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With approximately 26,000 employees across more than  
30 countries, our ambition is to provide an employee experience  
that inspires and empowers a global workforce to deliver our 
Group strategy. Engaging and motivating our people to reach  
their full potential and providing opportunities for their personal 
and professional development ensures our business continues  
to grow and succeed.

1 https://www.bitc.org.uk/employment/
2 http://www.cepi.org/publication/future-skills-paper-industry

A skilled 
and committed  
workforce

Our strategic SDGs and targets

SDG 8 Decent work and economic growth
 e Target 8.6 By 2020, substantially reduce 
the proportion of youth not in employment, 
education or training

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

Why is this important to our stakeholders? Why is this important to Mondi? 
 e Creating meaningful employment is one of the most 
significant ways that business contributes to the livelihoods 
of individuals and communities1

 e Today’s socially conscious employees want purposeful, 
rewarding careers that contribute social, economic and 
environmental value

 e Stakeholders expect business to contribute to employment, 
skills and technical capacity directly and through 
supply chains 

 e Europe’s pulp and paper sector has seen fewer young 
people joining its workforce in recent years;2 strong employer 
branding is integral to attracting and retaining new talent

 e Skilled employees enhance our human capital and contribute 
to improved performance. We depend on a talented and 
agile workforce to continue to lead and innovate against a 
backdrop of changing technologies, business models and the 
drive for sustainability 

 e Engaging and inspiring our employees boosts productivity 
and increases our appeal to those who seek purposeful work

Discover how we are…
 e Acting on the outcomes of the employee survey to become 
the employer of choice in all our markets

 e Enhancing employee skills and digital learning across 
the Group

 e Using mentoring to develop our people and become a more 
inclusive and diverse workplace

What’s next?
 e Analyse the feedback from the global employee survey 
commissioned in March 2020 and develop action plans to 
address the findings

 e Continue to roll out and enhance digital learning tools to 
improve the coverage, depth, accessibility and convenience 
of training for all employees

Our commitment to 2020 2019 performance in brief Status

Engage with our people to create  
a better workplace

Action was taken across the Group in  
response to the 2018 employee survey

A new employee survey conducted  
in March 2020

For links to all other SDGs, see the full SDG index
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Employee 
engagement 
Employee engagement is integral to 
our culture and to creating an inspiring 
workplace where people feel valued and 
included. Providing a strong employee 
experience, supported by open, two-
way communication, positions Mondi 
as an attractive employer to current 
and future employees.

‘Inspire’ – the Mondi Way 
Our cultural development programme ‘Inspire’ 
drives our people to live by Mondi’s three 
core values – performance, care and integrity. 
‘Inspire’ is the lens through which we consider 
all our HR processes, engagement and 
development mechanisms. 

Listening to our employees
Our group-wide employee survey enables us to 
better understand employee views so we can 
consider them in strategy and decision-making. 

Following our most recent employee survey  
in March 2020, we will report in more detail on 
the outcomes and actions in our 2020 report. 
Our previous employee survey was carried out 
in 2018. 

Detailed outcomes of our 2018 survey  
can be found on pages 48-49 of our  
2018 Sustainable Development report 

Examples of progress made across the Group in response to the survey include:

Employee feedback Some of our actions in response

Mondi could do more  
to show caring for our 
general wellbeing

We expanded our Employee Assistance Programme (EAP) – a 24-hour free and confidential phone 
counselling service which can be accessed by around 20,000 employees and their families across 14 
countries. Similar programmes are also in place in South Africa and the US.

Mondi could do more 
to support our career 
development and create 
a culture of learning

The Mondi Academy introduced free online learning tools that enable employees to enhance their 
skills and knowledge at their convenience. They include:

 e Busuu – a language learning app;
 e Bookboon – a library of more than 800 downloadable ebooks; and
 e Academy Talks – a video series featuring Mondi experts. 

We launched FlexiFeedback in December 2018 so that employees can benefit from continuous, timely 
feedback on their leadership behaviours (see page 38). From 2020, e-learning opportunities for a large 
range of topics will be offered to employees.

Mondi could do more  
to foster a culture of 
recognition

Our Containerboard and Kraft Paper businesses piloted a new recognition programme called ‘You 
Make Mondi’ through which employees can recognise each other using a dedicated card to write a 
meaningful, personal message about an individual’s contribution. The initiative will be rolled out to 
other parts of the business in 2020. 

We share the detailed results of our group-wide employee survey for each business and location to  
allow for targeted action planning. We also support local operations to develop their response by sharing 
best practice and through a new guide to ‘Employee survey action planning and workshop design’. 

Read how our operations in Russia are delivering positive 
results for employee engagement and collaboration in 
response to the 2018 employee survey on page 40

Mondi Štětí mill visit

Facilitating two-way communication 
at Mondi Gronau 
Our 2018 employee survey found that employees at 
Mondi Gronau in Germany felt there was a lack of 
personal communication with the plant’s leadership,  
and they did not feel well informed as a result. In response, 
managers introduced the ‘shift dialogue’, a once-a-month 
event for each shift (totalling 23 dialogues per month) 
during which employees and leaders meet face-to-face, 
guided by the division manager. There is a brief review 
and outlook led by the shift leader followed by open 
questions and dialogue. Each dialogue is attended on a 
rotating basis by the Managing Director, Financial Director, 
Operations Director or Head of HR of the plant so that 
employees’ questions on management and strategy can 
be answered by a senior plant leader.

“ We appreciate these 
regular discussions  
to address questions  
or concerns in person.  
It’s time well spent  
for all of us.” 
Erwin Lüch,  
Forklift Driver, Internal  
Material Logistics

https://fr.zone-secure.net/-/Mondi_Group_Sustainable_Development_report_2018/-/#page=1
https://fr.zone-secure.net/-/Mondi_Group_Sustainable_Development_report_2018/-/#page=1
https://fr.zone-secure.net/-/Mondi_Group_Sustainable_Development_report_2018/-/#page=1
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Making a Difference Day 
Making a Difference Day 365 (MADD) is our 
annual group-wide initiative that engages people 
to take personal action and to improve our safety, 
health and sustainability performance. In 2019, we 
celebrated our tenth annual MADD with a focus on:

 e mobile equipment workplace  
transport safety;
 e hearing protection;
 e mental wellbeing;
 e water and wastewater  
management;
 e waste management;
 e environmental incidents  
and complaints; and
 e the Good Life Goals (see left).

Transparency, assessment 
and feedback 
Annual- and mid-year Performance and 
Development Reviews (PDRs) are an opportunity for 
employees and their managers to reflect on individual 
performance and set personal development goals. 
The PDR process includes all office employees 
and production employees with a leadership role 
including team leaders, plant foremen and shift 
leaders. In 2019, around 9,000 employees had access 
to our online PDR system, with approximately 5,900 
having completed their PDR in the system.*

We use a variety of 360° feedback tools to enable 
people to better understand their behaviours and 
areas for improvement.

 e Senior leaders and line managers with at least 
three direct reports receive anonymous 360° 
feedback every three years from direct reports 
and colleagues

 e New leaders receive 360° feedback around six 
to eight months after appointment, with the 
focus on their behaviour in the new role, their 
understanding of the business and engagement 
with employees 

 e Other employees can access regular 360° 
feedback. In total, 803 employees received 360° 
feedback in 2019 (2018: 604)

 e 360° SHE feedback targets the safety 
performance of first-line managers. Since 2018, 
711 employees have received this feedback

 e FlexiFeedback allows managers and employees 
to select questions and receive feedback in 
a quick and flexible way, fostering an open, 
appreciative and transparent feedback culture 
that promotes continuous personal development. 

In 2019, we adjusted the 360° feedback’s  
questions and evaluation criteria to support 
our Diversity & Inclusion (D&I) journey. 
Questions explore respect for diversity in the 
organisation, communication with diverse 
audiences and adaptation to cultural norms. 

We use external independent assessment to 
inform employees’ development, strengthen 
our culture and support succession planning. 
These assessments look at targeted skills, 
personality traits, strengths and development areas. 
They focus on the strategic skills needed to move 
up the organisational structure and help us identify 
the right fit for each employee and position.

Pulse check surveys
In between our global employee surveys, we 
conduct pulse check surveys at our larger mills  
to track progress of actions. We conducted  
one such survey at parts of our North American 
paper bags operations in 2019 to follow up on 
the actions arising from the 2018 employee 
survey and to get employee feedback on the 
sales restructuring recently conducted in those 
operations. Employees provided positive feedback 
on their work giving them purpose and a sense  
of responsibility, and having sufficient authority to 
do their job well. Development areas were reward  
and recognition, feedback and collaboration. 
The results will be addressed in 2020. 

Integration surveys
We carry out integration surveys of newly  
acquired businesses to gather feedback 
on the integration process and strengthen 
engagement. Surveys are conducted by 
an external partner and all employees and 
the central integration project team are 
invited to participate. We completed the 
integration surveys for our most recent 
acquisitions in 2018.

Onboarding surveys
To support our ambition of providing a positive 
employee experience from the outset, we introduced 
onboarding surveys in 2019. These are designed to 
help us learn about new hires’ onboarding experience 
to improve our processes. In 2019, 138 new hires 
were surveyed across five operations - Monterrey 
(Mexico), Jackson (US), Korneuburg (Austria), our 
Group Office in Vienna (Austria) and Syktyvkar 
(Russia). The results included positive feedback 
on friendly welcome, working atmosphere, safety 
training and accessibility of people; and room for 
improvement on equipment and IT preparation, 
department-specific information, opportunity to visit 
the plant and a more structured onboarding.

Inspiring people to Live the Good Life
Our Good Life Goals campaign laid out 85 ways people  
can contribute to the UN SDGs. We encouraged employees 
to make a personal commitment to ‘live the good life’ and 
help make the SDGs a reality. The campaign continued 
for 17 weeks with a different Good Life Goal in focus each 
week. The campaign materials – including videos, post cards, 
posters and social media communications – were translated 
into 11 languages. Everyone was invited to share their own 
videos showcasing their personal action on the topic of  
their choice. We shared videos of employee commitments  
on planetmondi, which included changing to a plant-based 
diet, cycling instead of driving to work, conserving water  
and making more conscious purchasing decisions such  
as sustainable fashion. 

“ The Good Life Goals 
aim to bridge the gap 
between the UN SDGs 
and the sustainable 
lifestyles movement. 
By linking each SDG 
with sustainable 
behaviours we can  
each make choices  
to contribute to 
a better world.” 
Susan Brunner,  
Senior Sustainability  
Positioning Manager

* These figures show the PDR-relevant employees with  
digital access to the PDR system and the total number  
of completed PDRs as at 31 December 2019. In addition 
to the use of digital PDRs, which is currently not mandatory 
at Mondi, other PDRs across the Group are completed 
manually or in alternative local systems



Coverage of safety in training hours
%  

 Safety-focused training 47

 Other training 53

PerformanceMondi Group  
Sustainable Development report 2019 Action AreasOverview39

A skilled and committed workforce

Training and 
development 
By enhancing the skills of our people, 
we support them to realise their potential 
and develop an agile workforce that is 
capable of meeting our business needs 
in a changing environment.

We create targeted programmes to develop 
employee skills and we plan skills acquisition 
that equips our employees to meet our strategic 
targets. Our employee induction includes 
training related to the business, its strategic 
value drivers, products and our approach to 
sustainable development. Performance and career 
development reviews support the personal growth 
of employees and contribute to skills management 
and the development of human capital within 
Mondi. For those facing retirement, confidence 
and quality of work relations is improved by 
the knowledge that they are supported in their 
transition from work to retirement.

We have designed specific training to empower 
employees and support diversity, particularly 
gender diversity (see page 44). Employees in sales 
and marketing roles, and others that may come 
into contact with competitors, annually complete 
competition compliance training which also covers 
Group organisational policies and business integrity. 
We have extended this training in 2019 to include 
sustainability policies, with special emphasis on our 
labour and human rights policy. 

Digital transformation
We have begun our digital transformation 
journey to use data to improve our processes 
and support our people. This includes simplifying 
tasks, providing expertise and instructions where 
required, enabling proactive rather than reactive 
measures, developing skills that will help people 
secure quality jobs, and adding value to quality and 
efficiency of processes and outputs. 

Examples include using digital Standard Operating 
Procedures to onboard employees, applying 
augmented reality for training on the use of 
machinery, enabling predictive maintenance to 
reduce downtime and costs, and predictive quality 
measures using soft sensors to fix problems 
before large quantities of sub-quality products are 
produced and subsequently wasted. For Mondi, 
digital transformation is not about cutting jobs –  
it is about freeing up people’s time to enable 

human creativity and innovation, and reduce stress. 
Ultimately, our employees will be better equipped 
for the job market of tomorrow with digital 
skills that will be necessary across all industries 
and markets. 

The Mondi Academy
The Mondi Academy is our global learning hub. 
It provides business-related training programmes 
for leaders, line managers and employees through 
group-wide training networks and local academies 
(currently in Czech Republic, Poland, Russia, 
Slovakia, and South Africa). It develops customised 
programmes with an emphasis on global topics 
and leadership. The Mondi Academy International, 
based in Vienna, conducted 135 seminars and 
programmes in 2019.

The Mondi Academy increasingly focuses on 
providing digital learning tools, launching the 
Digital Bootcamps in 2019 to support employees 
in developing their digital skills. With the introduction 
of the Learning Management System, new 
e-learning content is under development for  
Mondi employees globally.

Group-wide training*

2018 2019 Discussion/rationale

Employee and contractor time devoted 
to training and development

819,200 hours 801,900

Average training per employee per year 31 hours 31 hours

Hours of general safety training 267,028 hours 306,771 hours

Hours of critical safety training 59,995 hours 69,836 hours

Proportion of training dedicated to safety 
and health issues

40% 47%

Relevant employees completing competition 
compliance training

2,865 3,096 Since it was extended to include a 
sustainability module at the end of  
2019, 181 employees have been trained,  
including 27 in German, 87 in Polish,  
47 in Hungarian and 20 in English.

* Including new acquisitions

Mondi Academy
Total employees  

attending training
% 

Women

Local academies 2018 2019 2018 2019

Mondi Academy International 1,196 1,420 26% 33%

Czech Republic 570 558 24% 33%

Poland 218 506 40% 37%

Russia 2.391 2,161 N/A 52%

Slovakia 4,652 4,020 15% 20%

South Africa 452 260 23% 23%
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Developing leaders from within 
We focus on developing high performing and mobile 
employees, many of whom have worked for us in 
different geographical and cultural contexts. We enhance 
their leadership skills through dedicated development 
centres. In 2019, six such events were attended by 58 
participants, 19% of who were female. We also offer 
behavioural assessments for managers, employees and 
our sales force to tailor their personal development to 
best meet their individual character and needs.

Digital learning
In step with Mondi’s digital transformation, we are 
enabling flexible learning – when our employees 
need it, and on the go. This new way of learning 
is tailored to the needs of the employee and the 
business. We support the individual learning journey 
of each employee by providing diverse learning 
opportunities. These are continually refined based on 
business needs, employee feedback, best-practice 
and new technologies. New programmes include 
‘Design Thinking’ and ‘Agile Leadership’ workshops 
and SCRUM3 courses. E-learning, with a large 
portfolio of learning content, and the Mondi e-library, 
further support lifelong learning. 

Conscious inclusion training
We introduced ‘Conscious inclusion’ training in 2019 
to support our D&I ambitions. It is designed to enable 
employees and management to become more 
mindful of their unconscious perspectives and biases, 
and to equip them with practical actions they can 
take to create a more inclusive environment at work. 
The training is on offer to all employees and is especially 
targeted at management and teams. It was piloted by 
Group Executive and Operational Committees in 2019. 
Several leadership teams have now completed the 
training, with more sessions planned in 2020 as part of 
Mondi Academy curriculum for teams.

Mentoring and coaching 
Our mentoring programme connects senior leaders 
and cultural role models with more junior employees 
to focus on managerial, technical and cultural topics. 
It facilitates sharing of knowledge and personal 
experiences through a one-to-one relationship 
in a risk-free environment. Mentoring boosts 
professional and internal networks and bridges gaps 
between groups and functions. It is important to 
the development and career progression of both 
mentees and mentors. Mentoring is now available to 
all employees in management and leadership roles 
and additional employee groups. Mentors receive 
regular training to improve their mentoring skills and 
we are working to raise awareness of the value of 
mentoring among employees. 

We also offer coaching to develop people’s 
interpersonal, cultural and work/life balance skills 
and to support people in adapting to new roles, 
work environments and challenges. Our coaching 
programme is delivered by a network of 
external coaches.

Reverse mentoring
We launched a ‘reverse mentoring’ programme in 2019, 
pairing 13 early-career employees with 13 senior leaders 
for the first year of the programme. Reverse mentoring 
exposes senior leaders to employees outside of 
their usual circles so they can better understand 
the challenges they may face, the unique value they 
bring and what they expect from leaders. For the less 
experienced employees, exposure to experienced 
leaders brings first-hand understanding of leadership, 
communication and digital transformation, among 
other topics. Reverse mentoring enables the sharing 
of different individual approaches in a trustful and 
confidential atmosphere, fostering inclusion and  
cross-generational camaraderie, improving professional 
and personal networks and providing positive role 
models within the company. 

A skilled and committed workforce

Promoting collaboration, support  
and recognition in Russia
Mondi directly employs over 5,000 people in its operations 
in Russia. Across many locations, actions taken in response 
to the 2018 employee survey are improving the employee 
experience with positive results. 

At Mondi Syktyvkar, the 2018 survey highlighted a need to 
improve communication and collaboration across different 
parts of the business. ‘Working holidays’ were launched 
to allow colleagues from one part of the business to tour 
another and learn about what they do. Through job-
shadowing, employees share knowledge, experience and 
best-practices. 

Mondi Syktyvkar also identified a need to give special support 
to new employees to ensure they work safely. In their first year 
of employment, people now benefit from a safety campaign 
that includes a special logo on their clothing and helmets to 
encourage more experienced colleagues to support them 
with safety tips and instructions.

Flexible packaging plant, Mondi Aramil, held workshops 
and formed a social committee to consider how to improve 
their employee experience.

3 SCRUM is a process framework used to manage product 
development and other knowledge work

“  As a new employee, 
I wore a t-shirt with  
a special logo for more 
than half a year and  
it really helped. I was 
free to ask questions  
and learn and people 
were tolerant and  
paid attention.”
Danil Bogdanovich,  
Mechanic Repairman  
at Mondi Syktyvkar

The first point of action was to improve the canteen. 
After an internal audit and a local follow-up employee 
survey, improvements delivered include a greater and 
healthier variety and quality of food and better service. 

Mondi Aramil has taken the idea of the ‘working 
holiday’ a step further, developing a multi-skills training 
programme which enables people to develop the skills 
they need to fulfil more than one role. This means 
employees can switch between departments, boosting 
collaboration, career development and flexibility to 
meet Aramil’s business needs.

For packaging films plant Mondi Pereslavl, low employee 
morale was highlighted by the 2018 employee survey. 
Management has focused on improving the employee 
experience through new recognition and appreciation 
incentives that support a caring culture and recognise 
and reward employee achievements. Pereslavl has found 
that most of these actions do not require substantial 
funds, but rather a refinement of existing processes 
and a cultural change towards transparency, care and 
support that is already delivering positive results for 
employee engagement.
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