Stakeholders

... the groups or individuals who
are affected directly or indirectly by
the operations of a company and
who influence it as well




Stakeholders

Employees
Clients
Shareholders
Suppliers

Local Community
Authorities




ETHICAL

COMMUNITY

PROSPERITY

ENVIRONMENT

SUSTAINABLE PROFITABLE




CSR — Fields of action

Workplace / Employees

Market / Consumers / Co-operants/
Competition

Environment
Society / Local community

Corporate culture / Management /
Reporting

Human rights




GRI: Standard Disclosures

Economic (EC - 9)

Environmental (EN - 30)

Social: Labor Practices and Decent Work
(LA - 14)

Human Rights (HR - 11)

Society (SO - 8)

Product Responsibility (PR - 9)




FE.conomic

The economic dimension of sustainability
concerns the organization’s impacts on the
economic conditions of its stakeholders
and on economic systems at local,

national, and global leve
The Economic Indicators il

e Flow of capital among c
stakeholders; and

e Main economic impacts
organization throughout

S.
ustrate:
iferent

of the
society.



Financial performance is fundamental to
understanding an organization and its own
sustainability.

However, this information is normally
already reported in financial accounts.
What is often reported less, and is
frequently desired by users of
sustainability reports, is the organization’s
contribution to the sustainability of a
larger economic system.




Disclosure on Management Approach

Provide a concise disclosure on the
Management Approach items outlined
below with reference to the following
Economic Aspects:

e Economic Performance;
e Market Presence; and
e Indirect Economic Impacts.




Goals and performance

Organization-wide goals regarding
performance relevant to the Economic
Aspects.

Use organization-speciic Indicators (as
needed) in addition to the GRI
Performance Indicators to demonstrate
the results of performance against goals.




Additional contextual information

Additional relevant information required to
understand organizational performance, such as:

e Key successes and shortcomings;
e Majororganizational risks and opportunities;

e Majorchanges in the reporting period to

systems or structures to improve performance;
and

e Key strategies forimplementing policies or
achieving performance.



FE.conomic Performance Indicators

AS
AS
AS

PECT: ECONOMIC PERFORMANCE
PECT: MARKET PRESENCE

PECT: INDIRECT ECONOMIC IMPACTS



Aspect: Economic Performance

EC1 Direct economic value generated and
distributed, including revenues, operating costs,
employee compensation, donations and other
community investments, retained earnings, and
payments to capital providers and governments.

EC2 Financial implications and other risks and
opportunities for the organization’s activities due
to climate change.

EC3 Coverage of the organization’s defined
benefit plan obligations.

EC4 Significant financial assistance received from
government.




Aspect: Market Presence

EC5 Range of ratios of standard entry
level wage by gender compared to local
minimum wage at significant locations of
operation.

EC6 Policy, practices, and proportion of
spending on locally-based suppliers at
significant locations of operation.

EC7 Procedures for local hiring and
proportion of senior management hired
from the local community at locations of
significant operation.




Aspect: Indirect Economic Impacts

EC8 Development and impact of
infrastructure investments and services
provided primarily for public benefit
through commercial, inkind, or pro bono
engagement.

EC9 Understanding and describing
significant indirect economic impacts,
including the extent of impacts.




CSR at the workplace

Being socially responsible means not only fulfilling
legal expectations, but also going beyond
compliance and investing "more” into human
capital, the environment and the relations with
stakeholders.

Going beyond basic legal obligations in the social
area, e.g. training, working conditions,
management-employee relations, can also have a
direct impact on productivity.

It opens a way of managing change and of
reconciling social development with improved
competitiveness.



Within the company, socially responsible
practices primarily involve employees and

relate to issues such as investing in
human capital, health and safety, and
managing change, while environmenta
responsible practices relate mainly to t
management of natural resources usec
the production.

ly
ne

N

They open a way of managing change and

reconciling social development with
improved competitiveness.



1. Human resources management

A major challenge for enterprises today is to
attract and retain skilled workers.

Relevant measures could include

life long learning,

empowerment of employees,

better information throughout the company,
better balance between work, family, and leisure,
greater work force diversity,

equal pay and career prospects for women,

profit sharing and share ownership schemes,

and concern for employability as well as job
security.




Active follow up and management of employees
who are off work due to disabilities or injuries
have also been shown to result in cost saving.

Responsible recruitment practices, involving in
particular non-discriminatory practices, could
facilitate the recruitment of people from ethnic
minorities, older workers, women and the
long-term unemployed and people at
disadvantage.

Such practices are essential in relation to
achieving the European Employment Strategy
objectives of reducing unemployment, raising the
employment rate, and fighting against social
exclusion.






2. Health and safety at work

Health and safety at work has traditionally
neen approached mainly by means of
egislation and enforcement measures.
However, the trend of outsourcing work to
contractors and suppliers makes
companies more dependent on the safety
and health performance of their
contractors, especially those who are
working within their own premises.




Companies, governments and sector
organisations are increasingly looking at

additional ways of promoting health and safety,
by using them as a criteria in

procuring products and services from other
companies and as a marketing element

for promoting their products or services. These
voluntary schemes can be seen as

complementary to legislation and control
activities by public authorities as they

likewise aim at promoting a preventive culture,
i.e. higher levels of occupational

safety and health.




3. Adaptation to change

The widespread restructuring taking place in Europe raises
concerns for all of the employees and other stakeholders as
the closure of a factory or a heavy cut in its workforce may
involve a serious economic, social or political crisis in a
community.

Few companies escape the need to restructure, often
through downsizing, with the year 2000 seeing more
mergers and acquisitions than any other year in history.

According to one study, fewer than one in four restructuring
operations achieve their objectives of reducing costs,
increasing productivity and improving quality and customer
service as they often cause the motivation, loyalty,
creativity and productivity of the employees to suffer.




Restructuring in a socially responsible manner means to
balance and take into consideration the interests and
concerns of all those who are affected by the changes and
decisions.

In practice the process is often as important as the
substance to the success of restructuring. In particular this
involves seeking the participation and involvement of those
affected through open information and consultation.

Furthermore, restructuring needs to be well prepared by
identifying major risks, calculating all the costs, both direct
and indirect, associated with alternative strategies and
policies, and evaluating all of the alternatives which would
reduce the need for redundancies.



Experience of the major restructuring operations carried out
in Europe in the steel, coal and shipbuilding industries has
shown that successful restructuring can be better achieved
through joint efforts involving the public authorities,
companies and employees' representatives.

This process should seek to safeguard employees' rights
and enable them to undergo vocational retraining where
necessary, to modernise production tools and processes in
order to develop on-site activities, to mobilise public and
private financing and to establish procedures for
information, dialogue, cooperation and partnership.

Companies should take up their share of responsibility to
ensure the employability of their staff.



By engaging in local development and
active labour market strategies through
involvement in local employment and/or
social inclusion partnerships, companies
can lessen the social and local impact of
large scale restructuring.



4. Employee-related CSR

Training and Development
Communication and Consultation
Health and Safety

Work-Life Balance

Equality and Diversity

Pay and Benefits




1). Training and Development

KoMnbloTepHble oby4yarolime LeHTpbl
(AMCTaHUMOHHbIE, BUPTYanbHble) (Hilton group)

ObcyxaeHns B Xxoae opraHn3aumMoOHHbIX N3MEeHENN
(Boots)

[lporpaMMbl nogaepxkun nuaepcrtea (Boots) um
KapbepHoro passutuna (TESCO)

Bpemsa Ha obyueHune (BP - 5 aHen B ron)
Cpencrtsa Ha npodeccnoHanbHoe obyyeHune

ConpoBoXXAeHne N KOHCY/ibTaumm paboTHUKOB,
KoTopble yBosbHAOTCA (Unilever, J.Sainsbury)




2). Communication and Consultation

TenedoHHble N UHTEPHET JINHUS
noaaep>xkn (Safeway, Marks & Spencer)

BcTpeun n coBelwaHnda, BO3MOXHOCTb
HenocpeaCTBEHHOro obLweHus C BbICLLUNM
PYKOBOACTBOM

[TonnTMKa No HeaoNyLWeHUo
ANCKPUMUHaAUUKU N NpecnenoBaHns

BO3MOXXHOCTb 06paTHOWN CBSA3U




3). Health and Satety

[Moonep>xka 3a0poBoro obpasa
XXU3HW (CNOPTUBHbIE LEHTPHI,
KOMaH/Abl, COpPEBHOBAHUSA,
coaepxaHue Besiornapka)

PeryndapHble «MegocMoTpbI»
CTpecc-MeHeaXXMeHT




4). Work-Lite Balance

«['Mbknn» pabounn rpadpumk
CxeMa noaaep>XXkKm Mmatepeu
«KapbepHble» nepepbiBbl (Aaxe Ao 6 Mec.)




5). Equality and Diversity

Oby4yeHune nepcoHana pabote C
noTpebutensamMm c orpaHMYeHHbIMU

BO3MOXXHOCTSIMMU
«XeHwmHa - pykosoautenb» (Woman
manager)

HeponylweHne amckpuMmHaumm (non,
BO3paAcCT, 3THMYecKasa rpynna)

OaMHAKOBbIe BO3MOXXHOCTU AN
PAaboOTHUKOB MO pPa3/IMYHbIM YC/TIOBUAM
HanMa




6). Pay and Benetits

[Tooaep)xka MonoabiX MaTepen

Bo3MOXHOCTb npnobpeteHns (u
nosiydeHuns 6ecnsiatHO) akUMM KOMMNAaHUN

becnnatHaa MeaAMUMHCKAA CTpaxoBKa

Ckuaku ansa paboTHUKOB N UX
DOACTBEHHUKOB




5. Disclosure on Management

Approach

LaborPractices and Decent Work (LA)
Human Rights (HR)

Provide a concise disclosure on the
following Management Approach items:

goals and performance; policy;
organizational responsibility; training and
awareness; monitoring and follow-up;
additional contextual information.




Labor Practices and Decent Work

LA1 - Total worforce by empioyment tyoe, employment contract, and regon
LA2 - Total numoer &nd rate of emoloyea turnover broken cnn by 08 groun, 0ender, &nd region

LA - Benefts provided 1 full-time emoloyees that &re not proviced to temaorary or part-time emaloyess, by major ogerations
LA - Parcentage of emoloyess coversd 0y colleatve Daraining agresments

LA - Minimum natie perods) regerding ooerationsl changes, including whether specfied i collecthe aqreaments



LAB - Percantage of 1otal workforcs reoresented in formal joint managament—worker heaith and safety committess that help monitor and advise on
occupational health and safety programs

LA7 — Rates of injury, occupational diseases, lost days, and absentesism, and total number of work-related fatalities Dy region

LAB - Education, training, counseling, prevention, and risk-control programs in place to assist workforoe members, their families, or community members
regarding serous diseasss

LA — Health and safety tooics coversd in formal agresments with trade unions

LA10 - Average hours of training per year per emoloyes by employee category
LA11- Programs for sxills managament and lifelong leaming that supoort the continued employability of employees and assist them in managing carser endings

LA12 - Percantags of employess recening regular performance and career daveloment reviews

LA13 - Composition of govemnance bodies and breakdown of employess per category according to gender, age group, minority group membership,
and other indicators of diversity

LA14 — Rato of nasic salary of men 1o women oy employes category




Human Rights

HR1 - Percentage and total number of significant
investment agreements that include human rights clauses
or that underwent human rights screening

HR2 - Percentage of significant suppliers and contractors
that underwent screening on human rights and actions
taken

HR3 - Total hours of employee training on policies and
procedures concerning aspects of human rights that are
relevant to operations, including the percentage of
employees trained

HR4 — Total number of incidents of discrimination and
actions taken
HR5 - Operations identified where the right to exercise

freedom of association and collective bargaining may be at
significant risk, and actions to support these rights




HR6 - Operations identified as having significant
risk for incidents of child labor and measures to
contribute to eliminate child labor

HR7 - Operations identified as having significant
risk for incidents of forced or compulsory labor
and measures to contribute to the elimination of
forced or compulsory labor

HR8 - Percentage of security personnel trained in
the company’s policies or procedures concerning
aspects of human rights relevant to operations

HR9 - Total number of incidents of violations
in\l/(olving rights of indigenous people and actions
taken




Increased Ability to Attract,
Motivate, and Retain Employees

a company's participation in social initiatives can have a
positive impact on prospective and current employees, as well
as citizens and executives

Employees working in companies reported to have
cause-related programs were 38% more likely to say they are
proud of their company's values than were employees in
companies not reported to have these programs

Even before 9/11, 48 percent of respondents indicated that a
company's commitment to causes is important when deciding
where to work. After 9/11, that percentage rose to 76

... more than half of the 2,100 MBA students surveyed
indicated they would accept a lower salary in order to work for
a socially responsible company

%raduates look for the right corporate culture, as well as the
right salary, job description, and opportunities for promotion




What is Corporate Social Responsibility?
1.1. CSR within the European Union

1.5. Fields of action of CSR

1.6. Framework conditions for CSR in the
company

1.8. New profession: CSR manager

1.10. Value auction as easy access to the
CSR practice



Facts & figures about CSR

2.1. CSR in small and medium-sized enterprises
(SMESs)

2.2. CSR from the persFective of globally
acting companies ("global players")

2.3. CSR from the perspective of corporate
communication

2.4. CSR from the perspective of consumers
2.7. Insights into the CSR situation in Germany
2.8. Insights into the CSR situation in Hungary
2.9. Insights into the CSR situation in Portugal




CSR interfaces within the company

3.1. Corporate culture as setting for a
focus on CSR

3.2. The global value chain




Strategic tools for CSR
4.7. Models of employee participation

4.8. Mentoring as a tool for CSR
commitment

4.9. "Carbon footprint" and energy
management systems

4.10. Corporate non-profit foundations




Fields of action of CSR

Fields of action of CSR

5.1. CSR at the workplace

5.2. Corporate Volunteering as an honorary commitment
5.3. CSR as market parameter

5.4. CSR in community structures - from the perspective
of companies

5.5. CSR in community structures - from the
perspective of communities

5.6. CSR and sustainability in the discourse on innovation
5.7. CSR in risk management

5.8. CSR and development cooperation

5.9. CSR and Public Private Partnership

5.10. Ethical dilemma: CSR in a market situation




Communication of CSR

Communication of CSR
6.1. Credibility in the communication of CSR

6.4. Development of a mission statement for
CSR

6.6. Guidelines for sustainability reporting
6.7. Practical steps of CSR reporting

6.8. Basic principles of Web 2.0 for the
communication of CSR

6.9. CSR-relevant campaigns on Web 2.0
6.10. Organising a CSR company visit




Best practice examples of CSR

7.1. Hanning & Kahl - Video: CSR at the workplace
7.2. Praktiker Hungary — Video: CSR in the market
7.3. Valorsul — Video: CSR and the environment
7.4. Pritchard Englefield — Video: CSR in the community
7.5. Case study: Baufritz

7.6. Case study: Gelpeixe

7.7. Case study: InnoDamm

7.8. Case study: memo

7.9. Case study: SMA Solar Technology

7.10. Case Study: Siemens Zrt.

7.11. Case study: WBM Wohnungsbaugesellschaft
Berlin-Mitte



Simple steps to build your CSR strategy

8.1. Personal motivation for CSR and sustainable
development

8.?. Stakeholder-dialogue at the "CSR world
cafe'

8.6. Implementing CSR in small and
medium-sized enterprises

8.7. CSR in regional networks
8.8. Competitions and awards for CSR

8.9. Organising and personalising CSR in the
company - Interview with an expert

8.10. Advice and support with CSR - Interview
with an expert



