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People

Our values

Agfa owes its success to its people and builds its future on the competences, passion, creativity and  
commitment of all its teams.
For this reason, our first commitment is towards our own employees and their families, striving to be the best 
possible employer by creating a safe, caring, inspiring and inclusive work environment with equal opportunities 
to thrive and grow. This also encompasses the corporate cultural values we promote as a company: our drive  
to achieve results, learning on a company level, listening to our customers and being market-driven.
Secondly, our efforts are towards society at large, helping our customers to improve quality and efficiency  
of patients’ care, with their well-being at the center of the innovations of our healthcare activities.

Our policies

Our values are reflected in the Group’s Code of Conduct (CoC). To support the translation of the CoC into clear 
day-to-day processes, we rely on a series of policies and corporate guidelines, both at global and local level. 
Not listed in order of priority, here are some examples of the policies we rely on for the topics addressed in  
this chapter: 
 · Corporate Safety, Health & Environment (SH&E) policy;
 · HR Recruitment policy;
 · Global Learning & Development policy;
 · Compensation & Job evaluation policy.

Scope of the data reported and reporting process

Unless stated otherwise, the quantitative data reported for the sections under ‘People’ cover all Agfa Group  
entities, i.e. manufacturing sites worldwide, administrative facilities and sales organizations. Individuals that have 
an employment contract with Agfa, including contracts with an in-active (temporarily suspended) status are in 
scope. Outsourced activities, external consultants, temporary staff hired from employment agencies (or on  
payroll of the agency) are excluded from the data scope.

The quantitative data reported in the section on ‘Diversity & Inclusion’ are globally collected by the HR  
department, using a single source SAP database to centralize the information. An internal report is generated 
monthly to monitor changes.

The quantitative data reported in the section on ‘Health & Safety’ are gathered by the SH&E global department 
based in Agfa’s head office. Each manufacturing site is responsible for its own data submission to HQ and the 
format of reporting varies depending on the type of data reported – more information is provided in the  
dedicated section. 
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2021 in a snapshot

In short, 2021 was the year of the acceleration, where ambition was translated into concrete actions and bold 
plans for the future. 

While sustainability has always been a part of Agfa’s DNA, traditionally the efforts to systematically include 
sustainability priorities in the business strategy have been mainly addressed at team and divisional level. In 2020 
we focused on building an overall corporate approach to frame and coordinate projects, resources and targets 
setting between different geographies and departments. While the continued impacts of the COVID-19 worldwide 
pandemic demanded flexibility in planning and extreme resilience from all our teams, in 2021 we continued to work 
on translating corporate objectives into concrete actions and the main focus regarding our people was to:  

 · Continue ensuring safety for all our workers during the global COVID-19 crisis;
 · Support our people’s managers by continuing providing tools and resources to coach and support team  
members, emphasizing empathy and resilience. This included launching – completely virtually – our  
New Leaders Track for 17 people newly become people managers;

 · Prepare for the ‘future of work’, as hybrid meetings, learning and events remained an integral part of our work 
and will be a way to appeal to a wider talent and stakeholders’ pool; 

 · Roll out a series of initiatives to progress on our 2025 targets for key areas, such as safety in operations and 
Diversity & Inclusion; 

 · Ensure visibility across the organization for key topics, as well as refining processes and define data (sharing) 
needs to work more efficiently; 

 · Set up a reliable data management process to gather and regularly share internally the data needed to  
monitor progress towards our 2025 targets on Diversity & Inclusion and Safety in the workplace.

To serve society at large in 2021 we:
 · Kept supporting healthcare frontline workers by providing specific configurations in our solutions support;
 · Continued working on our initiatives #countonus and #strongertogether to support customers worldwide in 
facing challenging work conditions;  

 · Launched a series of services to further improve our solutions portfolio, to address even better the needs for 
digitalization and efficiency, e.g. the artificial intelligence program SMART XR for radiology workflow and the 
new web technology in Enterprise Imaging for remote diagnostic imaging. 

by 2025, 

15% women 

in high management positions

Our goal? To ensure a safe, inspiring, diverse and inclusive work 
environment, with equal opportunities to thrive and grow!

People remained our 

No.1 priority 
during COVID-19:

#safetyfirst #countonus #strongertogether

accidents with 
minimum  

one day lost  
versus  

target -50% by 2025 

-19%
Getting ready for the future of work: 
Average hours learning per employee  

(per year online)

+47% 
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1. Health and safety

Relevance and boundaries
General Health & Safety (S&H) management, including occupational safety and industrial hygiene, is the series 
of processes set in place to prevent work related injuries and accidents, monitor and evaluate employees’ po-
tential exposure to any hazard, both physical and psychological, and ensure proper identification and corrective 
actions in those cases where preventive measures fail.
The health and safety of our employees are paramount for us. We consider it a moral obligation to provide 
everyone with work conditions that ensure safety at all times. Furthermore, all employees should take respon-
sibility for their own safety and that of their colleagues and guests. Unsafe behavior is immediately addressed, 
also with regard to visitors, contractors and suppliers: safe working is an absolute must in order to be allowed 
to work at and with Agfa.
In addition to safety, we consider important and dedicate attention to all those aspects of people’s health that 
can be influenced by work conditions, e.g. ergonomics, illness prevention, healthy life style, … 

Our management approach
The activities around S&H management are built on the basis of our Corporate Safety, Health and Environment 
(SH&E) policy. Each division appoints a SH&E Manager who contributes to the roll-out and evaluation of the 
policy and objectives and is member of the Corporate SH&E Management Committee.
At least every three years the SH&E Management Committee re-evaluates the corporate policy, its organiza-
tion, management system and objectives. Every manager guarantees that every comment will be followed up 
to prevent it from recurring. The SH&E Management Committee also monitors the constant development of 
legislation worldwide regarding safety & health in our sites.
The local management of our sites is then responsible for implementing the Corporate SH&E policy and for 
complying with the local legislation that is applicable to the operation of the manufacturing site itself, under the 
coordination of the plant SH&E coordinator. To ensure the highest standards, we have different policies in place 
at each site, including contractors and subcontractors wherever relevant. The focus of the different policies is 
defined at local level, both on the basis of the specific local and national legal requirements and on the type of 
operations carried out at each plant.

Full compliance with such standards begins with ‘soft’ measures to ensure a high level of safety awareness from 
the first moment anyone steps foot in our premises, e.g. user-friendly guidelines that are easy for everyone to 
follow. Then, we have strict protocols and control mechanisms in place to ensure the prevention of workplace 
accidents and work-related injuries, as well as proper care in those cases where they occur. Depending on the 
specific operations at each Agfa plant, we also ensure adequate monitoring and prevention of potential workers 
and visitors’ exposure to chemicals.
Agfa’s local policies are made available to all employees in the local language(s) and local training programs are 
in place.

In addition to Agfa’s specific policies, the Brazilian site in Suzano, the German one in Wiesbaden and the  
Chinese one in Wuxi (Printing) are certified OHSAS 18001.

Material topic: Employees health and safety

The way Agfa ensures the health and safety of its human capital, starting with general health and safety  
management, including occupational safety and industrial hygiene.
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Observation rounds on the work floor in particular are the main instrument to closely examine activities and 
surroundings and to detect unsafe situations and conditions. 
Adequate reporting of occurrences is key to ensure adequate follow up and, where needed, to report accidents 
to the authorities according to national and local legislation. The cause of each reported incident, near-accident 
and accident is investigated so that the most adequate corrective measures can be implemented. Important 
matters are immediately communicated to all sites as a SH&E alarm and learning point. 
As part of S&H measures we address also those aspects of people’s health that can be influenced by work con-
ditions. For instance, providing training for the correct set up of the work space considering ergonomics, advice 
on how to keep active and have a healthy life style or medical check-ups at some of our plants.  

Mental health
Mental health is also essential when preserving the health of our employees. In this regard, activities to monitor 
and address any concern are defined at local level, depending on the local government bodies supporting such 
programs and the specificity of the potential threats that differ based on the operations carried out at each site.
For our Belgian sites we run a survey every five years that allows us to monitor the mental well-being of our 
employees. This survey is completed by all our employees and serves to understand their perception of working 
conditions, communication and all other aspects that cause stress situations. Based on this survey, specific 
actions are defined to address the improvement areas identified.
In some other countries, e.g. Agfa HealthCare UK and Ireland, Nordics, Netherlands and North America, we 
run employee engagement surveys that give us valuable insights in our people’s mental well-being and areas of 
potential risk.
Psychological assistance targeting this particular pandemic period was also envisaged in some cases. 

Our target(s)
With a vision to get to zero accidents, we have set a target to reduce by 50% the number of accidents with  
minimum one day lost by 2025 (compared to the 2019 baseline).

Our indicators
1. Frequency rate (Fg) of reportable accidents for Agfa employees 

Frequency rate = (Number of accidents / Performance hours) * 1,000,000
2. Frequency rate (Fg) of accidents with minimum one lost working day 

Frequency rate = (Number of accidents / hours worked) * 1,000,000
3. Number of accidents with minimum one lost working day
4. Degree of severity of accidents involving minimum one lost working day 

Degree of severity = (Number of working days lost / hours worked) * 1,000

By definition a reportable accident is an accident that must be reported to the authorities according to national 
and/or local legislation. Unfortunately, the legislation reporting requirements may differ widely in the different 
countries where Agfa operates and, therefore, there is no universal definition of a reportable accident.  
This is why we decided to refer to the frequency of these accidents and we used a generic definition to create a 
coherent indicator.

Scope for these indicators: the quantitative data reported cover solely manufacturing operations. 

Our 2021 performance and activities
The focus in 2021 was to increase safety at all levels of operations, while managing the COVID-19 impacts. Our 
people safety was the number one priority in the course of the pandemic, and we kept implementing all the 
necessary safety measures and adjustments to our way of working (more details in the next section). At the same 
time, we worked on improving Health & Safety for all: 

 · We continued to analyze the root causes of the accidents across all our manufacturing sites to learn  
from those with the lowest occurrences what measures have the most impact. This led to piloting the  
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6-S methodology (Sort, Set in Order, Shine and Inspect, Standardize, Sustain, Safety) for two pilot projects in 
Mortsel, on the example of the Mississauga site (Canada). The 6-S process is a lean approach to space man-
agement that helps creating a safe and efficient workplace and maximizing value-added work. 

 · We kicked off a ‘Brain Based Safety’ initiative for our maintenance and services team in Mortsel, which has 
historically been one of those recording a high number of accidents. The initiative, which will be further rolled 
out in 2022, builds on neuroscience to deliver coaching that addresses the human behavior as root cause of 
work related accidents. 

 · We worked on the harmonization of incidents reporting worldwide, to ensure we always have all data at hand 
to carry out appropriate corrective actions. 

 · We introduced a new notification process for accidents to give these occurrences more visibility to the man-
agement and increase accidents’ investigation and follow-up.

 · We increased overall communication to work on accidents prevention by raising awareness about potentially 
dangerous situations, e.g. using our newsletters and internal communication channels. 

As a result of these efforts, the frequency of reportable accidents has decreased in 2021, both compared to last 
year and to when we first started tracking this value, almost reaching the absolute minimum ever recorded for 
the Group. 

The results also confirm that we are on the right trajectory to halve the accidents with minimum one working 
day lost by 2025 since they already decreased by 19% in 2021 compared to the 2019 baseline (1). 
The frequency rate and severity rate of reportable accidents with minimum one working day lost, instead, 
increased in 2021 compared to previous reporting years. These higher figures are due to the combination of 
two factors, i.e. some accidents with particularly long recovery periods and a lower number of total hours worked 
(approximately -4.5% compared to 2020 and -19% compared to the baseline year 2019).

2012 2013 2014 2015 2016 2017 2018 2020 20212019

 Number of accidents with minimum one lost working day
 Frequency rate of reportable accidents involving minimum one lost working day 
 Severity rate of reportable accidents involving minimum one lost working day

5.79 5.76 5.65

4.64

5.85
5.28

4.35
3.51

5.025.14
0.196

0.144 0.147

0.092
0.139 0.131

0.096 0.079

0.1450.118

4849
5255

42
34

38

22
30

39

3.05

2012

3.21

2013

2.88

2014

1.66

2015

1.83

2016

1.89

2017

1.15

2018

2.40

2020

1.17

2021

2.03

2019

  Frequency rate of reportable accidents 

(1) The progress is measured by comparing the number of accidents occurred in 2021 with the 2019 share of accidents occurred in 
the same sites that are still today part of the Group. This is why the reported progress is 19% and not 21% (resulting from comparing 
2021 with total number of accidents in 2019). 59
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Given all the considerations and data reported above, we can report that the overall long term trend is still 
declining and we are proud that several plants succeeded in having zero accidents with lost time, some plants 
for several years in a row. Nevertheless, programs to further reduce accidents are and will continue running at 
all locations. Planning and executing observation rounds remains the key instrument to spot potentially unsafe 
situations and prevent accidents and injuries from happening. 

Our commitment for the future

S&H constitutes for us our moral license to operate. Hence, we’ll continue investing in keeping a high level of 
awareness and focus on preventive measures that avoid any physical or psychological harm to our people.
To achieve our target on reducing the number of accidents with minimum one lost working day, we will contin-
ue reinforcing safety programs and education in sites with the highest number of accidents. As of 2022, we will 
analyze the impact of the 6-S program roll out in Mortsel and – if successful in reducing the occurrences of dan-
gerous or potentially dangerous situations – we will extend it to other departments beyond the piloted ones. 
We will also keep getting ready for the future of work, which will entail more hybrid work and the need for 
more virtual interaction on many levels, not only on the ways to maintain high level of attention, but also on 
the ways accidents prevention trainings are given, update of procedures, acting on ergonomics, checking in 
on mental well-being of people, …

2021: COVID-19 continued impacts

In 2021, the COVID-19 pandemic continued to be part of a ‘new normal’, not only being a health threat, but 
keeping causing massive disruption to our families, societies and economies all over the world. Building on the 
learnings of 2020, we are glad to say that this situation confirmed our ability to adapt as a company.

In continuing to manage this challenge, our number one concern has always been to protect the safety and 
health of our employees, our clients, our partners and our communities.

To this extent, we kept monitoring the evolution of the COVID-19 outbreak on a global, regional and local scale 
via a centralized corporate COVID Task Force. We kept following the recommendations of the World Health 
Organization (WHO) and other relevant international guidelines, next to local and regional government ones.
We have regularly and clearly informed our people on the measures to be implemented at the workplace to 
reduce the spread of the pandemic, while working with our social partners to limit as much as possible the eco-
nomic repercussion on our people. Psychological support was also made available in certain cases. 

We are glad that also in 2021 we succeeded in avoiding any major outbreaks at our premises.

If safety management measures were essential to safely running operations that are linked to manufacturing, 
as of 2020, we have accelerated our digitalization in all those areas where this was possible. To prepare for the 
future of work, we defined Post-Pandemic Global Guidelines on Hybrid Working. This went hand in hand with 
engaging virtually or in a hybrid way with our customers, via virtual demos or running virtual exhibitions, sup-
porting them remotely, etc., ... Our project implementations have also moved to virtual in most cases.

Although teams will continue to work together, working away from each other on a long term and continued 
basis, can bring challenges that need to be addressed. To support our teams to succeed in their shift to hybrid 
working, we kept building their competencies and new behaviors. We provided a series of resources and 
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trainings on a spectrum of topics, from the increase of resilience and remote team management strategies to 
optimization of ergonomics, …

In addition to the impacts for our teams, the COVID-19 outbreak has kept posing enormous efficiency and pro-
ductivity challenges for our customers and it has placed extraordinary pressure on healthcare providers. Hence, 
we had to radically adapt our way of interacting and caring for our value chain. 
This is the spirit that led to #CountOnUs and #StrongerTogether, two initiatives focusing on supporting care 
providers by sharing customer cases, tips and know-how. 

#CountOnUs
This is the Radiology Solutions division’s initiative to co-create and enable practical responses to the COVID-19 
crisis. It started as a message of support and solidarity to our customers and, as the pandemic spread, it 
evolved into a pragmatic, holistic approach to finding simple, practical solutions to exceptional problems. The 
pandemic created demand for an unprecedented volume of images, to be made by busy professionals, wearing 
bulky PPE, while keeping imaging units properly disinfected. We saw that we could help by increasing capacity 
and productivity!

In the context of this initiative we have supported our customers worldwide to get faster and more accurate 
X-ray images to battle the COVID-19 pandemic. We helped them by sharing successes, learnings and best prac-
tices to continue delivering high quality healthcare in challenging conditions. We are proud we have been  
an enabler for our customers.  

#StrongerTogether
As a healthcare IT partner, Agfa HealthCare is deeply committed to support care providers and the communi-
ties they serve, in addressing current COVID-19 challenges. Under the hashtag #StrongerTogether, the division 
shares how its customers are making use of its software to efficiently triage, report and collaborate on  
COVID-19 cases across quarantine lines.

In addition, specific configurations are being designed together with care providers. Those are subsequently 
published on the division’s website, so that others can benefit as well. From COVID-19 specific priority work-
lists and tools that allow home reporting and regional collaboration to solutions in collaboration with Microsoft, 
DELL and Barco, Agfa HealthCare’s focus is on supporting its clients during these challenging times.

Agfa for the community
We are part of the communities where our operations are set and where our employees live. This is why we 
always dedicate time and resources to engage with them, to inform them about what we do, answer questions, 
listen to suggestions and ideas, and, above al, to make sure we do have a positive impact wherever possible. In 
normal times we do this by organizing physical meetings where we can meet the community, and in these last 
two years we used alternative communication channels, such as magazines  or letters.  
 
In addition to transparent communication and proactive engagement to understand what concerns shall  
be addressed, we try to provide concrete support whenever possible, via monetary or materials/ 
equipment donations. 
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2. Employee development and engagement

Governance 
While details for each process are provided in the sections beneath, the general management and key  
responsibilities for these topics fall under the remit of the department of Human Resources, due to its key  
role in the different stages of engagement with employees.
Several Global and Regional HR Business Partners build, maintain and develop the relationship with the  
senior leaders/managers and employees and act as point of contact for management, while being involved in 
important business decisions.
All HR business partners convene annually at the Annual Global HR Meeting to set department objectives, 
review progresses and policies and share best practices. Monthly check-in ensures through follow-up and  
exchange in the course of the year.
As we have entered into a comprehensive transformation journey, strengthening our Human Resources  
expertise is a top priority for the Group to help us put our people at the center of our transformation. This is  
why in September 2021 the HR department was strengthened by the appointment of a Chief Human  
Resources Officer, who is now also a member of the Executive Committee.
In 2021, we carried out for the first time a third party rating of our sustainability performance via EcoVadis to 
benchmark our practices towards the best in class, obtaining a bronze medal. In addition to the rating of our 
current performance, the outcome of the EcoVadis assessment provided a list of recommendations for poten-
tial improvements that we are already addressing, including those for processes in the areas of health, safety, 
labor and human rights. We will use the feedback received to continuously improve our processes and related 
performance indicators. 

Material topic: Employee Well-Being,  
Human Capital and Learning & Development

The way Agfa ensures the well-being of its people, going beyond health and safety and considering  
broader working conditions, work-life balance and promoting an inclusive culture.  

This includes – without being limited to – all initiatives and programs that foster diversity  
and inclusion, belonging and engagement, talent management, work-life balance and remuneration.

 “The transformation of Agfa is not about processes and operating models. 
It is about our people, culture and purpose. It’s about creating an envi-
ronment where our people feel they belong, where they can be their best 
self and be emotionally invested to deliver on Agfa’s promise to society, 
customers and shareholders.” 

gunther koch, chief humAn resources officer. 
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Diversity & Inclusion

Diversity at work means employing a workforce that reflects the society in which it exists and operates.  
For Agfa, diversity means the variety of all the characteristics that make individuals unique, including gender, 
race, age, way of thinking, education and so forth. Inclusion refers to the culture and the work environment  
set up that makes everyone feel welcome and where diversity is an element of strength.

Relevance and boundaries
We strive to create a work environment that is safe, inspiring and inclusive, with equal opportunities to thrive 
and grow by creating a climate of trust, tolerance and openness. We believe that diversity and, above all  
inclusion and integration of such diversity, is a key factor to succeed in this vision. Agfa’s corporate culture 
further aims to promote a caring environment, where people are connected to the company and experience a 
sense of belonging, a safe psychological space where belonging can flourish.
Agfa is active in more than 100 countries and has its own production centers, R&D centers and sales  
organizations in more than 40 countries. At Agfa, employees of 81 nationalities, with different backgrounds, 
personalities and visions work together every day. This diversity enriches the organization as it is the engine  
of Agfa’s performance, innovation and overall culture.

tHInKInG
stYles

Job Level

Culture

Language

RACE

Physical 
abilities

Perspectives

Ethnicity

Gender

Experiences

Sexual
orientation

Religion

sKIlls

Age

Nationality

Our management approach
Agfa has policies and procedures in place to ensure the implementation of its vision. Since 2003, the Agfa Board 
of Directors implemented a policy of equal employment opportunities and it stands behind a zero-discrimination 
policy in which there is no room for discrimination on the grounds of race, religion, political opinion, color,  
gender, age, nationality, disability or any other legally unacceptable classification. This commitment is part of 
Agfa’s Corporate Governance Charter under ‘Appendix A: Code of Conduct’ and is detailed in Agfa’s Diversity 
Charter. Both documents can be consulted on Agfa’s website: www.agfa.com/investorrelations.

In the Diversity Charter, Agfa commits to the following:
 · Apply the non-discrimination principle in all its forms and for all phases of life at Agfa, i.e. recruitment,  
promotion, … ;

 · Educate management and employees to enable them to deal with the challenges related to D&I;
 · Actively address all kinds of discrimination.
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This charter is fully endorsed by Agfa’s management. Together with the social partners, the management is fully 
committed to actively support it. Agfa also expects that all its employees respect the rights and individualities 
of all individuals.

In addition to the behavior expected by the employees, Agfa’s management processes are designed in a way 
that the employees are selected, hired, assigned, trained, promoted, transferred, dismissed and compensated 
on the basis of their abilities and qualities without discrimination of any kind.
To support the translation of these principles into clear day-to-day processes, there are a series of local activities 
and processes in place. On the one hand this ensures that we comply with any specific local requirement, on the 
other hand this allows us to take into account the specificity of a particular plant population in terms of most 
relevant aspects of D&I and in terms of maturity of the policies in place as the starting point.
As an example, the approach that we have in place regarding Diversity & Inclusion in our site in the USA,  
where approximately 13% of our people work, is the result of a series of different processes in place, be it on 
recruitment, be it for the approach to life @Agfa.

 · As part of the Small Business Subcontracting Plan (SBA), our US plant is expected to dedicate part of  
its budgeted annual sales spending to Small Businesses that are diversely owned, e.g. veteran-owned or 
women-owned.

 · Beyond the traditional platforms to advertise our vacancies, we utilize several additional tools, for instance:
 · America’s Job Exchange – site 100% focused in diversity recruitment and is compliant with the Office of  
Federal Contract Compliance Programs;

 · Handshake – virtual career center used by colleges and universities across the country,
 · In February of every year, we contact social service type agencies around the US asking them to advertise  
a diverse pool of candidates in case we have positions open.

 · To encourage Accessibility, for every job vacancy posted for Agfa Corp and Agfa US Corp we provide easy 
ways to apply to facilitate, for instance, applications from people with disabilities.

 · We encourage celebrations of monthly heritage according to the national calendar to ensure everyone  
feels welcome and respected.

Our target(s)
With a commitment to work on the different elements part of a D&I vision, we focused on gender balance as the 
first area to set targets. By 2025, we aim to have as part of our Group: 
1. 50% women on recruitment and;
2. 15% women in high management positions (level 0, 1 and 2).

Our indicators on Employee Well-being, Human Capital and Learning & Development
1. Total % man/woman workforce
2. % Man/woman per job category
3. % Man/woman in new hires
4. Employees by age group
5. Employees by nationality
6. Average salary/managerial level

Our 2021 performance and activities
Since we are committed to diversity and inclusion in its broad meaning, i.e. in terms of culture, ethnicity, 
socio-economic status, age, gender, … related activities are not dealt with in a silo, but are embedded in the 
different organizational processes described in this chapter. We also acknowledge that in the organization there 
is currently room for improvement, this is why our management decided to focus on D&I as one of the priorities 
for action in the sustainability roadmap in the years to come.
To make such strategy actionable in such a broad field, it was decided to tackle first the gender diversity area, 
defining quantitative targets and a concrete action plan. For Agfa, this involves recruiting among a balanced 
candidate pool for every vacancy and, above all, to increase retention and improve satisfaction of employees, 
while also foster diversity within decision making roles.
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In 2021 we set in motion a series of activities to reach our targets, fully aware that quantitative results would 
only be visible over time, due to the nature of the topic. We organize our activities around five pillars: 

EMBED

Focusing on the integration of corporate objectives in teams' objectives and having robust data  
management in place, by regularly reporting to the management on progress on the targets but 
also creating a D&I coordination group to regularly align on activities and working together.

EMPOWER
Focus on understanding the needs of current workforce and bridge gaps identified for women to 
climb the ladder and provide the right tools and training internally to address these topics.

ATTRACT
Make sure that our vacancies get the adequate visibility to a broad set of candidates, by using 
non stereotyped wording, diverse promotional material and platforms for publication and  
making sure that our career webpage properly portrays life @Agfa.

SPONSOR
Engaging at local level to develop future talents, e.g. working with schools and supporting 
STEM initiatives.  

SHARE Increase visibility of these topics both internally and externally, e.g. creating dedicated communi-
cation material for our social networks and giving visibility to this topic in our newsletter.

As a result of our continuous actions, especially on social media, we have been nominated by LinkedIn for a 
Talent Award in Belgium. The award is recognizing the best talent acquisition teams attracting and cultivating 
talent and who have made a positive impact on the talent community of LinkedIn.
In parallel to these actions focused on gender, we started identifying areas for future action and made sure that 
the training and communication would address the broader scope of D&I. Already as of 2015, the composition 
of the Board of Directors (BoD) complies with the legal obligations relating to gender diversity as provided by 
the Belgian law of July 28, 2011. More information regarding diversity for the BoD can be found in the Corporate 
Governance Statement.
Regarding the progress on the whole workforce, beneath is the summary of our global 2021 performance. 
For the purpose of reporting on D&I, we have divided the category of high management functions into two 
groups. The channels to reach, retain and motivate these two groups are different and, therefore, it is more 
practical to monitor our performance separately to understand the impact of our activities.

Headcount/management level
2018 2019 2020 2021

Woman Man Woman Man Woman Man Woman Man

Non-management 24% 76% 25% 75% 24% 76% 24% 76%

Low management 21% 79% 22% 78% 22% 78% 23% 77%

Middle management 15% 85% 15% 85% 16% 84% 17% 83%

High management (level 2) 9% 91% 9% 91% 10% 90% 10% 90%

High management (level 1 and 0) 6% 94% 12% 88% 15% 85% 13% 87%

TOTAL 23% 77% 24% 76% 23% 77% 23% 77%
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Percentage of man/woman employees on recruitment

 Woman employees    Man employees

71.56%

28.44%

2016

72.37%

27.63%

2017

69.29%

30.71%

2018

66.54%

33.46%

2020

69.12%

30.88%

2021

65.72%

34.28%

2019

Percentage of new employees by age group

≤20 21-30 31-40 41-50 51-60 61-70 70<

2015 3.96% 35.32% 29.39% 17.63% 10.81% 2.32% 0.13%

2016 4.36% 33.03% 31.97% 20.29% 8.97% 1.00% 0.00%

2017 5.16% 34.69% 32.57% 16.78% 8.93% 1.25% 0.00%

2018 3.54% 33.79% 31.66% 18.81% 9.77% 1.85% 0.10%

2019 6.85% 36.34% 29.88% 16.98% 8.50% 1.10% 0.32%

2020 2.92% 33.27% 32.68% 18.48% 11.28% 1.36% - 

2021 3.33% 36.49% 30.18% 16.84% 10.53% 2.11% 0.53%

Regardless of the different actions in place, in 2021 there was a decrease in the percentage of women in new 
hires as well as a slight decrease of the percentage of women in high management positions. 

The results are not going in the direction we are striving for and are to be attributed to a combination of 
reasons. Some challenges are specific to our organization, as we operate in a tech/industry sector which is 
male-dominated and, especially in 2021, we hired for a significant number of vacancies in manufacturing and 
male oriented business positions, e.g. sales, service, applications ... Other barriers are, instead, common to the 
market, specifically a proven worldwide female talent shortage and the undesired effect of the COVID-19 pan-
demic, which has shown the inequality still existing in our society, where women have been far more impacted 
by homeworking and homeschooling during the pandemic. 

In light of these considerations, in 2021 we have reviewed these first targets and decided that maintaining this 
level of efforts and ambition is the right way to address the existing gaps. 

Remuneration policies and practices

Relevance and boundaries
Employing people is a long-term strategic investment. Global organizations still experience competition in 
recruiting and retaining staff. Therefore, Agfa considers market conform remuneration packages as a tool to 
attract the best talents on the market. Furthermore, to support our overall commitments regarding Diversity & 
Inclusion, we apply non-discriminatory remuneration.

Our management approach
For our Board of Directors and our Executive Management, the remuneration policy in place is described in our 
Corporate Governance Charter and criteria are set by the Nomination and Remuneration Committee. The goal 
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of the policy is to ensure that qualified and expert professionals can be recruited, retained and motivated, taking 
into account the nature and scope of their individual responsibilities.

For the workforce, we have a global compensation policy in place, which ensures that salaries are in line with the 
market, fair and consistently defined across different geographies. The policy is built on the principle that Agfa 
is committed to Pay for Performance and – on this basis – the individual employee’s remuneration is based on 
the following parameters:
 · Criticality of position and scarcity of skills on the market;
 · Performance and expertise in role;
 · Future potential of the employee;
 · External (market) benchmark;
 · Internal benchmark, i.e. salaries of peers.

As a reference salary for our employees, we use a Total Target Cash level which is on average at the 50th per-
centile of the market.
A variable salary is an important part of the salary package. The amount of this variable part depends on the 
results of the respective division and region and on the individual performance, as defined in the Global Bonus 
Plan. For sales and service staff, the variable part is linked to specific targets in a ‘Sales Incentive Plan’ or a ‘Ser-
vice Incentive Plan.’ The Executive Committee validates the funding ratio, the regional distribution and the final 
distribution of individual performance ratings.

In addition to the salary, we strive to offer competitive as well as cost-efficient short-term and long-term 
benefits as part of the individual packages. The most important benefits are a pension plan, life insurance and 
medical cost insurance.

Depending on local rules and customs, which can significantly vary, benefits could include a company car or 
additional representation costs.

Our 2021 performance and activities
The table below gives an overview of the ratio average salary/management level between women and man 
employees for the last years.

These figures should be interpreted with caution as they do not include the number of years of experience in a 
particular position, the country of employment and seniority. However, it is the intention to make an additional 
analysis and to further focus on gender-neutral remuneration.

Average salary/ 
management level

2018 2019 2020 2021

Woman Man Woman Man Woman Man Woman Man

Non-management 90% 103% 89% 104% 88% 104% 88% 104%

Low management 94% 102% 93% 102% 93% 102% 93% 102%

Middle management 93% 101% 94% 101% 96% 101% 97% 101%

High management (level 2) 92% 101% 97% 100% 106% 99% 106% 99%

High management (level 1 and 0) 73% 102% 70% 104% 73% 105% 72% 104%

TOTAL 87% 104% 87% 104% 87% 104% 87% 104%

To evaluate our management approach, we can rely on strict legislative requirements in place. In fact, the 
Belgian government requires that a gender wages report is submitted to the national workers’ council every two 
years. This ensures that data on this aspect are regularly reviewed by an external party.
In 2021, we revised the Global Bonus Plan to better link divisional and group parameters with the new 2021 
group reorganized structure. The high-level principles on which the plan is based remain the same. 
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Work-life balance

Relevance and boundaries
Agfa strives for a good work-life balance for all its employees. This balance entails much more than just the ra-
tio between work hours and private time. How much someone likes his or her job – and how much satisfaction 
(s)he derives from it – is at least as important. The fact that many governments have recently raised the retire-
ment age also has a major impact on the well-being of employees. We are convinced that people with a good 
work-life balance are less often sick, have less stress and feel more engaged. It is also important to acknowl-
edge that the right balance can be different for everyone and that people’s needs may change over time.

Our management approach
Agfa has a series of measures in place that are meant to strive for the best possible work-life balance:

 · flexible working hours, where possible;
 · part-time work options;
 · working from home;
 · thematic leave such as parental leave.

Agfa conducts awareness-raising campaigns that encourage people to work and live more healthily and consciously.
A cornerstone of this approach is the Finnish professor Ilmarinen’s House of Work Capacity model, which pays 
a lot of attention to the work-life balance and takes numerous measures to support the achievement of this 
balance. Within the framework of the House of Work Capacity, a minimum of three information sessions are 
organized each year in which themes relating to well-being at work, such as stress management, are explained.

Our 2021 performance and activities
2021 was a challenging year, putting to the test our ability to adapt to work remotely on a long term basis and/or 
in a very different environment than usual. Having colleagues joining new teams remotely and interacting with 
our stakeholders in new ways. 
In the course of 2021, we structured our approach to telework creating Agfa’s Post-Pandemic Global Guidelines 
on Hybrid Working to provide the framework for eligibility, scheduling, arrangements and expectations. A hybrid 
model involves a renewed set of key characteristics and behaviours from both managers and employees to be 
successful. This is why we placed particular emphasis in developing these capabilities via training (more details 
in the next section). 

Career guidance, performance and talent management

The processes of career guidance, performance and talent management are those processes implemented to 
ensure that each individual can thrive within Agfa and can make the best use of its potential to grow and con-
tribute to the overall company performance.

In particular:
 · Career guidance is the facilitation of the employee in exploring their interests, talents and experiences in 
order to identify possible career opportunities. The focus is on career change, personal development and 
possible other career-related issues.

 · Performance management is a framework to ensure that employees continuously receive formal and in-
formal feedback on their performance against a number of agreed targets, on both the ‘what’ and the ‘how’ 
these targets have been achieved. It entails setting targets for development and evaluation aimed at  
achieving the company’s strategy and objectives through employee performance.

 · Talent management is about how to attract, retain and engage the right people, at all levels of the organiza-
tion. It entails defining the competencies that Agfa needs (and will need) to grow successfully and identifying 
the existing potential in the company or when expanding on the labor market.
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Relevance and boundaries
A skilled workforce and agile organization are essential for the continued success of our business. Failure to 
attract, develop and retain and engage talents to satisfy current and future needs of the business would hinder 
our performance.

Therefore, Agfa’s HR policies foresee a number of processes linked to the employee life cycle. An employee’s 
career can be divided into different phases: recruitment and introduction, career evolution and end-of-career.
Competence management, performance management, continuous training and development opportunities, fair 
and competitive remuneration and constructive feedback are essential elements in each of these phases.
Many employees will make more career moves in the future than was traditionally the case. A job-fit employee 
is therefore necessary in order to remain professionally employable. To this end, Agfa is strongly committed to 
support its workforce throughout all these phases.

Our management approach
Career guidance
An internal career coach is assigned to help to understand the strengths and weaknesses of the employee, what 
is important for the employee in his or her work and life and in future career opportunities that lie ahead. The 
most important goal is to give employees confidence in themselves and in their professional future.

Performance management
Agfa introduced FeedForward as a Performance Management Framework in 2018 to focus on coaching and 
development rather than solely on evaluating performance. Our FeedForward framework provides guidance  
and coaching tips for people managers and their employees to have value-driven conversations focusing on  
goal progress, feedback and personal development.
This creates a more flexible performance culture in which both manager and employee play an active role:
 · setting meaningful and result-oriented objectives;
 · continuously clarifying expectations and redirecting objectives;
 · giving, asking and exchanging feedback to improve performance;
 · maintaining a dialogue on development.

Talent management
2021 saw a shift in strategy with a focus on an integrated talent management approach. People Managers 
globally participate in the annual People Review process to proactively identify core talents in the organization, 

recruitment

Offboarding

compensation 
& Benefits

Onboarding

People Review

Development

Competency
Management

Performance 
Management
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select development actions such as job rotation, soft skills training for the year and plan succession and career 
mapping steps. Our HR business partners and HR managers are trained annually on rolling out this review 
and coaching people managers through this process. The results to a large extent determine the action plan 
for development actions and programs for the rest of the calendar year and are followed up centrally by Talent 
Development for each business division and corporate center. Specific learning communities such as New  
Leaders (recently or soon to be promoted people managers) for example are then invited to a mandatory 
12-month leadership track. It further nominates key talents per region, i.e. employees who show the potential 
to take on roles with a broader scope and which are usually on Agfa’s succession bench for wider roles. These 
Regional Talent Programs focus on acquiring the skills, knowledge and practice in building a concrete business 
case within a nine-month track which is then presented to the regional leadership teams. Clear outcomes are 
visibility of participants to management, better project management, business case and presentation skills  
for participants. 

The bi-annual Strategic Talent Review process is a global process in which senior managers are asked to identify 
key competencies for their department for the future, draw up succession planning for key positions and list 
high potentials.

Employee development is an integral part of performance management. The employee and the manager must 
identify the personal development objectives. These support the achievement of short-term objectives and the 
achievement of long-term personal career expectations. To a certain extent, financial rewards for employees are 
based on the results of the performance management process.

Our 2021 performance and activities
In 2021 we kept supporting people’s managers through another challenging year by providing online resources 
to coach and support team members, emphasizing empathy, mental well-being and resilience. Our efforts led to 
an exponential increase in access to virtual collaboration courses.

We also rolled out – completely virtually – the New Leaders Track for 17 people newly become people managers 
and we offered a 360 feedback survey to all participants from the 2020 New Leaders Track. 360 feedback is a 
possible learning action arising from annual People Review process and in 2020 the HR community was retrained 
on interpreting reports, accompanying and coaching participants. This tool is used to provide insights on how one 
is perceived in one’s own role benchmarked against Hudson, in this case for junior leader competencies.

To support a more agile and business-driven approach, a digital and new Virtual Development Centre (VDC) 
model, based on Hudson competencies, replaced the old model in 2021. After being nominated by a line manager 
or HR Business Partner, employees are prepared via the VDC for new or broader roles, with a targeted develop-
ment track based on outcomes. The pool of participants in VDCs is global and centrally managed by Talent  
Development, which makes it now possible to benchmark our employees’ performance in a more transparent way. 

In 2021, we also increasingly digitalized our coaching tools and instruments which will as of 2022 be primarily 
offered directly to employees through the corporate intranet and the online learning platform Percipio; already 
90% of all training in 2021 shifted online. This is to underline and support digital learning driven by learner  
accountability and learn anywhere anytime approach. 

Learning & Development

Relevance and boundaries
We are convinced that continuous learning and development are essential for individual and organizational 
growth: at Agfa learning is a mindset. The question is not what roles employees can be prepared for now but 
how can we shift thinking so that employees are ready and able to succeed in whatever roles emerge ahead. 
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With this in mind, Agfa continuously seeks the right balance between attracting competencies from outside  
the company, developing internal competencies and increasing the overall employability of the employees by 
encouraging online successful career transitions and mobility. Learning and development is the natural lever to 
increase the employability of our employees.
Each employee must therefore be able to further develop their unique capabilities and skills or to acquire new 
and advanced skills and knowledge.

Our management approach
Different roles require different skills and Agfa wants to equip its workforce with flexible skill-sets which pro-
mote success in a dynamic and complex environment. For this reason, we offer a wide range of internal, exter-
nal and web-based learning and development tools in technical, business and soft skills related areas. Examples 
of such soft skills training tools are sales excellence programs, which promote a customer centric approach to 
business via workshops on methodology and also mentoring to improve the quality of visits with customers. 
The basis to define learning and development tracks, eligibility, accountability both for managers and employ-
ees, are set in the Global Learning and Development Policy. This policy is complemented by local and divisional 
programs tailored to the needs of our teams. Employee development plans are aligned with competence man-
agement and integrated into the FeedForward framework.

The Agfa Talent Development team pursues the ADDIE approach to training, which stands for the five  
stages of a development process: Analysis, Design, Development, Implementation, and Evaluation. The 
ADDIE model relies on each stage being done in the given order but with a focus on reflection and iteration. 
The model offers a streamlined, focused approach that provides feedback for continuous improvement.

Our indicators
1. Average hours learning per employee per year online (* per employees with computer access)  

on the Percipio platform
2. Completed development tracks online via Percipio as an average of platform users

Our 2021 performance and activities
Learning & development is key to support the achievement of the objectives in all areas of the organization 
SDGs and each new project should always be supported by adequate training.
To address the continuation of COVID restraints, we sought new ways to connect with our employees to enrich 
their employee experience, learning networks and connect them more closely to Agfa. 

For new hires we pursued a three step strategy: 
1. We invited new hires to an online ‘Welcome to Agfa’ channel, which contains global resources, e.g. relevant 

information on processes and good to knows  198 new joiners accessed this channel in 2021!  
2. Virtual webinars were held every six weeks for new hires around the globe to give them the opportunity to 

network with each other virtually  six sessions for 95 new hires were held in 2021! 
3. We organized follow-up webinars to become familiar with our online platform Percipio and learning offerings 

at Agfa. 

For all employees with computer access, we developed a global newsletter that was published every quarter.  
Each newsletter focused on a specific topic, skill or competency flagged as a priority from the business and 
included a video interview with an Agfa leader or specialist, an online self-assessment module as well as  
additional learning resources on this topic. The purpose is to promote a learning culture, increase the uptake of 
digital learning and growth mindset where own accountability is stressed and self-reflection and self-awareness 
becomes a reflex. 

71

AgfA-gevAert – AnnuAl report 2021



people

The topics addresses in 2021 were: resilience, change mindset, diversity and inclusion, focus. 

To react in a flexible way to business demands, ‘learning bites’ (60 minute sessions) were rolled out on demand 
to leadership teams on topics like ‘Working Across Generations’, ‘Motivating Hybrid Workers’, ‘Communicating 
During COVID’ to approximately 100 employees. 

Thanks to digital learning, driven by learner accountability and learn anywhere anytime approach, we saw an 
overall increase in the uptake of digitalized learning content. For instance, for the employees having access to 
the Percipio platform: 
1. The number of users who accessed the platform increased by 55% from 2019 to 2021; 
2. The amount of courses completed has increased from 747 in 2019 to 11,182 in 2021, with a completion rate of 

33% as opposed to a rate of 28% for similar sized global companies (SkillSoft, Jan 2022);
3. The number of people seeking certification online doubled, with Service Management, Six Sigma,  

Project Management, Microsoft and Oracle remaining popular.

We also saw an increase in the average hours learning per employee per year online.

1.35

2020

1.99

2021

0.94

2019

  hours

Average hours learning per employee per year online

Note: Figure refers to employees using our Percipio platform, which does not cover colleagues part of Healthcare IT division, representing 17.3% 

of the total employees. A complete set of data will be developed for the future.

In addition to training of our own people, we worked with different universities and schools and continued  
offering internships to students in 2021.

72



Our commitment for the future on Employee Well-Being, Human Capital  
and Learning & Development
At Agfa, we are committed to create a caring, inspiring and inclusive work environment with equal opportu-
nities to thrive and grow.
To translate this commitment into actionable and measurable performance indicators, we developed a  
corporate sustainability strategy and we started setting corporate targets. The ambition of the strategy and  
the scope of the targets will certainly broaden in the coming years.

We started by setting specific targets on gender equality by 2025. To achieve them, we will continue focus-
ing on reinforcing or creating specific actions around women’s mentoring, adapting our hiring policies and 
leveraging partnerships that can empower both our women employees and their allies.
This global commitment, will be supported by concrete regional and divisional objectives, which will be set 
in the coming years on the basis of the business strategy of the Group and on the specific impact that each 
team can harness.
In 2022, we will also develop an action plan to better structure our approach to other aspects of relevance in 
the scope of D&I beyond gender. 

We are also strongly committed to developing our people and, in fact, SDG 4 on ‘Quality Education’ is one 
of the key SDGs for Agfa. To this end we benchmark Key Success Factors for Learning and Development 
annually to empower our people with the skills to succeed in the (digital) future world of work. We aim to 
increase the number of completed development tracks online and to keep addressing the learning needs of 
our people and of the business. In 2022, four Regional Talent programs for HQ/EMEA, NAFTA, ASPAC and 
LATAM will be rolled out.

STEM projects – building a sustainable future educating the scientists and technicians of tomorrow

We believe that education, with a long-term perspective, is one of the keys to succeed in building a better  
future. This is why we support several Science, Technology, Engineering and Mathematics (STEM) projects  
and related initiatives:

Science, Technology, Engineering and Mathematics (STEM) – Charter, Belgium:  
http://stemcharter.be/charter.php
We participate as a STEM ambassador, acknowledging the importance of STEM in our current and future  
society and stimulating the passion and interest for STEM educations and professions.

STEMfluencer, via essenscia Vlaanderen and Vlajo:
We are proud participants of this new project launched in 2021, where STEM professionals (< 35) teach one or 
several classes in the 1st and 2nd year of high school.

Dual learning, via essenscia, Belgium: 
https://www.essenscia.be/prioriteiten/talent/duaal-leren/
Dual learning was launched in 2017 to train students for jobs in the chemical industry by providing relevant 
internships. We have been offering such opportunities and guiding several students over the last years.
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3. Respect for human rights

Material topic: Respect for human rights

How Agfa ensures that working conditions of its employees and of its partners in the  
value chain are in line with international standards.  

Human rights are the basic rights that form the foundation of freedom, justice and peace,  
and that apply universally and equally to all countries (UN, Universal Declaration of Human Rights).

Relevance and boundaries
At Agfa, we consider respect of human rights as the moral imperative to our license to operate as a business. 
Moreover, we believe that everyone has the right to be treated with respect, care and dignity. Therefore, Agfa 
operates in full compliance with all binding legal provisions applying to our market segments in all locations and 
with the general provisions of the Universal Declaration of Human Rights.
In this spirit, Agfa also respects the right of its employees to organize themselves in trade unions and other 
organizations that represent the rights of employees in their relationship with Agfa as an employer.
We also expect our suppliers to follow the same standards and adhere to the same high-level commitment we 
set for ourselves.
The adherence to such values is considered as the basis upon which all other policies and processes are set up 
and as the minimum standard to be complemented by voluntary measures wherever necessary.

Our management approach
Agfa’s employees Code of Conduct (CoC)
According to the Group’s CoC, all employees working at Agfa are expected to act in accordance with the highest 
standards of ethical conduct and integrity and in full compliance with all applicable laws of each jurisdiction in 
which the Company transact business.

In addition to the behavior expected by the employees, Agfa’s management processes are designed in a way 
that the employees are selected, hired, assigned, trained, promoted, transferred, dismissed and compensated 
on the basis of their abilities and qualities without discrimination on the basis of race, color, religion, political 
opinion, gender, age or nationality. Furthermore, the CoC prohibits:

 · discrimination against any qualified employee or applicant on the grounds of physical or mental disability or 
of his or her status as an invalid;

 · to grant or refuse a job or a promotion for the purpose of providing or refusing sexual favors;
 · to commit sexual harassment.

Agfa’s employees are obliged to respect the rights and peculiarities of all individuals in order to create a working 
environment in which each employee is able to fully develop himself/herself individually.
Consultants and contracting parties operating with the Company are also required to respect the CoC.

In addition to the strict application of the CoC, most of Agfa’s subsidiaries have established a formal system to 
support employees who wish to report problems such as harassment, discrimination or conflicts of interest.
Agfa’s employees can at any time submit any question or complaint via email, phone or letter to their immediate 
superior or to the Group Compliance Office. Complaints and questions are handled in a systematic and confi-
dential manner by the Group Compliance Office; specialized and independent contact people may be appointed 
for specific topics covered by the CoC in accordance with local regulation, e.g. a contact person within HR for 
specific HR related matters.
In 2021, we carried out for the first time a third party rating of our sustainability performance via EcoVadis to 
benchmark our practices towards the best in class, obtaining a bronze medal. In addition to the rating of our 
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current performance, the outcome of the EcoVadis assessment provided a list of recommendations for potential 
improvements that we are already addressing, including those for processes in the areas of labor and human 
rights and sustainable procurement. We will use the feedback received to continuously improve our processes 
and related performance indicators. 

Freedom of association and collective bargaining agreements
In each country where it operates, Agfa enters into dialogue with employee representatives. In most countries, 
works councils represent the employees. At European level, a European Works Council is in place; it is led by 
one member of our Management Committee and it is composed of representatives of the different business 
divisions in Europe and of union representatives from different countries and divisions. It meets at least twice  
a year to receive updates about the progresses of the different corporate activities and information of the  
different business divisions.

For some categories of workers, and depending on the local legislation, at national level there are also some 
collective bargaining agreements in place, where Agfa agrees with Labor Unions and regularly (re)negotiates the 
contractual conditions for the represented categories. All the existing collective agreements are made available 
to all employees via the relevant internal sharing platforms, e.g. the intranet, or upon request to HR.

Supply Chain
As an organization, we are part of an ecosystem, where suppliers are essential for providing our own products 
and services to the market. In addition to risks related to ensuring the continuity of the business (see pages 
251-252), having close relationships with suppliers means that their performance impacts ours, and that their 
reputation can have an impact on that of our company, thus increasing our own reputation risk. This is why we 
expect our suppliers to adhere to the same sustainability standards. Since 2012, we strive to have all our suppli-
ers contractually agreeing to our Agfa Supplier Code of Conduct. This is certainly the case for our key and core 
suppliers, i.e. Tier 1 and Tier 2; representing approximately 30% of our total spend.

The Supplier CoC is available on our corporate website and it contains requirements in the field of compliance 
to the laws of the applicable legal systems, of maintaining compliance systems and of the suppliers’ capacity 
of demonstrating a satisfactory record of compliance with the laws and widely accepted forms of fairness and 
human decency in their conduct. The covered areas are:
 · prohibition of corruption & bribery;
 · no unfair business practices;
 · anti-discrimination;
 · no harsh or inhumane treatment;
 · freely chosen employment and prohibition of child labor;
 · freedom of association & collective bargaining;
 · fair working hours, fair wages & benefits;
 · health & safety of employees;
 · environmental protection;
 · supply chain security (AEO and CT-PAT).

The Agfa Supplier CoC is part of our key suppliers’ contracts and is a condition to enter into business.  
Agfa Purchasing Department ensures that suppliers sign the CoC.

Our performance in 2021 and our commitment for the future
In 2021, 100% of the contracts signed by key and core suppliers included the Agfa Supplier of CoC (100% in 
2020). Key and core suppliers represented in 2021 32% of our total spend.
Respect of human rights is for us the moral imperative to our license to operate as a business. This will continue  
to be one of the key pillars of the work we do, to define the partnerships we are going to engage in and the  
priorities of our business strategy in the future.
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