last two
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years, Happy Computers has continued to
grow.

Society benefits:

e |tis reported that there are high levels of staff
satisfaction — some evidence of this was
provided by a recent Sunday Times newspa-
per competition: the ‘best company to work
for’ survey. Although not eligible for the offi-
cial survey (due to size), Happy Computers
obtained the survey and carried it out with its
staff. Against a seven-point rating for the
statement, ‘I love working for this company’,
Happy Computers scored 85.2 %, the sec-
ond highest rating in the survey.

e The employees of client companies gain from
high quality training provided in an atmos-
phere that is innovative and beneficial to
learning.

e The company has been paying a carbon tax
for 12 years, in the form of the endowment
of one acre of rainforest for every 100 cours-
es run.

e The company has run a range of initiatives
aimed at supporting charities through dona-
tions or the commitment of Happy Comput-
er staff to projects (with every member of
staff able to work, fully paid, one day a
month for a charity of their choice).

Transparency and reporting

The company applies a policy of openness and
honesty with regard to company information.
There is full disclosure of information within the
company of financial and social audits or
assessments.

The results of external evaluations and awards,
including details of both strengths and weak-
nesses, are publicised through their website
(www.happy.co.uk).
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Processes of organisational and societal
learning

The company management team actively seeks
information on best practice in CSR. Their
strategies are well informed and intended to
bring about optimum outcomes for its stake-
holders. Their range of implementation strate-
gies provides clear evidence of their commit-
ment and belief in the positive advantages of
CSR for all stakeholders.

Employees are encouraged to contribute to the
CSR strategy through providing recommenda-
tions, and directly by working on projects that
might be beneficial for the wider society.

The key company reporting systems are meet-
ings and feedback sessions — this includes up-
ward, as well as downward, appraisals. Happy
Computers seeks ways to get the best from
their employees, but also to provide a good and
enjoyable work atmosphere.

Notable findings

The company’s commitment to social equity is
clearly demonstrated through their work that
supports charities. Perhaps the most interesting
project of this nature was the provision of com-
puter training for a local community training
centre in Uganda. Two Happy Computer em-
ployees provided training to improve local train-
ing capabilities and skills in a community organ-
isation (run by the charity Padeap) working with
many disadvantaged and marginalised people.
A post-intervention evaluation identified that
local charities and residents had benefited and
many local refugees were able to find jobs as a
result of their new skills. Happy Computers be-
lieves that, as well as the benefits for the Ugan-
da training centre, its own employees personal-
ly developed through these experiences. The
relative costs and benefits of the venture was
comparable to available worker motivation and
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team-building courses, but with arguably
greater social impact.

This work proved so successful that this year it
is being expanded and trainers will visit Uganda,
Nigeria and Cambodia.

4.6. Moonen painting and construction
maintenance (Netherlands)

Introduction

The painting and construction maintenance
firm Moonen BV started as a family enterprise in
1928. Currently 150 people work for Moonen,
of whom 20 are staff employees. Some 3 % of
the employees are women. For a long period,
the core activity of Moonen was painting, how-
ever, over the last decades, Moonen has been
increasingly specialising in all-round indoor and
outdoor renovation. Most employees are pro-
fessional painters or general construction pro-
fessionals. Clients are housing corporations,
constructors, private clients, project builders,
local governments and other institutions.
Moonen has certified management systems for
quality and safety, and they go beyond compli-
ance with government regulations or market
needs.

Mission

As a company that specialises not only in paint-
ing, but also in a total package of building
maintenance, quality is their priority. Not only
the quality delivered to the customers, but also

Safety and
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the quality for their own employees is a priority.
Trust and being trusted is their mission, towards
(ex-) employees, suppliers and customers. Em-
ployees are placed at the centre of the organi-
sation in many respects, and are fully respected
as human beings. Moonen also implements a
policy of employing handicapped people or
people with health problems, for which they
have received the annual employers prize
‘Kroon op het werk 2002’ (Crown for good
work, see Section 4.2.1). The human values that
underlie these activities are shared in the man-
agement team and among all employees.

Moonen wants to offer employees not a job,
but a career. They want long-term relationships
with their employees, to invest in their develop-
ment, and also feel responsible in cases where
the employees are — for whatever reason — no
longer fully able to fulfil their function. In such
a situation the company offers them a useful
but adapted job that matches their skills. These
people are also regarded as a source of valuable
experience and skills. Social ethical considera-
tions are part of their motivation, since they see
it as their duty to find a solution together with
the employees. Moonen’s attitude is that a de-
crease in health status could happen to any of
us and are convinced that it is to their advan-
tage not to throw away experience, knowledge
and know-how.

An example of Moonen'’s approach is their em-
ployment of women in the traditionally male
job of painter. When a female painter has be-
come pregnant and therefore unable to climb a
ladder anymore, she has been given a different
equivalent job on a temporary basis. This re-
flects not only the flexibility of Moonen regard-
ing job tasks, but also that it is one of the few
firms where women feel comfortable working
as a painter.
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External and internal stakeholders

As well as their own employees, potential
painters outside the company are also impor-
tant stakeholders. Having a good reputation is
effective in attracting young qualified painters
from the labour market. By showing that you
work with good material, that you care for their
health, that you are innovative — for example,
working with water-based paints — they show
that the painting business can still be a good
business. Moonen is a member of the employ-
ers’ organisation WVB. The WVB gives great im-
portance to the reputation of the painting
branch and sees Moonen as one of the best ex-
amples in the sector.

Moonen’s change to safer, water-based, paints
and materials was a move that required consid-
eration of some major stakeholders. It was dif-
ficult at first to explain the change to paint sup-
pliers, especially since there was no legal
requirement to do so at the time. Customers
are, of course, a very import group of stake-
holders and it had to be explained to them why
Moonen uses different materials. Now they un-
derstand that they receive quality — for exam-
ple, when they see that doors can be painted
twice in one day.

Occupational safety and health policy as
a part of CSR

Going beyond compliance with occupational
safety and health regulations has been a natur-
al step. It is a part of the workers’ character to
prevent accidents and other unwanted events.
Of course, money needs to be earned, but con-
tinuity and workers’ well-being is the bottom
line. If someone gets sick, the employer is hurt
twice over, financially and emotionally.

The attention to the human side of business has
grown through the idea of ‘how can we im-
prove’ our activities. Sometimes economic con-
siderations have been the basis of improve-
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ments and, at other times, it was the creative
challenge to improve the environment and/or
the people. In the past, for example, all em-
ployees made use of one waste container. Just
by observation, and by asking himself if there
wasn't a better way of doing this, one of the
managers created devices for separating differ-
ent types of waste. This finally led to an envi-
ronmental award in 1986. The direct cause for
these kinds of innovations is nothing more than
moral awareness and an urge to create new and
better material. Now the company distinguish-
es itself from other companies through its inno-
vation in a branch that is suffering as a whole
from a poor reputation.

Implementation

Good communication is the start. Every em-
ployee gets intensive, personal, assistance from
their manager and, when necessary, the CEO.
Problems, in personal contexts too, can be
freely discussed so that managers and employ-
ees can look for solutions together. In the case
of, for example, new legislation open and clear
information is given. The company is also open
to criticism and sees it as an opportunity for im-
provement. All changes are evaluated critically
with the employees.

Management is responsible for Moonen'’s goal
to keep sick leave and dependence on the social
security services as low as possible. Managers
are especially trained in this issue so they should
be aware of all aspects regarding social policies.
Moonen also invests in an external advisor for
social expertise, for example, to assist in legal
matters and other practical issues.

Moonen collaborates with job centres for the
exceptional case where one of its employees
becomes disabled and cannot be offered an
equivalent job in the company itself. Addition-
ally, the quality of work itself is ensured by pre-
venting routine activities, supplying good mate-
rials and good working conditions.
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People with disabilities are welcomed as part of
the recruitment and selection policy and cur-
rently the company employs three deaf persons.
An interpreter supports them, for example dur-
ing staff meetings. By employing such people,
the company also takes care of people with a
physical handicap outside the company.

Career paths are flexible due to continuing
high-level education and training. Personal ca-
reer coaching makes it possible to change from
management functions to staff, to operational
functions and back. Training is offered in the
area of quality, working conditions, safety and
environment, communication and the profes-
sion itself. After all ‘being the best painter” is es-
sential to serve customers’ needs now and in
the future.

Practices such as coaching of young employees
are well integrated in the daily business of
Moonen, and in 1999, the company received
the national award for ‘company that offers
excellent on-the-job training opportunities’.

The fact that Moonen’s core activities are not
only the painting of houses, but also a total-
concept of renovating houses, means that ac-
tivities are less dependent on seasons and peo-
ple’s competencies. This gives Moonen the
opportunity to let people do different tasks
temporarily, if necessary.

Of course, sometimes people need to be re-
minded about the importance of safety and
health. Employees may sometimes fail to com-
ply with safety rules and, in this case, the man-
ager will personally address the employee. The
permanent workers in the warehouse also have
an important role in communicating these is-
sues to the employees who mostly work outside
for days. Communication and safety training is
provided when necessary and issues are ad-
dressed during toolbox meetings.

Safety and

Heaolth at Work

The added value of CSR, also in relation
fo occupational safety and health

Benefits directly achieved from the principle of

‘priority to the human being’ are:

* motivated personnel;

* good working atmosphere;

* young employees are attracted by the posi-
tive image;

e turnover of personnel is almost zero;

e employability of disabled people due to ex-
tended package of services;

¢ high level of knowledge and know-how in-
side the company because they are able to
keep good people in the company;

e improved customer satisfaction;

* improved company image in the labour mar-
ket;

* improved company image relative to com-
petitors.

Apart from these direct benefits, Moonen is
convinced that its approach has contributed to
the strong growth (in people and turnover) of
the company. While it is not possible to estab-
lish a definite link to an increase in customers, it
is clear that the visibility of the company has
greatly increased. Some housing corporations,
who have themselves a social mission, have se-
lected Moonen on the basis their social policy,
combined with good quality work.

In hard economic times, Moonen consider it es-
pecially important to have a good social policy,
as it will be your employees who keep your
company alive. Although the demands on em-
ployees are high at the time, employees will be
more motivated if they feel that it is done with-
in a trusted and safe environment, resulting
from a good social policy. This is also beneficial
financially, especially when the hard economic
times are over again.
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Transparency and reporting

Until recently, Moonen did not communicate
actively outside and prizes for good perfor-
mance came unexpectedly. In 1986, they have
received an environmental award from the local
community and more recently they received the
national ‘crown for good work’, an award for
their activities in reintegration of employees.
That award brought a lot of visibility and
Moonen realised that they should make more
use of this free publicity. They now work to-
gether with a public relations office that facili-
tates their effective communication.

Process of organisational and societal
learning

Education and training is of the highest impor-
tance to Moonen, and they have received an
award in the past. All employees need to have a
basic professional diploma, however, and dur-
ing their career within the company, employees
are offered training both in painting and con-
struction skills and in communication and/or
managerial skills. This training system not only
ensures flexibility within the company, but also
instils loyalty among young workers by giving
them broad perspectives and a range of oppor-
tunities to grow. In this way, a career is offered
rather than just a job, as demonstrated by one
of the two current directors who started work
with Moonen as a painting trainee.

The company was one of the initiators of a co-
operative quality education for painters, to-
gether with other painting firms in the region.

Reference:
e www.kroonophetwerk.nl

e www.moonen-schilders.nl
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4.7. Otto retailing group (Germany)

01710

Introduction:

Otto is the world’s mail-order-business leader
(headquarters in Hamburg, Germany). The Otto
combined group — comprising the Otto group,
the North American Spiegel group and joint
ventures — operates in 23 countries. The 90
companies that make up the combined group
are active in 23 countries in Europe, the Ameri-
cas and Asia. Its business rests on four pillars:
universal mail order, mail order, wholesaling,
and over-the-counter retail, all complemented
by e-commerce and after-sales service compa-
nies. Otto's employees originate from 60 na-
tions and on average they have been working
for the company for nine years. Women make
up a clear majority of the workforce at 67.2 %.
The number of employees in the Otto group
(less Spiegel group and cooperation partners)
rose by 5.0 % in the 2003 financial year, from
53 770 to 56 471. The workforce of the Otto
combined group rose from 75 962 to 79 137, or
by 4.2 %. Otto succeeded in strengthening its
leading position as the world’s number one in
the mail order business, and number two in e-
commerce, second only to Amazon. Global on-
line earnings in pure final-consumer business
(B2C, i.e. business to consumer) were up 56 %
from EUR 1.1 billion to 1.7 billion. The EUR 2 bil-
lion mark was passed in the business year 2003.

As a global retailer, Otto distributes consumer
goods worldwide, and also imports goods from
regions of the world where the environmental
and social standards do not receive the same re-
spect as in the western industrial nations. Otto’s
objective here is to achieve sustainable develop-
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ment by linking the import of goods with the
export of social standards. This includes for ex-
ample the elimination of child labour, and
agreements on fair wages and reasonable
working times. A major component in Otto’s so-
cial management is the implementation of a
qualification and development programme for
suppliers, in order to meet these standards.
Otto also takes an active role in an internation-
al initiative for the development and application
of the worldwide minimum social standard,
SA 8000.

Otto’s experience in the management of envi-
ronmental and social projects shows that envi-
ronmental protection, social well being and
economic growth are not irreconcilable oppo-
sites, but rather they can be goals that comple-
ment and reinforce one another. In the au-
tumn/winter season 2002 for the textile and
garment sector, the proportion of toxicity-test-
ed garments rose from 69 to 78 %, which is
about twice as high as that of competitors. Re-
organisation of logistics has enabled Otto to re-
duce CO, emissions by more than 50 % since
1993, and at the same time to cut costs, for ex-
ample by shifting transport from air to sea. For
the business year 2001/02, the sales volume of
the retail group was EUR 23.526 million.

External and internal stakeholders

Important stakeholders of the company are:
Schwab group, Heine group, Baur Retail, Acte-
bis group, Fegro-Selgros, Spiegel group, Crate
& Barrel, Grattan group, 3 Suisses group, Otto
Sumisho group. All the stakeholders must agree
on the code of conduct, otherwise the trade
agreement will be refused.

Unconventional methods are also used to pro-
vide further education for employees, such as
through the Seitenwechsel (changing sides) ini-
tiative for executives. Managers are seconded
to spend a week in a social project, such as a
drug addiction advisory bureau or a home for
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mentally or physically handicapped people. The
idea is that someone who ‘changes sides’ has to
re-orientate and get to grips with a new situa-
tion. Crucial skills such as empathy and com-
munication in difficult situations are required
and must be proven. Changing sides sensitises
managers to social problems, helps to over-
come prejudice, and actively contributes to
realising the company’s goal of ‘social responsi-
bility’.

Corporate vision on (SR

'‘Our goal must be to anchor environmental pro-
tection in the minds and hearts of people in
such a way that daily activities towards this goal
are a direct result.” Dr Michael Otto explains
that ‘The maxim "every employee is also an en-
vironmental representative" makes clear that,
through the promotion of environmental think-
ing, we also want to contribute internally to
changes in behaviour — the comprehensive
environmental management approach helps
significantly in the institutionalisation of this
principle.’

Dr Merck (Director of Environmental and Social
Policy) adds: ‘Under sustainability, we under-
stand the integration of environmental and so-
cial aspects in the economy. Our goal is to effect
a long-term improvement in the quality of hu-
man life through the improvement of econom-
ic processes without straining man and nature
beyond their capacities.’

Their trading activities benefit customers and
serve to assure the future of the company and
its staff. Healthy economic growth and appro-
priate profits constitute the basis for this.

The code of conduct mentioned above sets out
the guiding principles and obligatory standards
of all eco-related and socially relevant activities.
They are aware of their responsibility for the
protection and preservation of essential natural
resources. With the aim of securing a continual
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improvement in their eco-related performance,
they have formulated this eco-policy on the ba-
sis of ‘good management practices’ as an oblig-
atory rule for all levels of management.

Implementation

Otto retailing group’s priority is to have satisfied
and healthy employees. Therefore they imple-
mented several company-wide services, for ex-
ample, Aktiv.net, which is a working committee
from employees to employees, including social
audits and initiatives of greater importance such
as developing a certification system valid world-
wide for compliance with social standards. They
refer to the holistic vision of health, keeping in
mind the WHO definition (Ottawa Charter).

e Social management on three levels

Otto is working closely together with its suppli-
ers in the implementation of minimum social
standards in the international manufacturing
facilities. Based on the code of conduct, Otto
conducts workshops with its suppliers and veri-
fies compliance with the social standards in the
manufacturing facilities of the suppliers and the
sub-suppliers.

e [nitiatives of greater importance

Otto is taking part in the development of a cer-
tification system valid worldwide for compli-
ance with social standards, Social Accountabili-
ty 8000 and concise SA 8000. Through this
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internationally applicable certification system,
supported by non-governmental organisations
(NGOs), governmental organisations and trade
unions, Otto’s internal controls within manufac-
turing facilities are gradually becoming super-
fluous. Thus, the suppliers and their sub-suppli-
ers are given the possibility of allowing their
compliance with minimum standards to be
scrutinised by independent experts.

e Accompanying activities

The implementation of the code of conduct and
the development of a certification system valid
worldwide are being accompanied by coopera-
tive social efforts with project partners like
Gepa (society for trading partnerships with the
third world), Rugmark and sustainability pro-
jects, to which, among others, the cotton pro-
ject belongs.

Relationship with existing policies and
management systems

Otto is an environmentally conscious company
and all their activities are based on their envi-
ronmental policy, which contains 10 main ac-
tion principles. At the core of their environmen-
tal policy is the undertaking to continuously
improve Otto retailing group’s environmental
performance.

The environmental achievements are divided
into different groups:

e textile purchasing (to offer ecology optimised
textiles);

* hard goods purchasing (ensuring the compli-
ance with legal regulations, avoidance of en-
vironmentally critical materials);

e transport and traffic (optimisation of long
routes by using warehouses and depots);

e packaging (such as reduction of packaging
materials). Otto retailing group is certified on
the criteria of I1SO 14001.



Evropean Agency for

As part of a three-year public—private partner-
ship project with the German Ministry of Eco-
nomic Cooperation and the German Associa-
tion of Technical Cooperation, a system for
auditing and qualifying suppliers is now being
established in 15 different countries. The audit-
ing companies are all accredited with Social Ac-
countability International (SAI) in New York.
This ensures that working conditions are moni-
tored and evaluated independently, transpar-
ently and therefore credibly.

The added value of CSR, also in relation
fo OSH

Otto retailing group has received, in the last
three years, the European environmental
award, the OECD award for the reduction of
CO,, and also the corporation ethic award and
the environment online award. All employees,
their health, safety and learning, are included in
the holistic understanding of social responsibili-
ty. In this respect, the State Safety and Health
Institute of Hamburg recognised Otto’s safety
and health system.

Transparency and reporting

Otto retailing group has an annual report,
where the company’s sustained activities are re-
ported. Data and facts on sustainability at Otto
have been documented in detailed lists, charts
and tables.

CONTENTS — data and facts
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1.1. Company data

1.2. Company goals

1.3. Eco-policy

1.4. Social codes of conduct
1.5. Management system
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1.7. Summary
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Functional areas:

2.1. Textiles

2.2. Hard goods

2.3. Transport and traffic

2.4. Packaging

2.5. Catalogues, advertising media

2.6. Main location Hamburg-Bram-
feld

Processes of organisational and societal
learning

The company offers employees team-oriented
and communication-design work structures.
More than 1 000 traineeships were offered in
2001, of which 322 alone were at Otto Ver-
sand. A new addition to the wide range of 17
different occupations is a block-release training
course as an information technology specialist.
Some trainees had the opportunity to round off
their training by spending time at foreign sub-
sidiaries, particularly Eddie Bauer (Seattle) and
Otto International (Hong Kong). Traineeship re-
sults at Otto Versand in 2001 were again well
above average for Hamburg and the company
was recognised for its outstanding efforts in this
area by the Chamber of Commerce. Of those
who completed their training in Hamburg, 60
% were subsequently employed by the Otto

group.

Furthermore, the trainee company, Cultur-e, set
up in 1999, won the further training award
2001 and the respected international German
training prize.

Notable findings

Otto retailing group is an ‘engaged’ company,
which keeps in mind the ‘triple P performance’
(people, planet, profit). Even though they try to
keep their sales rates as high as possible, they
do not forget their commitment to the environ-
ment and to their consumers. Nowadays, cus-
tomers’ shopping culture has changed, with in-
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terest not only in environmental production re-
quirements, but also in social ones. Therefore a
modern company must meet these require-
ments in order to be competitive. According to
the researchers involved, the outstanding inno-
vation is the code of conduct in which they fol-
low the rules of the International Labour Or-
ganisation. They support the laws against
children’s work and they demand at least mini-
mum wages for their employees.

4.8. UPM-Kymmene, paper and other
forest products (Finland)

UPM

Introduction to the company and its
activities

UPM-Kymmene, one of the leading forest prod-
ucts companies in the world, was established in
autumn 1995 when Kymmene Corporation and
Repola Ltd and its subsidiary United Paper Mills
Ltd decided to merge. The new company start-
ed operations on 1 May 1996. UPM-Kymmene
has a long tradition in the Finnish forest prod-
ucts industry with the group’s first mechanical
pulp mill, paper mills and sawmills starting op-
erations in the early 1870s. Pulp production be-
gan in the 1880s, plywood production in the
1910s and paper converting started in the
1920s.

The present UPM-Kymmene group has produc-
tion plants in 17 countries, and its products are
sold throughout the world. The company’s busi-
nesses focus on magazine papers, newsprint,
fine and speciality papers, converting materials
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and wood products. The company manufac-
tures in 17 countries and has an extensive sales
network comprising over 170 sales and distrib-
ution companies. Sales to the group’s most im-
portant markets — the EU countries and North
America — contribute about 83 % of total
turnover. In magazine papers, the company is
the clear market leader. Turnover in 2002 was
EUR 10.5 billion. The UPM-Kymmene group has
35 500 employees. The company’s market cap-
italisation at the end of 2002 was E