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The diversity of our workforce drives innovation and better 
decision-making, enabling us to meet the needs of our employees, 
customers, communities and shareholders. To maintain a fair, 
diverse and inclusive workplace, we promote good working 
conditions and uphold high standards of employment and 
human rights.

Fairness and 
diversity in 
the workplace

Why is this important to our stakeholders? Why is this important to Mondi? 
 e Equality, employment and human rights issues are central to 
the public debate about how business interacts with society 

 e Our commitment to human rights across our operations and 
supply chain supports customers in managing their own 
supply chain risks 

 e Women in industry is an area requiring attention in 
the traditionally male dominated forest products and 
packaging industries

 e A diverse and inclusive workforce inspires innovation and 
enables us to meet the needs of global stakeholders, and 
ensure appropriate representation of local context and 
needs, and enhance benefits to local communities 

 e By respecting human rights, we act with integrity, reduce 
our reputational and business risks and improve employee 
engagement and commitment

 e We rely on a strong pipeline of talented employees from 
all backgrounds. Increasingly, people want to work for 
companies that uphold high ethical standards

Discover how we are…
 e Improving women’s representation in senior 
leadership positions

 e Developing and implementing a new human rights  
due diligence process

What’s next?
 e Define our baseline performance on diversity and inclusion 
at all levels and set smart targets to drive progress

 e Act on the findings of our human rights due 
diligence process

Our commitment to 2020 2019 performance in brief Status

Promote fair working conditions  
and diversity in the workplace

The group-wide D&I taskforce made good 
progress in 2019 

Mondi joined the UN Women’s Empowerment 
Principles – We Mean Business initiative

Our strategic SDGs and targets

SDG 8 Decent work and economic growth
 e Target 8.5 By 2030, achieve full and productive 
employment and decent work for all women 
and men, including for young people and 
persons with disabilities, and equal pay for 
work of equal value

 e Target 8.7 Take immediate and effective 
measures to eradicate forced labour, end 
modern slavery and human trafficking and 
secure the prohibition and elimination of 
the worst forms of child labour, including 
recruitment and use of child soldiers and by 
2025 end child labour in all its forms

 e Target 8.8 Protect labour rights and promote 
safe and secure working environments for 
all workers, including migrant workers, in 
particular women migrants, and those in 
precarious employment

SDG 9  Industry, innovation and infrastructure
 e Target 9.2 Promote inclusive and sustainable 
industrialisation and, by 2030, significantly 
raise industry’s share of employment and 
gross domestic product, in line with national 
circumstances, and double its share in least 
developed countries

For links to all other SDGs, see the full SDG index
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Fairness and diversity in the workplace

Employment 
and human rights
Compliance with the law, respecting 
human rights, and being a fair employer 
are the foundations of our employment 
practices. Internationally recognised 
standards, partnerships and control 
mechanisms support our approach.

Respecting human rights
The UN Guiding Principles on Business and 
Human Rights provide an effective framework for 
business. We are strengthening the monitoring and 
reporting of potential human rights risks across 
our operations and areas of our supply chain. 
This comprises embedding labour and human 
rights criteria in our procurement processes – 
including fibre procurement due diligence and audit 
processes, purchasing policies, Code of Conduct 
for Suppliers, and supplier audit.

We respect the rights of indigenous people – 
including our support of indigenous communities  
in Komi (Russia) and land reform in South Africa 
(see page 79).

We report annually at ‘Advanced Level’ on our 
compliance with the 10 principles of the United 
Nations Global Compact (UNGC).

View our Communication  
on Progress

Impacts on human rights can occur in many ways, 
including: worker safety and health; recruitment and 
employment practices; product safety; air or water 
pollution; contamination of natural ecosystems; 
inequitable use of natural resources; use of forced 
or child labour; discrimination; misuse of private 
employee and customer data; use of force by 
security personnel; disregard for land tenure and 
indigenous rights; adversely affecting the living 
conditions of communities; and depletion of 
resources relied on by communities.

Respecting and protecting human rights is 
embedded in many of our practices, including: 
safety and health; fair treatment of employees; 
respect for the law; engaging and investing in 
communities; minimising our environmental 
footprint; producing products to the highest 
safety, health and hygiene standards; and working 
with suppliers and contractors to meet high 
standards of business conduct. The purpose of 
this management approach is to support our 
operations in identifying, mitigating and managing 
potential human rights risks in our operations and 
our supply chain.

In 2019, we started to develop a new human rights 
due diligence process with the support of the 
Danish Institute for Human Rights (DIHR). The initial 
scope of the collaboration will include conducting 
a human rights risk and gap analysis (including 
interviews with Mondi’s key functions and 
business leaders) and reviewing Mondi’s grievance 
mechanisms and policies. We will report on the 
outcomes and actions of this process. None of our 
operations or significant investment agreements 
and contracts have yet been subject to human 
rights reviews or impact assessments.

There were no reports of human rights incidents 
in our operations or supply chain through our 
Speakout tool or any other reporting mechanisms 
in 2019 (see page 29). We are investigating the 
need for formal human rights training based on risk, 
and developing tools and guidance. As a first step, 
we have extended competition compliance training 
to include our sustainability policies, with emphasis 
on the Labour and Human Rights Policy (see page 
39). We are also working to identify and address 
human rights incidents in our supply chain (see 
page 75).

Compliance
We comply with all applicable laws and industry 
standards on working hours and strive to foster 
workplace flexibility and work/life balance. 
Mondi does not tolerate the inhumane treatment 
of employees or any form of forced labour, 
slavery, human trafficking, physical punishment 
or other abuse. Responsibility for implementing 
these principles lies with local line management 
and training is fundamental to our approach. 
We protect and invest in the safety, health and 
wellbeing of our employees and communities 
(see page 31).

Zero tolerance of child labour  
and forced and compulsory labour
We do not tolerate any form of child labour in our 
operations or supply chain. We do not employ 
people below the age of 15 or below the local 
minimum employment/mandatory school age – 
whichever is higher and relevant to the particular 
country. Where we provide apprenticeships for 
young people, we put special protection in place 
and ensure that they are not exposed to hazardous 
work.1 At Mondi Neusiedler (Austria), for example, 
apprentices go through special safety and health 
training annually. When the apprentices come to a 
new workplace or machine, or when they need to 
use a new type of personal protective equipment, 
they receive full safety instructions. Apprentices are 
supervised most of the time, particularly while 
working with machinery.

For our measures to identify and tackle risk  
of modern slavery in our supply chain 
See page 75

Enhancing wellbeing through our 
Employee Assistance Programme (EAP)
In January 2019, we extended our confidential 
telephone line for employee assistance to 14 
countries. The service is provided by an external 
company of qualified counsellors and can be used 
free of charge by employees and their families 
around the clock. Two other countries (the US 
and South Africa) have similar systems in place. 
Read more on page 35.

1 An apprentice is usually a person aged 15 to 18 years old who 
has agreed to work for an experienced person for three years 
for limited pay to learn that person’s skills

14
countries where all employees  
have access to EAP

http://www.mondigroup.com/ungc_cop
http://www.mondigroup.com/ungc_cop
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Fairness and diversity in the workplace

Collective bargaining and freedom 
of association
Mondi respects the rights of its employees to form 
and join trade unions and take part in collective 
bargaining. We abide by legally binding collective 
agreements. We also take care that employee 
representatives do not suffer discrimination and 
that they have open access to members in the 
workplace. An estimated 72% of our employees 
were covered by collective bargaining agreements 
(CBAs) in 2019 (2018: 69%). We do not collect or 
report information on employee union membership 
due to differences in national legislation in the 
countries where we operate.

Fair remuneration
We provide fair wages and benefits that meet 
or exceed legal or industry minimum standards. 
Reward and recognition is based on performance 
and the Group has a number of performance-
related pay schemes in which the majority of 
employees participate.

Total compensation consists of base salary plus 
benefits and incentives. These are determined 
by global rules, local legislation, market practice, 
seniority and individual performance. The average 
ratio of basic salary and remuneration to variable 
pay across all employees in significant operations 
is 85%:15% and varies by operation.

2018 2019

% employees who received 
a bonus of some kind

65% 66%

% of employees who 
received the Mondi 
standard bonus2 

37% 47%

2 Based on performance against financial, personal and 
safety targets

For our approach to executive and Board  
remuneration, please see our Integrated report  
and financial statements 2019 (page 119)

Grievance mechanisms
Robust internal processes and tools facilitate 
the reporting, investigation and resolution of 
grievances. Speakout is our confidential telephone 
hotline, operated by an independent third party, 
through which employees and other stakeholders 
can raise concerns. Social media channels are also 
increasingly used by external stakeholders and 
employees to engage with us. We monitor these 
and investigate and respond as appropriate.

In 2019, we received 162 Speakout messages 
(2018: 104) relating to 104 cases, and four further 
cases through other channels. These covered a 
number of topics, in particular HR-related concerns, 
fraud and business integrity issues, as well as 
environmental and safety topics. 

The increase in the number of cases/messages is 
potentially due partly to increased awareness of our 
operations and employees of the Speakout tool. 
We responded and took appropriate corrective 
action for all issues.

Restructuring, divestitures and closures
We carefully review opportunities to ensure the 
long-term sustainability and growth of our business. 
Decisions about business restructuring require 
executive committee-level approval. We ensure 
timely discussion of significant operational 
changes and engage with employees and their 
representatives to negotiate and implement such 
changes. Timely and meaningful consultation allows 
affected employees to understand the impacts 
of proposed changes and enables us to work 
together to address potential negative impacts.

When employees are affected, we follow our own 
HR policies and local labour rules as a minimum, 
including consultation, notice periods, regular 
briefings and trade union involvement where 
available. If roles are at risk, we support affected 
employees through retraining, re-employment 
and relocation, supporting entrepreneurship and 
providing severance payments, depending on local 
regulations and available legal schemes.

Active measures to promote employment and 
retraining are carried out in close cooperation 
with relevant authorities and appropriate third 
parties. Notice periods are provided to employees 
and their representatives prior to implementation 
of significant operational changes that could 
affect them. 

This follows the laws of respective local jurisdictions  
and may vary by operation. We typically apply  
a minimum two-week notice period. 

For organisations with CBAs, the notice period 
and provisions for consultation and negotiation are 
specified in collective agreements and/or by law.

In 2019, our plant in Duffel (Belgium) was divested, 
with all employees transferred to the new owner, 
except four who transferred to other Mondi 
entities. In Turkey, we ceased production on a 
recycled containerboard machine at our Tire 
Kutsan operation, affecting 60 employees (out 
of the operation’s total of 300). We have offered 
compensation packages in mutual agreement to 
those affected. In the US, our bags operation in 
Pine Bluff went through restructuring (affecting 
55 employees), and the relocation of our head 
office in North America as well as sales and 
regional restructuring affected a further 10 
people. We provided all employees impacted 
with severance packages as well as outplacement 
services with an external service provider, offering 
support to find jobs through online courses and 
personal coaching.

66%
of employees received a bonus  
of some kind in 2019

Employees collaborating at 
our Vienna Group office

www.mondigroup.com/ir19
www.mondigroup.com/ir19
www.mondigroup.com/ir19


 

Nationalities represented 
on the Board

 South African 2

 British 3

 Austrian 1

 French 1

 American 1

 

Nationalities represented 
on the executive committee

 South African 2

 Austrian 2

 British 1

 German 1

 Swedish 1

 Swiss 1

As at the date of this report
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Diversity and 
equal opportunities 
We strive to create an inclusive 
environment where differences are 
valued and embraced, and we have 
zero tolerance for discrimination and 
harassment. Equal opportunity for  
all is a priority and we aim to engage, 
involve and inspire everyone who is  
part of the Mondi Group. 

Promoting diversity and inclusion
Our policy is to treat everyone – including our 
employees and contractors, whether part-time, 
full-time or temporary – fairly and with respect. 
Our approach is designed to promote diversity, 
eliminate bias, and support equal opportunity 
across our operations.

Opportunities for employment, engagement, 
promotion, training or any other benefit are based 
on skills and ability. In line with our philosophy of 
encouraging Diversity & Inclusion (D&I), we provide 
equal opportunities for all, regardless of gender, race, 
age, sexual orientation, or ethnicity. We are working 
to increase the representation of women at all levels.

Our Diversity & Inclusion Policy reflects the 
Hampton-Alexander Review3 recommendation 
that boards, and executive committees and their 
direct reports combined should be 33% women by 
2020. It also includes a focus on ethnic and racial 
diversity across our Board and executive committee 
members and supports our Labour and Human 
Rights Policy. 

Our D&I taskforce made good progress in 
2019 (see case study on page 45). We joined 
the growing community of businesses publicly 
demonstrating their commitment to advancing 
gender equality in the workplace, and signed the 
UN Women’s Empowerment Principles.

At the end of 2019, 21% of employees were female 
(2018: 21%), with two female directors (25%) on 
the Board and one director of colour. In June 2019, 
we reported to the Hampton-Alexander Review 
that we had 22% female representation on our 
executive committee and 27% in the direct reports to 
the executive committee – a combined total of 27% 
(2018: 27%).

3 An independent review body which builds on the work of 
the Davies Review to increase the number of women on 
FTSE boards and includes a focus to improve women’s 
representation in senior leadership positions

Employee numbers across our  
significant locations of operation4 Total Europe Russia South Africa US

Permanent employees 15,565  
21% female

9,409  
19% female

4,325  
26% female

1,407  
23% female

424  
17% female

Temporary employees 731  
25% female

479  
24% female

220  
26% female

28  
43% female

4  
0% female

Full-time employees 15,889  
20% female

9,520  
17% female

4,541  
26% female

1,407  
23% female

421  
16% female

Part-time employees 336  
84% female

329  
84% female

4  
100% female

0 3  
67% female

New employee hires during the year 1,761  
25% female

1,395  
27% female

223  
19% female

79  
32% female

64  
14% female

Contractors working for Mondi 15,000 – – – –

4 Our Group offices in London (UK) and Vienna (Austria) and plants/mills with more than €70 million annual sales turnover located in 
Austria, Bulgaria, Czech Republic, Finland, Germany, Poland, Russia, Slovakia, South Africa, Sweden, Turkey and the US

As at 31 December 2019, this has increased to 33% 
female representatives on our executive committee 
and 29% in the direct reports to the executive 
committee, giving a combined total of 30%. We also 
reported in June 2019 that 22% of the executive 
committee members are between 30 and 50 years 
old, with the remaining 78% being over 50.

As most activities at Mondi are performed by its 
own employees, there are no significant variations 
in the numbers reported above during the year. 
Harvesting activities at our forestry operations 
and maintenance shuts at our pulp and paper mills 
do, however, involve considerable variations to 
contractor numbers. 

We aim to include employees from the local 
community in our senior management to enhance 
our positive market presence and increase 
economic benefit to the local community. It also 
helps us better understand local needs and 
context, and supports diversity of thought among 
our leadership teams.

At the end of 2019, 64% of Mondi South Africa’s 
management team (seven out of 11 operational 

committee members) were previously 
disadvantaged individuals (2018: 60%, six out of 10). 

Equal opportunities for all
We consider applications for employment in a fair 
and balanced way, based on capabilities, skills and 
experience. Our Labour and Human Rights Policy 
commits us to consistent and fair training, career 
development and promotion, including those with 
disabilities. In the event of an employee suffering a 
life-altering injury at work, we facilitate appropriate 
medical treatment and ongoing rehabilitation, and 
support their continued employment by finding 
alternative equivalent jobs for them.

Recruitment activities are aligned with the aims  
of our D&I policy, including to promote diversity of 
all types and to ensure fair and non-discriminatory 
work practices. We continue to focus our succession 
planning on building a pipeline of high-calibre 
candidates of different backgrounds to meet our 
business needs. We comply with local legislation 
across the Group, and strive to ensure succession 
planning is fair, equitable and non-discriminatory.

Fairness and diversity in the workplace



Management by origin 
number 

 Hungary 1

 France 2

 Czech Republic 5

 UK 5

 Slovakia 6

 Russian Federation 15

 Italy 16

 Turkey 19 

 Poland 31 

 South Africa 56

 Austria 59

 Other nationalities 149
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We support all employees to fulfil their career 
ambitions during and after maternity/paternity 
leave, offering guidance, training and flexible 
working packages to help them return to their roles. 
Some operations support or provide child day-care 
programmes and facilities.

As of the end of 2019:
Number of 
employees

%  
female

Taking parental leave across 
our significant locations

278 61%

Returned from 
parental leave

205 48%

Remained in Mondi’s 
employment 12 months 
after their return from 
parental leave

204 48%

We offer inter-cultural training to embed and 
promote cultural diversity and, where needed, 
provide cultural training and local coaches for 
employees posted to new countries. We also offer 
language training via Busuu’s language learning 
app and provide non-verbal safety videos, which 
demonstrate safe behaviour in a visually easy to 
understand form.

Employment and training opportunities
Mondi uses employment and training opportunities 
to develop a diverse workforce that is fit for the 
future. Talent management and development 
initiatives include training modules such as 
‘Intercultural diversity and competence’, designed 
to enhance the understanding of the benefits of 
diversity for the business. Other initiatives include 
mentoring and newly launched reverse mentoring, 
development programmes and flexible working 
practices to support diversity and employee 
integration across the business.

Our leadership and training programmes promote 
gender diversity. ‘Success management’ training 
focuses on supporting career strategies for all 
genders and the ‘Empower yourself’ programme 
offers career support to women. In some locations, 
targeted training supports young female employees 
in planning their careers and balancing professional 
and personal goals. We provide mentoring 
opportunities for all genders (see page 40). 

Fairness and diversity in the workplace

Embedding  
Diversity & Inclusion 
in our businesses

We launched our D&I taskforce – a cross-business, cross-
functional team – in 2018 to help shape and embed our 
approach to managing D&I across the Group. In 2019, it made 
good progress across a number of areas.

Communication and good practice sharing: D&I news, 
blogs and best-practice articles were shared on our intranet, 
planetmondi, and we published a guide to gender-inclusive 
language now rolling out across our operations. Some of our 
operations, such as Świecie (Poland), Ružomberok (Slovakia), 
and Hilm and Korneuburg (Austria), have run their own 
D&I workshops.

People development: We developed and piloted ‘Conscious 
Inclusion’ training with our group executive and operational 
committees. Several leadership teams have now undergone 
the training, which will be rolled out in 2020 as part of  
The Mondi Academy curriculum for teams. 

We also initiated ‘reverse mentoring’ to enable leadership 
teams to benefit from exposure to junior employees outside 
of their usual circles, developing awareness of the challenges 
they may face, the unique value they bring, and what they 
expect from leaders in the organisation (see page 40).

Strategy and leadership: We reviewed ‘Inspire’, our cultural 
framework, to assess its fitness to foster an inclusive 
environment. While we found D&I already present in 
our cultural framework, we identified opportunities to 
enable greater inclusion through our culture. We also 
analysed performance, governance structure, employee 
assessment and engagement tools, and the indicators that 
we can currently monitor. Key challenges include a lack of 
sufficient data, limited visibility of the barriers to D&I, and 
limited evidence of the effectiveness of D&I measures and 
interventions. We have begun to develop smart targets to 
strengthen our measurement and monitoring. The taskforce 
will continue to work with the business in 2020 to further 
progress our D&I journey.

At our Group office in Vienna, we have 
partnered with myAbility, a social business which 
brings together companies and people with 
disabilities to foster more inclusive workplaces. 
Through the myAbility talent programme, highly 
qualified students shadow our employees, 
raising awareness among Mondi employees 
and enabling the students to gain first-
hand experience and contacts to help their 
future careers.
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