
degree of severiTy of aCCidenTs wiTh 
minimum one working day losT

-28%  compared to 2021

 

1 task force
set up to further reduce the  

number of accidents

32.8%  

women share in all new hires of permanent positions

geTTing ready for The fuTure of work:

Almost  17 hours per employee training 

online (average in 2022)

Our goal? To ensure a safe,  
inspiring, diverse and inclusive  
work environment, with equal  
opportunities to thrive and grow
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Focus on 
  our people
Our ambition

Agfa owes its success to its people and builds its future on the competences, passion, 

creativity and commitment of all of its teams. People are the engine of everything 

we do, therefore providing a safe, caring, inspiring and inclusive work environment 

with equal opportunities to thrive and grow is key to progress in a sustainable way. 

This is the vision we want to encompass in our corporate culture: promoting our 

ability to learn from each other at a company level, listening to our customers and 

being market-driven to achieve results. We want to positively impact the health 

and well-being of our employees by ensuring supportive working conditions, but 

also that of people externally by helping them evolve towards digital solutions, 

energy transition and qualitative patient care through our offerings.

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 poli-

cies and corporate guidelines, both at global and local level.  In 2022, our Corpora-

te Safety, Health & Environment (SH&E) policy, HR Recruitment policy, Global 

Learning & Development policy, Compensation & Job Evaluation policy, have all 

been consolidated under our overarching Sustainability Management Policy and 

Diversity, Equality & Inclusion policy. 
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Latin America 

NAFTA

13.6%

Europe

65.5%

Asia
Oceania

Africa

15.1%

5.8%

NUMBER OF EMPLOYEES

A totAl of

 in 2022 or 6,688 

full-time equivalents

 6,936 

EMPLOYEES PER CORPORATE FUNCTION

EMPLOYEES PER REGION

ALLOCATION OF EMPLOYEES

(1) General & Administration 15.5% 
(2) Logistics & Supply chain 3.8% 
(3) Manufacturing 31.5% 
(4) Research & Development 12.7% 
(5) Sales 15.1%
(6) Service 21.4%

(1) Offset Solutions 19.9%
(2) HealthCare IT 17.1%
(3) Digital Print & Chemicals 10.1%
(4) Radiology Solutions 15.2%
(5) Executive Management 0.1%
(6) Support services 37.6%

(1)

(3)

(4)

(5)

(6)
(2) (1)

(2)

(3)

(4)

(6)

(5)

(1)

(2)

(3)

(4)

(6)

We are Agfa

52



 76.8%  23.2% 

Workforce Management Positions

 78.5%  21.5% 

EMPLOYEES BY AGE GROUP

Recruitment

 67.2%  32.8% 

AGFA HAS 83 NATIONALITIES - The Top 5 are:

585
employees

AMERICAN

756
employees

GERMAN

2,343 
employees

BELGIAN

409 

employees

CHINESE

331
employees

BRITISH

Female Female FemaleMale Male Male

<20 

0.3% 

41-50 

25.4% 

21-30 

6.6% 

51-60 

39.5% 

31-40 

16.6% 

61-70 

11.5% 

70<

0.1%
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2022 at Agfa 

in a snapshot
Since 2020, we have been focused on building an overall corporate approach to frame and 

coordinate projects, resources and targets between different geographies and departments 

and translate them into concrete actions. 2022 has been a year of consolidation, where we 

maintained our focus on key topics such as health & safety and learning & development. 

This year, a significant part of our effort has also been put into finding ways to better under-

stand our people’s expectations and develop a corporate culture of Diversity, Equality & In-

clusion. This was mainly driven with the creation of a Global Diversity, Equality & Inclusion 

Council and three Employee Resource Groups working on gender equality, ethnicity and 

collaboration across generations, as well as the launch of the first Agfa-wide engagement 

survey as a tool to monitor our company’s culture and well-being. 

Almost 70% of the company’s staff participated in the survey, which was already a great en-

gagement marker, and more than 18,500 individual comments were received. It has been an 

opportunity to celebrate what we are doing particularly well, while learning where opportu-

nities lie to make things better. 

There were some very positive messages in the results, such as the fact that people are, in 

general, proud to work for Agfa.  Staff feel they can be autonomous, know what they need to 

do to carry out their work properly, and can see how their work contributes to Agfa overall.  

Also worth celebrating is that we scored quite favorably with regards to diversity, equality 

and inclusion.

The general engagement score for the company however, which showed 58% favorability, is 

15 percentage points lower than the external benchmark (73%) and therefore there will be 

work to be done to listen to concerns and improve. We are therefore taking a deeper dive 

into the engagement survey results to implement a two-pronged approach of overall com-

pany-level actions, paired with grass-roots actions within teams to create visible results to 

help increase engagement across the company.

Also of note was that engagement varied to quite an important extent depending on site, 

country, age, grade and other demographic markers, so this is also something that we will be 

looking at in closer detail so as to maximize the impact of remedial actions.
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1. Employee Well-Being, Human Capital and Learning
& Development 

Governance

While details for each process are provided in the sections beneath, the general manage-

ment and key responsibilities for these topics fall under the remit of the Human Resources 

department due to its key role in the different stages of engagement with employees.

Several Global and Regional HR Business Partners build, maintain and develop relation-

ships with senior leaders/managers and employees and act as a point of contact for man-

agement, while being involved in important business decisions. Monthly check-ins ensure 

thorough follow-up and exchange over the course of the year.

As we have entered into a comprehensive transformation journey, strengthening our Hu-

man Resources expertise is a top priority for the Group to help us put our people at the cen-

ter of our transformation. This is why, since September 2021, our Chief Human Resources 

Officer Gunther Koch is also a member of the Executive Management Team.

“The transformation of Agfa is not just about processes and operating models – it’s also 

about our people, culture and purpose. It’s about creating an environment 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

Diversity, Equality & Inclusion

We want our company to be a place where diversity of both people and thought is valued 

everywhere – a place where we are all able to be ourselves and feel a sense of belonging. 

Getting this right will strengthen our performance by bringing us even closer to our people’s 

needs, and the needs of our customers. 

Diversity at work means employing a workforce that reflects the society in which it exists 

and operates. For Agfa, diversity means all the characteristics that make individuals unique, 

such as gender, race & ethnicity, age, ways of thinking, education, etc. Inclusion refers to the 

culture and work environment set up that makes everyone feel welcome and where diversi-

ty is an element of strength.

Our focus for 2022 was on the way we recruit and develop people, on exploring ways to 

foster a more inclusive environment and on making sure our policies and processes always 

promote equal opportunity. 

Relevance and boundaries

We strive to create a work environment that is safe, inspiring and inclusive, with equal op-

portunities to thrive and grow by creating a climate of trust, tolerance and openness. We 

believe that diversity, inclusion and integration of such diversity is a key factor to succeed in 

this vision. Agfa’s corporate culture further aims to promote an environment where people 

are connected to the company and experience a sense of belonging.
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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 representing more 

than 80 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.

Our management approach
 
Agfa has policies and procedures in place to ensure the implementation of its vision. Since 

2003, the Agfa Board of Directors has implemented a policy of equal employment opportu-

nities and it stands behind a zero-discrimination policy in which there is no room for dis-

crimination 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’; this document can be 

consulted on Agfa’s website: https://www.agfa.com/corporate/investor-relations. 

The Corporate Governance Charter and all the main policies and procedures were updated 

in 2020. The different parties involved in projects, such as employees and subcontractors, 

must get the same attention. The Corporate Governance Charter and the procedures set 

out minimum requirements in terms of ethics, non-discrimination and respect for human 

rights. A basic principle is to ensure that every person involved in projects is treated with 

respect.

It is further detailed in Agfa’s Diversity Charter.

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, retirement;

 · Educate management and employees to enable them to deal with challenges related  

to DEI;

 · Actively address all kinds of discrimination.

This Charter is fully endorsed by Agfa’s management and, together with social partners, is 

fully committed to actively support it. Agfa also expects that all of its employees respect the 

rights and individualities of all people.

In addition to the behavior expected from employees, we continue to hold leaders at Agfa 

accountable for promoting and bringing to life our commitment to creating a diverse and 

inclusive workplace where everyone has a sense of belonging and can be their best and most 

authentic selves. 

While we continue to raise awareness by rolling out our DEI toolkit and trainings (focusing 

on awareness and skills development, unconscious bias, leader and manager capabilities, 

etc.) on a company-wide basis, we also have responded to the need to develop a broader, 

more articulated DEI strategy and plan. The development of a DEI strategy requires strong 

sponsorship from our senior leaders, but we also want to involve, engage and empower all 

of our employees to be part of the solution. 

For that reason, a Global Diversity, Equality & Inclusion Council was launched in 2022 to 

create the global workforce necessary for Agfa’s business success. The Global DEI Council 

will drive and ensure that Agfa’s purpose and strategic priorities are thoroughly embedded 

into DEI tactics and tie these to broader organizational goals and KPIs. The Global DEI 

Council is the accountable body to communicate the value of inclusion, both internally 

and externally. 
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Through its global and cross-functional composition, the Global DEI Council will focus on 

gaining a deeper understanding of how the regional business conditions affect and guide 

the work of Diversity, Equality & Inclusion. As a result, we will have a platform for shaping 

and sharing best practices globally to influence inclusionary actions and behaviors for all 

Agfa colleagues. The Global DEI Council will also help to identify and break down outdated 

norms and barriers for DEI success.

“Anyone can contribute to a more inclusive workplace. Our ERG provides a collective voice 

for the concerns of any colleague about issues that impact their identity group in the work-

place, and we aim to help resolve them. There is always room for improvement, so we will 

have a long but interesting and certainly successful journey ahead of us.” 

vincent vAlenteyn, ERG Lead EMBRACE

This Global Council has been strongly connected to the setup in 2022 of Employee Resource 

Groups (ERGs) covering different areas of diversity:

 · EMBRACE – a group working together to create a culture of open access to maximize  

inclusivity for ethnically diverse employees, building strong employee relationship, and  

connecting people in an environment that will recognize that each person has different 

circumstances and provide them the exact resources and opportunities needed to maxi-

mize and reach their full potential.

 · Equal Gender Opportunity (EGO) – a group working together to accelerate the personal  

development and professional advancement of women and men through transforma-

tional learning and leadership opportunities and experiences.

 · Generations Working Together (GWT) – a group working together to ensure employ-

ees of different age groups feel supported in their career stage and are open to creating 

an inspiring learning environment to poise Agfa and its employees with knowledge and 

capabilities for future success.

These ERGs are a key part of what we do and how we operate at Agfa. Each group has a 

very diverse representation of our Agfa divisions, geographies and functions and gets an 

active Executive Management Team sponsor to share ideas, views and perspectives. The 

goal is to capture the energy and ideas of passionate voluntary members to raise even 

more awareness internally. 

“Since the announcement of this global initiative here at Agfa, I’ve been identifying and cre-

ating a group of global employees that will work with commitment and diligence to provide 

awareness of our current standards and provide solutions to increase gender equity within 

our organization.” 

lAtonyA PhilliPs, ERG Lead Equal Gender Opportunity (EGO)
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“I joined Agfa two years ago and I am still in my twenties. This contrasts with most of my 

colleagues who are 50+ and have often spent most of their professional lives at Agfa. This 

situation presents unique challenges. I wanted to be part of the ERG initiative and work on 

it, finding solutions to keep the longest-serving Agfa colleagues motivated and supported 

in a changing environment, to make sure their relevant knowledge and experience will not 

be lost, and make Agfa a more attractive and engaging company for new and younger Agfa 

employees. Together with our motivated ERG team, I believe we can make Agfa a better 

workplace for all generations.” 

tobiAs hAegens, ERG Lead Generations Working Together (GWT)

The role of Talent Acquisition and HR practitioners is integral to the development of pro-

cesses to close barriers to inclusion. Agfa’s Talent Acquisition and HR professionals therefore 

play an important role in attracting, retaining and supporting highly skilled, diverse candi-

dates to meet and exceed organizational goals.

Our target(s)

Our Employee Well-being, Human Capital and Learning & Development indicators:

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 2022 performance and activities

Since we are committed to diversity and inclusion in its broadest sense, i.e. in terms of cul-

ture, ethnicity, socio-economic status, age, gender etc., related activities are not dealt within 

a silo, but are embedded in the different organizational processes described in this chapter. 

We also acknowledge that there is currently room for improvement within the organization, 

which is why we decided to focus on DEI as one of the main priorities for action in the sus-

tainability roadmap for 2022 and the years to come.

In order to make such a strategy actionable in a broad field, gender diversity and equality has 

been one of our key work streams in 2022, based on our defined quantitative targets and a 

concrete action plan. For Agfa, this involves recruiting from a gender-balanced pool of can-

didates for every vacancy, keeping the benefits of the already achieved results by increasing 

retention and improving the satisfaction of employees, while also fostering diversity within 

decision making roles.

In 2022, we continued to use the series of activities in place to reach our targets, fully aware 

that quantitative results would only be visible over time due to the nature of the topic. These 

activities are organized around five pillars:
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Focused on the translation of gender diversity objectives at corporate level into team objec-

tives, bolstered with regular progress reporting. Dialogue with the global DEI Council and 

the Equal Gender Opportunity ERG will further help to map the progress (to be) done and 

influence decisions that will go towards achieving Agfa’s gender representation ambitions.

Focused on understanding the needs of the current workforce, identifying the gaps faced 

by women to have equal access to positions and providing the right tools and training 

internally to address these topics.

Focused on ensuring that our vacancies get adequate visibility to a broad set of candidates 

by using non-stereotyped wording, as well as diverse promotional material and platforms 

for publication. Ensuring that our career webpage portrays diverse testimonials of our cur-

rent employees.

Focused on engaging at local level to develop future talents, e.g. working with schools and 

supporting STEM (Science, Technology, Engineering and Mathematics) initiatives.

Focused on increasing the visibility of these topics both internally and externally, e.g. creating 

dedicated communication material for our social networks and giving visibility to this topic in 

our corporate newsletter. The vision, actions and progress on sustainability topics has there-

fore been presented to Agfa employees at each Infotour (internal quarterly business updates) 

and other events such as AgfaPolis (a HealthCare IT event in Ghent, Belgium) in 2022.

Since 2015, the composition of the Board of Directors (BoD) complied with legal obligations 

relating to gender diversity as provided by the Belgian law of July 28, 2011. Agfa has a recruit-

ment policy focused on diversity, including gender diversity. The legal requirement that at 

least one third of the members of the Board of Directors be of the opposite gender is there-

fore met. More information regarding diversity for the BoD can be found in the Corporate 

Governance Statement. 

Beneath is a summary of our global 2022 performance for the workforce as a whole. For the 

purpose of reporting on DEI, Executive Management functions are divided into two cate-

gories. The channels to reach, retain, and motivate these two categories are different and, 

therefore, it is more practical to monitor our performance separately to understand the im-

pact of our activities.

EMBED

EMPOWER

ATTRACT

SPONSOR

SHARE
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Headcount/management level
2018 2019 2020 2021 2022

Female Male Female Male Female Male Female Male Female Male

Employee 24% 76% 25% 75% 24% 76% 24% 76% 23% 77%

Manager 21% 79% 22% 78% 22% 78% 23% 77% 23% 77%

Middle Manager 15% 85% 15% 85% 16% 84% 17% 83% 18% 82%

Executive Manager (Level 2) 9% 91% 9% 91% 10% 90% 10% 90% 12% 88%

Executive Manager (Level 1 and 0) 6% 94% 12% 88% 15% 85% 13% 87% 11% 89%

TOTAL 23% 77% 24% 76% 23% 77% 23% 77% 23% 77%

Percentage of female/male employees on recruitment

  Female new hires     Male new hires

67.16%

32.84%

2022

69.12%

30.88%

2021

72.37%

27.63%

2017

69.29%

30.71%

2018

66.54%

33.46%

2020

65.72%

34.28%

2019

Percentage of new employees by age group

≤20 21-30 31-40 41-50 51-60 61-70 70<

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%

2022 1.71% 28.14% 28.57% 22.60% 15.99% 2.99% 0.00%

Our different talent acquisition initiatives helped reach 32.8% female recruitment over the 

course of 2022.  While this was below our target of 37%, the achievement was unfortunately  in 

line with the availability of female talents in the markets in which Agfa is actively recruiting.

In 2022, we indeed remained challenged by a combination of reasons. Some barriers are 

common to the whole market, considering for example the burden of unpaid care and do-

mestic work, which already fell disproportionately on women before the COVID-19 pan-

demic and further increased during the pandemic, decreasing the global number of women 

available on the labor market. Some other challenges are specific to our organization as we 

operate in tech & industry where there is a known major shortage of women for this specific 

sector, therefore there is not always a choice between male and female candidates at a time 

when speed of hire is a crucial requirement. 

60 focus on our people



Our target(s)

With a commitment to working on the different elements as part of a DEI strategy, we fo-

cused on gender parity as the first area around which to set targets. Although we initially 

started with a straightforward approach to gradually increase the percentage of women as 

share of all new hires in permanent positions and high management positions year on year, 

we are in the process of refining our approach to integrate a combination of three  elements 

in our annual goal setting: 

 · The population mix of our actual recruitment;

 · The external market representation by functional area;

 · A pre-defined ambition level for Agfa.

We believe this will allow our target to better reflect the current and future market reality in 

Agfa’s core segments and support our long-term gender parity ambition.

Independently, the minimum legal requirement that at least one third of the members of 

the Board of Directors be of the under-represented gender will remain a point of attention 

when changing or extending its composition.

Remuneration policies and practices

Relevance and boundaries

To support our overall commitments regarding Diversity, Equality & Inclusion, we apply 

non-discriminatory remuneration. Employing people is a long-term strategic investment 

and global organizations continue to experience competition in recruiting and retaining 

staff. Agfa considers market conforming remuneration packages as a tool to attract the best 

talents on the market. 

Our management approach

The remuneration policy in place for our Board of Directors and Executive Management 

Team (EMT) is described in our Corporate Governance Charter; criteria are set by the Nomi- 

nation and Remuneration Committee. The goal of the policy is to ensure that qualified and 

expert professionals can be recruited, retained and motivated, taking into account the na-

ture and scope of their individual responsibilities.

With regards to the general workforce, we have a Global Compensation Policy in place 

which ensures that salaries are in line with the market, are fair and are defined across differ-

ent geographies in a consistent manner. The policy is built on the principle that Agfa is com-

mitted 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.

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 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 ‘Service Incentive Plan’; while for Executive 

Managers up to level 2 it is also linked to the achievement of ESG objectives. The Executive 

Management validates the funding ratio, regional and final distribution of individual per-

formance ratings.
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In addition to salary, we strive to offer competitive, as well as cost-efficient short-term and 

long-term benefits, as part of individual packages. The most important benefits are a pension 

plan, life insurance and medical insurance. Depending on local rules and customs, which can 

vary significantly, benefits could also include a company car or additional representation costs.

Our 2022 performance and activities

In 2022, we continue to use a Total Target Cash level as a reference salary for our employees, 

which is on average at the 50th percentile of the market.

The table below also gives an overview of the ratio average salary/management level be-

tween genders over the past years. We rely on strict legislative requirements to evaluate our 

management approach. In fact, the Belgian government requires that a gender wage 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. 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 or seniority. 

Average salary/ 
Management level

2018 2019 2020 2021 2022

Female Male Female Male Female Male Female Male Female Male

Employee 90% 103% 89% 104% 88% 104% 88% 104% 87% 104%

Management 94% 102% 93% 102% 93% 102% 93% 102% 95% 102%

Middle management 93% 101% 94% 101% 96% 101% 97% 101% 95% 101%

High management (Level 2) 92% 101% 97% 100% 106% 99% 106% 99% 107% 99%

High management (Level 1 and 0) 73% 102% 70% 104% 73% 105% 72% 104% 118% 98%

TOTAL 87% 104% 87% 104% 87% 104% 87% 104% 88% 104%

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 their potential to grow and contribute to overall company performance.

In particular:

 · Career guidance is the facilitation of the employee’s exploration of 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 informal feedback on their performance against a number of agreed targets on 

both the ‘what’ and the ‘how’. It entails setting employee performance targets, ultimately 

aimed at achieving the company’s strategy and objectives;

 · Talent management is about how to attract, develop, retain and engage the right people, 

at all levels of the organization. It entails defining the competencies that Agfa needs, and 

will need, to grow successfully and identifying the existing potential within the company.

Relevance and boundaries

A skilled workforce and agile organization are essential for the continued success of our 

business. Failure to correctly manage talents to satisfy the current and future needs of the 

business would hinder our performance.

Agfa’s HR policies therefore 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.

62 focus on our people



Competence management, performance management, continuous training and develop-

ment opportunities, fair and competitive remuneration and constructive feedback are es-

sential elements in each of these phases.

Today, many employees will make more career moves 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 supporting its workforce throughout all of these phases.

Our management approach 

Career guidance

An internal career coach is assigned to help understand the strengths and weaknesses of the 

employee, what is important for them in their work, life and future career opportunities. 

The most important goal is to give employees confidence in themselves and in their profes-

sional 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 FeedFor-

ward framework provides guidance and coaching tips for people managers and their em-

ployees 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 personal objectives;

 · These are linked to company objectives, thus providing purpose and vision on how each 

person contributes to them;

 · Continuously clarifying expectations and redirecting objectives;

 · Giving, asking for and exchanging feedback to improve performance;

 · Maintaining a dialogue on development.

Employee development is an integral part of performance management. The employee and 

the manager must identify personal development objectives. These support the achievement 

of short-term objectives, as well as long-term personal career expectations. Financial rewards 

for employees are partly based on the results of the performance management process.

Talent management

People Managers participate in the annual People Review process to proactively identify 

core talents within the organization, select development actions such as job rotation, plan 

soft skills training for the year and plan succession and career mapping steps. Our HR Busi-

ness Partners and HR Managers are trained annually on rolling out the review and coaching 

people managers through the process. To a large extent, the results 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. 

“Through working on the business case, I discovered that a team that is dedicated, creative 

and diverse can produce nice results, even in challenging circumstances.”

evA vAndersmissen, Researcher & Participant Regional Talent Program 2022

Leadership programs aim to equip our people managers with the skills needed to transition 

from team member to leading a team. This should allow them to progress to skilled people 

managers who coach other leaders and drive leadership behaviors across Agfa. 
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Since 2022, we have launched a new approach to talent management whereby senior man-

agers are asked to identify key competencies for their department for the future, draw up 

succession planning for enterprise key roles and list high potentials. It further nominates 

key talents per region, i.e. employees who show the potential to take on roles with a broader 

scope and who are usually on Agfa’s succession bench for wider roles. For these key talents, 

Regional Talent Programs are set up that focus on acquiring the skills, knowledge and prac-

tice in building a concrete business case within a nine-month track which is then presented 

to the regional leadership teams. 

“Self-development, a strong and reliable network beyond typical business unit frontiers, the 

opportunity to defend a business plan in front of the Board and High-Level Management 

Members and, in general, getting a better, more holistic business sense of Agfa, were my 

main take-aways.” 

stefAn dübner, Site Manager Schrobenhausen & Participant Regional Talent Program 2022

“The program pushed me to do and learn something new, get out of the daily business life 

and comfort zone and meet new people.” 

romy KrAutz, Verification Manager & Participant Regional Talent Program 2022

Our 2022 performance and activities

In 2022 we continued to support people managers through another challenging year by pro-

viding online and live resources to coach and support team members, emphasizing empa-

thy, mental well-being and resilience. Our efforts led to an exponential increase in access to 

proposed courses.

A focus on an integrated talent management approach has also been maintained. We rolled 

out Regional Talent Programs in HQ, EMEA, NAFTA, ASPAC and LATAM, as well as a New 

Leaders Track, a specific 8 - 12 month learning community for recently or soon to be promo- 

ted people managers and offered a 360-feedback survey to all participants. This tool is used 

to provide insights on how one is perceived in one’s own role, benchmarked against a HR 

Consultant database (Hudson), in this case for junior leader competencies. 

To support a more agile and business-driven approach, a 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 development track based on outcomes. The pool of 

participants in VDCs is global and centrally managed by Talent Development, which now 

makes it possible to benchmark our employees’ performance in a more transparent way.

Learning & Development

Relevance and boundaries
Continuous learning and development are essential for individual and organizational 

growth.  At Agfa, learning is a mindset. The question is not only about what roles employees 

can be prepared for now, but also how we can shift thinking so that employees are ready and 

able to succeed in whatever roles emerge in the future.

With this in mind, Agfa continuously seeks the right balance between attracting com-

petencies from outside the company, developing internal competencies and increasing 
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the overall employability of employees by encouraging 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 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 promote success in a dynamic and complex environment. For this reason, 

we offer a wide range of internal, external and web-based learning and development tools in 

technical, business and soft skills related areas. Examples of such soft skills training are sales 

excellence programs, which promote a customer centric approach to business via work-

shops on methodology, as well as mentoring to improve the quality of visits with customers.

The basis upon which to define learning and development tracks, eligibility, as well as ac-

countability both for managers and employees, are set out in the Global Learning and De-

velopment 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, Implementa-

tion 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 ap-

proach that provides feedback for continuous improvement.

Our indicators

1. Average hours of learning per employee per year on online platforms.

Our 2022 performance and activities

Learning & development is key to supporting the achievement of objectives in all areas of 

the organization’s sustainability goals and each new project should always be supported by 

adequate training. Since the COVID-19 pandemic, new ways to connect with our employees 

were promoted or created to enrich the employee experience, such as learning networks 

to keep people more connected. As a result, our coaching tools and instruments have been 

increasingly digitalized and widely proposed to employees through corporate Intranet and 

online learning platforms such as ALP (Agfa Learning Platform), Percipio & SuccessFactors. 

Platform uniformization is an ongoing project and will allow a complete set of automatical-

ly retrieved data for future reporting exercises. 

Thanks to learner accountability driven digital learning and a learn-anywhere-anytime ap-

proach, we saw an overall increase in the uptake of digitalized learning content in the last 

years. In 2022, we were also happy to combine digital learning with face-to-face trainings 

once again and extended our learning offer to develop employees and managers in the new 

way of working remotely with for example ‘Working productive from home’ and ‘Remote 

leadership’ modules.

In 2022, on average 63% of Agfa employees used one of the digital learning platforms, these 

people spent almost 17 hours learning online. 

Repartition of online  
learning platforms

  Female  26%

  Male  74%

  Executive Managers  1.3%

  Managers  46.2%

  Employees  52.4%
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Our commitment for the future on Employee Well-Being, Human Capital 
and Learning & Development

At Agfa, we are committed to create a respectful, inspiring and inclusive work environment 

with equal opportunities to thrive and grow. To translate this commitment into actionable 

and measurable performance indicators, we developed a corporate sustainability strategy 

and began setting corporate targets. The ambition of the strategy and the scope of the targets 

will certainly broaden in the coming years.

We began by setting specific targets on gender equality for 2025. To achieve them, we will 

continue focusing on reinforcing or creating specific actions around women’s mentoring, 

adapting our hiring policies and leveraging partnerships that can empower women at work.

This global commitment will be supported by the recent launch of our Global DEI Council, 

as well as the EGO Employee Resource Group, who will certainly help in defining concrete 

regional and divisional objectives and initiatives. 

We are also strongly committed to developing our people, aligned to SDG 4 ‘Quality Educa-

tion’ which 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 future digital 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 2023, Talent programs will continue, probably without regional focus, to foster diversity 

and cultural discussions. 

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 ratio between work hours and private time. How much someone likes 

his or their job and how much satisfaction they derive from it is at least as important. The 

fact that many governments have recently raised the retirement age has also had a major 

impact on the wellbeing of employees. We are convinced that people with a good work-life 

balance are sick less often, experience less stress and feel more engaged. It is also important 

to acknowledge that the right balance can be different for everyone, and that people’s needs 

may change over time.

Training domains

  Behavior & Business Skills  22%

  IT & Developer Skills  4%

  Processes & Policy  16%

  Product & Solutions  56%

  Tools & Software  2%
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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;

 · Hybrid work;

 · 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 Ilmar-

inen’s House of Work Capacity model, which pays considerable attention to work-life bal-

ance 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 manage-

ment, are covered.

Our 2022 performance and activities

This year, as for the previous couple of years, we continued to work on our ability to adapt to 

a remote and hybrid work organization. Having new colleagues joining our teams remotely 

and interacting with our stakeholders in new ways is becoming part of this new standard.

Although working from home was already possible for a part of our employees before the 

COVID-19 pandemic, our approach has become more structured since then. We created Agfa 

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 behaviors expected from both managers and employees to be successful. This is why we 

continued to place particular emphasis on developing these capabilities via online training 

(more details in the next section).
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Relevance and boundaries

At Agfa, we consider respect for 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. 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 Uni-

versal Declaration of Human Rights. In this spirit, Agfa also respects the right of its em-

ployees to organize themselves through 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. 

Our management approach

Agfa’s employee Code of Conduct (CoC)

According to the Group’s CoC, all employees working at Agfa are expected to act in accor-

dance with the highest standards of ethical conduct and integrity and in full compliance 

with all applicable laws of each jurisdiction in which the company transacts business.

In addition to the behavior expected by employees, Agfa’s management processes are de-

signed in a way that employees are selected, hired, assigned, trained, transferred, promoted, 

laid off and compensated, on the basis of ability and qualifications without discrimination 

due to race, color, religion, political belief, gender, age or national origin. Furthermore, the 

CoC prohibits:

 · Discrimination against any qualified employee or applicant on the grounds of physical or 

mental disability, or of their disability status;

 · Grants or denials of employment or promotion for the purpose of providing or refusing 

sexual favors;

 · Sexual harassment.

The respect of these rights, as well as the individualities of each employee, warrants a work-

ing environment in which everyone is respected.

Consultants and contracting parties operating with the Company are also required to  

respect the CoC.

In addition to the strict application of the CoC, a formal system is established to support 

employees who wish to report problems such as harassment, discrimination or conflicts of 

interest. Agfa 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 confidential manner by the Group Compliance 

Office – specialized and independent support 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.

Freedom of association and collective bargaining agreements

Agfa enters into dialogue with employee representatives in each country where it operates. 

In most of these countries, employees are represented by Works Councils. At European lev-

el, a European Works Council is also in place, led by a member of our Management Commit-

tee.  The Council is composed of representatives from the different business divisions and 

union representatives from different countries and divisions. It meets at least twice a year to 

2. Respect for Human Rights
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receive updates regarding the progress of different corporate activities, as well as informa-

tion regarding the different business divisions.

Depending on national legislation, there are also collective bargaining agreements agreed 

with Trade Unions in place for some categories of workers. All existing collective agree-

ments 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 to providing 

our own products and services to the market. In addition to risks related to ensuring busi-

ness continuity (raw materials see pages 26-29 and value chain see pages 47-48), having close 

relationships with suppliers means that their performance and reputation impact ours. This 

is why we expect our suppliers to adhere to the same sustainability standards as we do. 

The Supplier CoC is available on our corporate website and contains requirements concern-

ing compliance to the laws of applicable legal systems. It sets out the need for maintaining 

compliance systems, as well as the need for the supplier to demonstrate a satisfactory record 

of compliance with laws and widely accepted forms of fairness and human decency. 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, wages & benefits;

 · Health & safety of employees;

 · Environmental protection;

 · Supply chain security (AEO and CT-PAT).

The Agfa Supplier CoC is a mandatory part of our key and core supplier contracts. In the case 

that no specific contract with Agfa exists, our General Purchase Conditions apply as stated 

on all our purchase orders. Compliancy with the Agfa Supplier Code of Conduct is part of 

our General Purchase Conditions. The Agfa Purchasing Department ensures that suppliers 

sign and adhere to the CoC. These aspects are regularly addressed when performing supplier 

qualification audits and assessments. 

Both our Agfa Supplier CoC and General Purchase Conditions are publicly available on our 

website.

Our performance in 2022 and our commitment for the future

The Agfa CoC is fully endorsed and compliance is required for all employees. In 2022, no 

complaint was reported via the whistle-blowing procedure for an alleged breach of the Agfa 

CoC related to Human Rights. 

Although the sectors and geographies of Agfa operations and the high-skilled profiles re-

quired to perform them prevent us from a high risk of child labor, the follow-up of our em-

ployee database by our Human Resources department warrants that there is no Agfa em-

ployee that can be associated with child labor either by being too young to work or being 

involved in hazardous activities that may compromise their physical, mental, social or edu-

cational development.

In 2022, for all its employees, Agfa complied with the necessary local workforce regulations 

in the countries where it operates. Where applicable, workers’ councils (both national and 

international) were organized.
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In order to mitigate the risk of sourcing raw materials, goods or services from suppliers 

which may not respect their employees’ human rights, 100% of new contracts signed with 

key and core suppliers in 2022 included the Agfa Supplier CoC (this was also the case in 2020 

and 2021) as an appendix. 

An additional clause was added into our standard supply contract in 2022 to emphasize our 

requirement for suppliers to comply with ethical and responsible standards of behavior, 

including without limitation those dealing with human rights, conflict mineral sourcing, 

environmental protection, sustainable development, bribery and corruption. This is also 

further observed when visiting our suppliers on site. 

Respect for human rights and equal opportunity will continue to be one of the key pillars 

supporting the work that we do, the partnerships we engage in and our business strategy 

priorities in the future.
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Relevance and boundaries

The health and safety of our employees is of paramount importance to us and unsafe beha- 

vior is immediately addressed. We consider it a moral obligation to provide everyone with 

work conditions that ensure safety at all times. Furthermore, we expect that all employees 

feel accountable for their own safety and that of their colleagues and guests. Visitors, con-

tractors and suppliers are also included in our safety provisions, as safe working is an abso-

lute must in order to be allowed to work at and with Agfa.

We consider health from a holistic point of view, paying attention to all of its aspects, both 

physical and mental.  This includes working conditions, ergonomics, illness & burn-out pre-

vention and healthy behavior promotion, to name but a few. 

Our management approach

Activities around Health & Safety management are built on the basis of our Corporate Safety, 

Health & Environment (SH&E) policy. Each division appoints an SH&E Manager who con-

tributes to the roll-out and evaluation of the policy and objectives and is a member of the 

Corporate SH&E Management Committee.

At least every three years the SH&E Management Committee re-evaluates the corporate pol-

icy, its organization, management system and objectives. 

The SH&E Management Committee also monitors the constant development of Health & 

Safety legislation in countries where we are present.

Our local site management is responsible for implementing the Corporate SH&E policy and 

for complying with the local legislation 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 that include 

contractors and subcontractors wherever relevant. The focus of the different policies is de-

fined at local level, both upon 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 on our premises, e.g. user-friendly 

guidelines that are easy for everyone to follow. We then have strict protocols and control 

mechanisms in place to ensure the prevention of workplace accidents and work-related in-

juries, as well as proper care in those cases where they do occur. Depending on the specific 

operations at each Agfa plant, we also ensure adequate monitoring and prevention of poten-

tial workers’ and visitors’ exposure to chemicals.

Agfa’s local policies are made available to all employees in their local language(s) and local 

training programs are in place.

In addition to Agfa’s specific policies, our Brazilian site in Suzano, German site in Wiesbaden 

and Chinese site in Wuxi (Printing) are certified OHSAS 18001.

Observation rounds on the shopfloor are the main instrument used to closely examine activi- 

ties and surroundings and to detect unsafe situations and conditions.  Adequate reporting 

3. Health & Safety
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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 an SH&E alarm and learning point.

As part of S&H measures, we also address all those aspects of people’s health that can be in-

fluenced by working conditions. For instance, we provide training on the correct ergonomic 

set up of the workspaces, advice on how to keep active and healthy, as well as medical check-

ups at some of our plants.

Mental health

Mental health is also essential when preserving the health of our employees. Activities to 

monitor and address concerns are defined at local level, as well as the identification and the 

specificity of the potential threats due to the fact that they 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 helps us 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 identified improvement areas.

In addition to sharing a list of useful local sources of information for employees, specific 

trainings related to mental health, such as self-care, stress prevention and change manage-

ment have been proposed to employees. 

Our target(s)

Our vision is to achieve zero accidents.  We have set a target to reduce our number of acci-

dents with minimum one day lost by 50% by 2025 compared to the 2019 baseline.

Our indicators

1. Number of accidents with minimum one working day lost

2. Frequency rate (Fg) of accidents with minimum one working day lost 

Frequency rate = (Number of accidents / hours worked) * 1,000,000

3. Frequency rate (Fg) of reportable accidents for Agfa employees 

Frequency rate = (Number of accidents / hours worked) * 1,000,000

4. Degree of severity of accidents involving minimum one working day lost 

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

Scope for these indicators: Until 2021 the reported quantitative data solely covered man-

ufacturing operations. Following the recent acquisition of Inca, the manufacturing site in 

Cambridge (UK) has been included in the reported scope as of 2022. Additionally, in order 

to have a better overview, we have also decided to add our US organizations in Elmwood, 

Wilmington, Carlstadt, Greenville and Waterloo that are responsible for off-site service ac-

tivities to the reported scope. 

By definition, a reportable accident is an accident that must be reported to the authorities 

according to national and/or local legislation. Reporting requirements differ widely in the 

countries where Agfa operates and, therefore, there is no universal definition of a reportable 

accident. We therefore decided to refer to the frequency rate of these accidents and used a 

generic definition to create a coherent indicator.
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Our 2022 performance and activities

The focus in 2022 was to further increase safety at all levels of our operations. Our people 

safety remains our number one priority and we continued to implement all necessary safety 

measures, as well as adjustments to our way of working. In tandem to this, we also worked 

on improving Health & Safety for all:

 · We continued to analyze the root causes of accidents across all of our reporting sites to 

learn from those with the lowest occurrences what measures have the most impact. 

 · The 6-S methodology (Sort, Set in Order, Shine and Inspect, Standardize, Sustain, Safety) 

has now been implemented in close to 80% of our labs and warehouses in Belgium as part 

of our two pilot projects in Mortsel. This was created upon the example of our Mississauga 

site (Canada). The 6-S process is a lean approach to space management that helps create a 

safe and efficient workplace and maximizes value-added work.

 · We further rolled out the ‘Brain Based Safety’ initiative for our maintenance and services 

team in Mortsel, which has historically been one of our sites recording a high number of 

accidents. This initiative builds on neuroscience to deliver coaching that addresses human 

behavior as a root cause of work-related accidents. In 2022, ten middle managers started 

the individual training as part of the Safety Leadership Programme.

 · We worked on the harmonization of incident 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 senior management and increase accident investigation and follow-up.

 · We increased overall communication to work on accident prevention by raising awareness 

regarding Essential Safety Rules at Agfa (ESRA), e.g. through our newsletters and internal 

communication channels and potentially dangerous situations, e.g. using a Last-Minute 

Risk Assessment (LMRA).

Unfortunately our effort has not been yet translated into a full positive result for 2022. Al-

though the severity rate of accidents with more than one working day lost dropped, the 

frequency rate of reportable accidents almost doubled compared to the year before and the 

frequency rate of accidents with minimum one working day lost increased due to the regis-

tration of more accidents (35 in 2022). These higher figures are due to various factors, such 

as the addition of new sites and especially those in the US where legislation related to ‘re-

portable’ accidents is stricter on average than in other countries. Particularly long recovery 

periods for some accidents combined with a lower number of total hours worked played a 

significant role in this result. 

Safety shall remain part of our corporate culture. Given all the considerations and data re-

ported above, the overall long-term trend is still declining. Our ambition to halve accidents 

with minimum one working day lost by 2025 remains more active than ever, since programs 

to further reduce accidents are and will continue running at all locations. Planning and ex-

ecuting observation rounds remain key instruments to spot potentially unsafe situations 

and prevent accidents and injuries from happening. Findings from accident investigations 

continue to be shared between the sites to capitalize on the experience of those achieving 

“zero” lost time accidents, some of which have been doing this for several years in a row. This 

is for example the case at the Suzano plant in Brazil where a nice milestone was reached after 

a lot of efforts: 1,000,000 hours worked without accident!

73AgfA-gevAert – AnnuAl report 2022



At the end of 2022, an additional task force has been set up at the request of the Executive Man-

agement to define and roll out a global action plan to further reduce the number of accidents. 

Our commitment for the future

We will 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 of reducing the number of accidents with minimum one lost working 

day, we will continue reinforcing safety programs and education on sites with the highest 

number of accidents. 

The impact of the 6-S program roll-out in Mortsel will continue to be monitored and, if suc-

cessful in reducing the occurrences of dangerous or potentially dangerous situations, will be 

extended to other departments beyond the piloted ones. 

2013 2014 2015 2016 2017 2018 2020 2021 20222019

 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

  Frequency rate of reportable accidents

5.76 5.65

4.64

5.85
5.28

4.35
3.51

5.02
5.355.14

0.144 0.147

0.092

0.139 0.131
0.096

0.079

0.145
0.1040.118

4849
52

42
34

38

22

30 35
39

Total Accident Tracking

3.21

2.88

1.66 1.83 1.89

1.15

2.40

1.17

2.292.03
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