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55environmental performance: tables

ita ger usa lux pol cek rus ukr mex 2008 2009 2010 2011 2012

Clinker production t 3,485,745 3,734,515 6,113,058 758,242 952,554 622,143 2,619,991 1,473,409 4,746,053 27,340,375 22,115,207 22,582,159 24,647,794 24,505,710

Ratio clinker / cement % 73.6 69.1 93.4 66.6 72.0 78.3 86.9 80.1 78.1 79.6 79.9 79.8 79.7 79.6

Energy

Heat substitution % 13.9 52.6 22.5 32.3 43.7 33.0 0.0 0.0 0.03 14.4 17.6 18.4 17.6 18.5

Specific burning line consumption gj / t clk 3.711 3.870 4.115 3.505 3.846 3.390 4.969 5.780 3.381 4.130 3.955 3.981 4.007 4.022

Specific electricity consumption kWh / t eq. cem 107 109 152 111 107 126 123 124 87 117 120 120 118 116

Raw materials

Raw materials other than natural % 3.5 14.2 6.9 28.5 13.5 15.5 5.9 11.5 0.5 7.0 6.3 6.3 7.5 7.8

Emissions

Dust g / t clk 9 15 53 37 19 18 438 2,049 54 172 130 178 145 199

nox g / t clk 1,768 799 1,856 1,094 1,206 1,263 1,399 2,626 3,831 1,671 1,755 1,831 1,743 1,998

so² g / t clk 79 16 503 0 652 21 0 0 1,548 360 346 235 251 465

Direct co² kg / t eq. cem 621 574 841 539 610 613 711 876 655 686 687 686 697 688

Waste generation

Waste produced g / t cem 1,075 575 14,858 827 560 359 928 483 238 5,784 2,921 2,709 2,683 3,652

Recycled % 81 77 21 87 96 73 97 100 80 26 57 40 31 30

Water consumption l / t eq. cem 307 178 360 54 180 98 596 1,490 158 350 373 355 362 345

– of which from rainfall % 2 43 49 0 0 83 0 0 0 14 14 16 14 16

Transport

Inbound – truck km / t eq. cem 98 67 60 86 49 42 15 6 86 78 91 79 74 65

Inbound – train km / t eq. cem 4 24 32 16 16 27 130 2,270 72 71 51 127 186 176

Inbound – ship km / t eq. cem 570 148 88 1,802 0 0 0 0 105 208 184 261 259 220

Outbound – truck km / t eq. cem 223 248 34 391 35 218 161 70 1,298 401 350 327 386 383

Outbound – train km / t eq. cem 20 109 140 20 12 28 850 474 116 142 137 164 184 188

Outbound – ship km / t eq. cem 53 823 221 0 0 0 0 0 13 185 179 184 176 202

uni en iso environmental certification
14001 or similar Y / N 10 7 0 1 1 1 0 0 1 12 17 18 19 21

ohsas safety certification 
18001 or similar Y / N 6 7 0 0 1 1 0 0 1 8 15 15 15 16

epd (Environmental Products 
Declaration) Y / N 13 0 0 0 0 0 0 0 0 1 1 1 1 13
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HSE management systems

en iso 14001 ohsas 18001 epd

Environmental  
management  

systems 

Health & safety 
management 

systems

Environmental 
Product  

Declarations

Cement plants Italy Augusta

Barletta

      Cadola

Guidonia

      Manfredonia

        Riva of the Garda          

Robilante

 Settimello

Siniscola

Sorbolo

Travesio

Trino

Vernasca

Germany Amöneburg

Deuna

Geseke

Göllheim

Lengerich

Neuss

Neuwied

Mexico Tepetzingo

Czech Republic Hranice

Poland Nowiny

Luxembourg Rumelange

Concrete  
plants

Italy Settimello

Castelfiorentino

Monsummano

Barberino Val d’Elsa

Venturina

Orbassano

Cagliari

Terminals Italy Ravenna

 



57environmental performance: tables



58

On 12 November 2012, the electrical engineer Oleksii 
Domashchuk, 27, employed at the plant of Volyn (Ukraine) 
for 4 years, and on 6 December 2012, the Mr. Andrej 
Jakowlewitsch Schafner, 56, a contractor for two and a 
half years at the plant of Suchoi Log (Russia), have lost 
their lives in workplace accidents. We remember fondly 
our colleagues and stand by their families.

The issues described below are those considered impor-
tant for the purposes of social reporting, keeping in 
mind that the current multi-regional organizational struc- 
ture and the articulated nature of the company does  
not allow for a universal HR policy. For this reason, spe-
cific issues are treated in-depth in the sections pro- 
duced locally, at country level, leaving to the following 
pages the objective of describing the key elements at 
group level.

Working conditions and employment data
At the end of 2012 the Buzzi Unicem group employed  
a total of 11,427 people, with a slight percentage decrease 
on 2011 (corresponding to 101 positions). Some coun-
tries bucked the trend, especially Germany and Mexico, 
where 66 and 35 people respectively were added to  
the staff.

The countries with the largest number of employees con- 
tinue to be the United States with 2,282 employees,  
followed by Germany and Italy. At global level the three 
macro regions in which the group can be said to oper- 
ate are Western Europe, Eastern Europe and America, 
each employing approximately one third of the total 
staff.

In this section of the Sustainability report, we report on issues related to the people  
who work for Buzzi Unicem, and we show the most significant indicators at group level 
as well as some prominent trends for the 2008 – 2012 period.

Social Performance

Celebrating 100 years at the Barletta plant

performance indicators social performance



59

The most common types of contract are open-end con-
tracts (about 97 % at group level) and full time (about 
98 % of the total). Over five years staff numbers fell over-
all by 5.3 % (4 % for men and 11 % for women).

Regarding the so-called “negative” turnover rate, given 
by the total terminations to total staff at the end of the 
year, there was a slight decrease of the indicator in the 
period 2008 – 2012 (from 13.98 % to 11.64 %) due a  
a fall in the absolute value of terminations, which fell pro-
portionally more than staff numbers in the period con- 
sidered.

Work-Life Balance. A link between work and private life 
In the Buzzi Unicem group, sensitivity to the needs of 
the employees and their families determine an organiza-
tional structure compatible with part-time work, espe-
cially in Europe, and flexible hours. This solution is used 
above all at our headquarters and in the administrative 
offices and in particular by female staff.

A successful example of work-life balance can be seen at 
Wiesbaden in Germany. On this site many opportunities 
are made available to help employees to reconcile work 
with life. In particular the presence of a corporate nurs- 

social performance
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ery school allows young couples with children to return to 
work without substantial pauses.

Benefits granted to full-time employees are extended to 
part-time workers, usually proportionally to the time 
worked with respect to their full-time colleagues, except 
for the United States where no benefits are provided  
to part-time workers. With regard to part-time workers is 
interesting to notice that precisely in the United States 
this type of contract is offered during summer months as 
work opportunity to university students through spe- 
cific 90-day contracts.

Workplace diversity. The value added of difference
The issue of workplace diversity is very relevant to a 
group like Buzzi Unicem, as our activity is carried out in 
countries and on continents which differ for culture, 
history, and ethnicity. This issue focuses on specificities 
at the local level, especially, but non only, on the pres-
ence of “minorities” of foreign workers. The “manage-
ment of diversity” in fact often requires us to take into 
account categories of workers that are small, in number 
and in percentage. This is the case also for the so-called 
gender diversity: women represent in the group about 
13 % of the total number of employees, a relatively  
low value that is due to the distinctive characteristics of 
the industry.

At group level there are no specific policies to actively pro-
mote minorities, but “diversity” is considered a value 
both for the company and for the staff themselves, even if 
the heterogeneity of our companies, operating in differ- 
ent countries, does not allow a unified picture. The spe-
cific local situation can be very different in countries 
with a very low presence of foreign workers (for example 
Eastern Europe and Mexico) with respect to others 
where foreign workers are present in large numbers, such 
as the United States and Luxembourg (at the latter  
about 40 % of the staff is of foreign origins). Always on 
the issue of diversity, we report that in 2012 we hired  
69 disabled people in Ukraine, equal to about 4 % of local 
staff. We notice that only in the United States the mi- 
norities are object of specific accounting as requested by 
local laws. The data reported in the table GRI LA13  
equal to 108 + 561 therefore refer only to the US compa-
nies.

Staff incentive programs. Recognition makes resources 
grow
Compensation policies and incentive systems fall into the 
area of staff development and are managed at country 
level, with the objective of enhancing human capital. Usu-

ally no free shares are granted but there are incentives 
and productivity bonuses based on corporate performance, 
which can be different for management. 
An interesting case is that of Russia, where the company 
provides both monetary and non-monetary incentives, 
based for example on innovation proposals made by the 
staff. Among its incentive initiative, the company has  
a “Hall of Fame”, where deserving employees receives 
diplomas and group celebrations take place.

Collective bargaining. Commitment to fairer and more 
unified agreements
Collective bargaining is widespread in Europe and in the 
cement sector, but almost absent from the concrete  
sector, especially in the Czech Republic and Slovakia. In 
the United States collective bargaining is frequent and 
well-established in Buzzi Unicem USA, but totally absent 
in Alamo. We must point out that it is difficult to ana- 
lyze at group level the coverage of collective bargaining 
for the employees, given that we operate in radically  
different geographic areas, sometimes in different busi-
ness segments (cement and concrete) or with separate 
companies (for example in the United States).

In the countries in which Buzzi Unicem operates, it is in 
fact possible to find situations at the two opposite ends  
of the spectrum: in some countries coverage is total (Italy 
and Ukraine), in others is absent (Slovakia or the  
United States, for the companies Alamo and Dorsett Broth-
ers). In most other geographic areas, coverage is usu- 
ally applied to the majority of employees.

In 2008 – 2012 there was a small drop of the index of 
collective bargaining coverage, from 73.70 % to 71.38 %, 
due mainly to the increase over the period of the num- 
ber of employees in countries with a lower coverage rate 
(Mexico) or with no collective bargaining (for example 
Alamo USA).

At group level and especially for our European operations, 
an important fact was the ongoing work of the Euro- 
pean Corporate Committee (CAE), the body representing 
all European Union workers, with consulting and infor-
mational functions. The CAE meets in plenary session once 
a year and in 2012 the location chosen was again the 
Robilante plant in Italy. The two sessions of the select com-
mittee were held instead at Wiesbaden, in Germany,  
at the Dyckerhoff headquarters. Among noteworthy events 
at the local level that took place in 2012, we remember 
the expiration in Italy of the three-year Contratti Collettivi 
Nazionali di Lavoro for the Cement and Construction 
industry, the latter applied to the employees of Unical. In 



61social performance

the Netherlands a new collective agreement was dis-
cussed and finalized in 2012 while another is being imple- 
mented. The situation was different in the regions with  
a low collective bargaining coverage such as the Czech 
Republic and Slovakia.

Here in fact in 2012 the collective agreement, which was 
applied to a single plant in the ZAPA Beton Group, at  
Pískovny Hrádek, expired. Note that at the other ZAPA 
plants collective bargaining or union agreement had 
never been applied.

Staff participation. Useful and effective for each country
Group operations in geographic areas with different cul-
tural and social traditions and different traditions of 
union representation and work agreements regulation 
requires different approaches to increase staff partici- 
pation in the corporate decision process. In Italy there are 
unified union representations (RSU) whose relation- 
ships with the company have always been characterized 
by honesty and constructive spirit. In Germany and 
Czech Republic under local company laws a third of the 
Supervisory Board consists of employee representa- 
tives. In general in each country the staff is represented 
according to the provisions of local legislation.

Percentage employees of the group covered by collective bargaining agreements in 2012
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Besides the provisions of local legislation, the different 
units can benefit of specific forms of involvement. For 
example, in Ukraine, at Volyn-Cement, a “young leader 
group” was set up to develop new projects; this group 
meets periodically to gather and discuss initiatives, iden-
tify corporate problems and find the most efficient solu-
tions. In Poland too, employees meet periodically to take 
part in strategic corporate decisions, related for example 
to issues of Health and Safety in the workplace.

Training and prevention programs on issues of Health 
and Safety in the workplace. Knowledge is prevention
In the diverse locations of the group we are constantly 
initiating projects aimed at preventing as much as possi-
ble the risk situations typical of the industrial activities  
of the company.

The issue of the Safety is complex, technical and articu-
lated. Among the different initiatives we recall many 
group experiences. For example in Ukraine at the end of 
December 2012 we started an innovative project on  
the issue of Health and Safety in collaboration with DuPont 
Sustainable Solutions to improve further the culture  
on the issue. This projects aims at identifying differences 
and particularities in the area of Safety within the dif- 
ferent units, so that “good practices” can be identified 
and then implemented in the rest of the company. In 
Russia ongoing programs aims at increase the awareness 
of the most serious issues not only among employees 
but also among their families and the members of the 
community. In Germany in 2012 there were some pre-
sentations to make more interesting the instructions on 
Health and Safety on the work. At the same time, we 
started a training course for managers aiming at making 
them more effective when educating their subordinates.

In Italy, regarding health issues, we monitor staff health 
through a series of tests with frequency that varies 
according to the function and through consultations with 
doctors. In critical situations, there may be changes in 

2008 – 2012: percentage and number employees of the  
group covered by collective bargaining agreements
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program that allows employees to be reimbursed for  
the cost of professional and academic courses. In the year 
in question two employees have attended college thanks  
to this initiative.

Human Rights
Buzzi Unicem is committed to complying with national 
legislation in all the countries where it operates. The 
company works in countries that have ratified the funda-
mental OIL / ILO (International Labor Organization) con-
ventions abolishing forced labor and under-age labor and 
have mostly integrated them into the respective domes- 
tic legislation. Buzzi Unicem operates in countries where 
compliance with domestic legislation ensures full re- 
spect of human rights. Guaranteeing that there will be no 
discrimination or under-age labor is one of the group’s 
responsibilities.

Therefore all management and all staff managing human 
resources have been fully informed on and trained in, 
compliance with relevant local legislation. Moreover the 
staff have received our Code of Conduct and understand  
its reasoning and the common values on which our busi-
ness is based.

Human rights protection clauses in investments.  
Investing in respect
The persisting of the global economic crisis continued to 
slow down globally those strategic investments that  
were not yet in an advanced phase. In 2012 once again it 
was not necessary to include clauses for the protection  
of human rights in contracts for supplies or for equity hold- 
ings. The company, in fact, operates almost exclusively  
in countries that cannot be considered specifically at risk 
in this respect, and that have mostly already signed  
the relevant A and ILO conventions concerning human 
rights.

eligibility to a function or of the function itself, in order 
to reduce the risks of pathologies.

Training and professional development. Sharing to 
identify new skills
Training is a priority in the whole group and is aimed to 
increase personal skills and advance careers. In the dif- 
ferent countries this is adapted locally to take into account 
the needs of the company and the potential of the 
employees. In general, the specific HR functions of the 
single countries organize training programs on topics  
of general interest, such as safety on the workplace, the 
environment, cement and concrete technology, project 
management, linguistic training, office automation, and 
management systems.

In 2012 the group provided 43,787 days of training, of 
which 23,973 external training (provided by third parties 
with respect to the organization) and 19,814 internal 
training (provided by internal staff ). With respect to the 
previous year, the total of hours of training provided 
decreased by about 3,000 days. Despite the serious crisis 
of the last years, education and training activities were 
maintained, with a focus on professional issues (external 
training) and related to safety on the work and the envi-
ronment (internal training). In the case of training given 
“from one colleague to the other“, almost half of the 
days of training were devoted precisely to safety.

At the country level, we note the figures for training in 
Russia where employees received on average almost 12 
days of external training and 6 days of internal training,  
a significant figure also considering the number of train-
ing initiatives for blue-collars and foremen on profes-
sional issues. With regard to the support given to employ- 
ees’ training, we recall that in 2012 Buzzi Unicem USA 
again activated the “Tuition Reimbursement Program”, a 

Average days of external and internal training by geographic area – 2012
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Suppliers and contractors subjected to human rights 
violation screening. Ethics screening
Suppliers and contractors are chosen among those who 
share the corporate values of our group: the selection  
is carried out mainly by disseminating and monitoring the 
application of our Code of Ethics, adopted by the par- 
ent company to make all stakeholders aware of the need 
to behave in a correct and transparent manner. As the 
group operates in countries that have already signed the 
main UN and ILO conventions concerning human rights, 
national legislation already provides for the punishment 
of human rights violations.

Discrimination incidents. To eliminate them is more 
than a corporate obligation
No episodes of discrimination were reported in 2012  
in the countries in which the group operates, except for 
the United States where a new case of Discrimination 
was reported, which was resolved during the same year. 
Of the USA cases mentioned in the 2011 Sustainability 
Report, two were resolved out of court and another was 
settled by the court in favor of Buzzi Unicem USA.

Freedom of the individual. No risk nor imposition in 
personal choices
The other issues that fall under the protection of human 
rights protection are the risks for the freedom of trade 
union association and collective bargaining and for the 
utilization of the child and forced labor. In the Buzzi  
Unicem group there is no risk of this kind of discrimina-
tion. Regarding freedom of association, the high rate  
of collective bargaining coverage in the group testifies 
there are no risks of this kind. Besides, surveys carried 
out in all branches of the group have not identified any 
danger of exposure to hazardous activities of minors, 
nor there is a real and concrete risk of forced labor.

Accidents
The HSA management system of the workers, internal and 
external, applied in Buzzi Unicem starts from the anal- 
ysis of injuries, accidents and narrow misses, in order to 
evaluate their causes and carry out effective preventive 
actions to prevent them or at any rate to reduce their num- 
ber. Such systemic approach was one of the main rea-
sons for the steady decrease over the years in injury indi- 
cators for the group, with a significant role in fostering 
sensitivity and awareness to the issues of work safety and 
hygiene across the organization.

The analysis of statistic indicators on accident trends guar- 
antees the definition of priorities and the scheduling  
of prevention and protection initiatives, in order to reduce 
potential risk factors and support the commitment of  
the company to an increasingly safe management of its 
own productive activities.

Historical data confirm that approximately 70 % of the 
accidents were due to behavioral failures (failure to use 
DPI, failure to respect established procedures, etc.), 
while the remaining 30 % is related to structural deficien- 
cies in plants or machinery.

Given our corporate values, therefore, we aim to contin-
ually increasing the awareness of the staff, spreading  
a new approach to the safety issues, and making these 
important parameters for assessing corporate efficiency 
and productivity.

The Frequency Index for the cement sector, that is the 
ratio of number of injuries to worked hours, was equal to 
5,80, a result never reached by the group before. The 
total number of injuries requiring absence from work, was 
halved in the last 5 years. On the other hand, two fatal 
accidents took place in 2012 in the cement plants of Volyn 
and Suchoi Log. These very injuries show come, even 
with encouraging results at group level, there can never 
be too much attention to the issues of safety in the  
workplace and at any moment a tragic accident can take 
place. Among the excellent results we mention those 
recorded at Augusta, where there have been no injuries 
in the last seven years. 

Also the Vernasca, Sorbolo, Riva del Garda, Cadola,  
Settimello, Pryor, Maryneal, Chattanooga, Yug, Nowiny, 
Apazapan, Geseke and Hranice plants did not report 
injuries with work absences, a confirmation of the fact that 
the “zero injuries” objective can be achieved.

In the concrete sector, the number of injuries also fell to 
185, against 210 in 2011, with a decrease in the same 
indicator to 21.1.

Besides a marked improvement of the indicator of  
frequency, we recorded a further decrease (– 38 %) in the 
lost-time injury rate for the cement sector, to 0.24, and  
a decrease in the concrete sector (– 12 %), which remains 
at any rate below the average industry values. The  
average duration of injuries was equal to 41 days in the 
cement sector and 23 days in the concrete sector.
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Activities in favor of local communities
Charity initiatives
The staff at the Guidonia plant took part in the “Giornata 
di Solidarietà”, initiative promoted by the local health 
authorities for people in economic difficulties, donating 
foodstuff and products for the care and hygiene of  
children.

In Germany, an event is held once a year to display the 
productions sites’ activities and particularly the use  
of alternative fuels, and the re-naturalization of quarries.

In the United States the company took part in the 20° 
“Celebration of Caring” sponsored by the “United Way of 
the Greater Lehigh Valley”. The employees did volun- 
tary work for the local community taking care of the clean-
ing and maintenance of the historic site of Heller Wag- 
ner Grist Mill. In 2012 the Stockertown plant hosted its 
first “Health Day” following the example of the plants  
of Cape Girardeau, Pryor and Maryneal, which have been 
promoting similar initiatives for years. On this day local 
medical a staff is available to the employees for visits and 
check-ups. In Mexico, in the month of November, the 
plant of Tepetzingo organized an event for high-school 
and college students as support of financial investment 
decisions. This event was attended by about 400 students 

from different local schools. The plants of Apazapan, 
Cerritos and Tepetzingo held a “Health Fair”, during which 
free medical assistance was provided to many people 
from local communities. 

Donations
In 2012, the productive unit of Augusta supported, with 
a donation of € 6,200, the foundation “Mettiamoci in 
Gioco”. The association, created by a group of parents to 
promote youth initiatives, is working to create leisure 
facilities to be used for educational projects. The objective 
is to give to these young people opportunities based  
on respect, communication and friendship.

In Germany, Dyckerhoff supports the foundation “Zwerg 
Nase” in Wiesbaden which works to relieve the suffer- 
ing of sick children, bed-ridden and kept alive by respi-
rators.

In the United States Buzzi Unicem USA is engaged on 
multiple fronts: from helping the local communities with 
donations, fund raisers and foodstuff to supporting asso- 
ciations for children such as “The United Way” or against 
diseases such as “The American Heart Association” and 
“The American Cancer Society”. In Texas Alamo Cement 
has sponsored the 17° “Alamo Annual Golf Tournament”,  

Injury frequency rate	

30

25

20

15

10

5

0
2008 2009 2010 2011 2012

 cem     cls

Injury frequency rate = number of injuries × 1,000,000 / hours worked

10
.7

28
.9

9.
5

26
.4

8.
4

20
.5

7.
6

23
.8

5.
8

21
.1

Lost-time injury rate 	

0.6

0.5

0.4

0.3

0.2

0.1

0
2008 2009 2010 2011 2012

 cem     cls

Lost-time injury rate = lost days × 1,000 / worked hours        

0.
34

0.
57

0.
28

0.
61

0.
37

0.
52

0.
38

0.
55

0.
24

0.
48



65social performance

a fund raising event for non-profit organizations in South-
ern Texas. $ 4,800 were raised for the “Special Olym- 
pics of South Texas Charity” and $ 4,800 for the “Casey 
Wells Scholarship Fund”, a fund providing college  
scholarships for high school students.

The Buzzi Unicem Foundation
The Buzzi Unicem Foundation was established in 2003 in 
Casale Monferrato, Italy, by Buzzi Unicem S.p.A with  
the mission of promoting and sustaining scientific projects 
and initiatives aiming to improve the diagnosis and  
treatment of Pleural Mesothelioma, a type of malignant 
cancer caused by exposure to asbestos. The Founda- 
tion finances the project of researchers in Universities, 
Research centers and Health authorities, concerning:
_ Applied scientific research into prevention;
_ Early diagnosis and treatment work on patients.

The coordination of activities is provided by the scientific 
Committee of the Foundation, made up by doctors and 
researchers specialized in pulmonary diseases, occupa-
tional diseases, and oncology, belonging to different 
medical institutes and universities.

In its first nine years of life, the Foundation has financed 
projects for over € 2.5 million: their results, published  
on prestigious international scientific magazines, are pro-
ducing proposals of new treatments for patients who 
have undergone traditional treatments without success.

The Buzzi Unicem Foundation was included in the Italian 
register of non-profit organizations and receives about 
1,000 contributions each year.

Group support for the arts
Buzzi Unicem is a member of the Consulta per la valoriz-
zazione dei beni artistici e culturali di Torino (an Orga- 
nization for the protection of artistic and cultural heritage 
of Turin) and is a Corporate Golden Donor of FAI (Fondo 
per l’Ambiente Italiano), supporting initiatives for the pro-
tection of the Italian artistic heritage.

Group support for the community
Significant events have made clear the link between the 
town, the cement plant and its workers. In the month  
of September the plant of Barletta celebrated 100 years 
of activity, with the participation of over 400 guests.  
Current and previous employees and their families were 
joined by some of the highest local authorities.

Average injury duration
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In Germany, at the Wiesbaden-Amöneburg facility, was 
held, in the month of May, the fourth Family Day, offering 
to Dyckerhoff employees and their families games and 
competitions.

Group support for the environment
The park of Dyckerhoff “Mythos Stein” was recently inau- 
gurated, in an unused part of the Geseke plant which 
had been rehabilitated. The park, which will host artistic 
and cultural events, will allow visitors to experience a 
symbiosis between people, nature, industry, and culture.

In Mexico, in Cerritos, we held a “Day of the Environment” 
during which we tried to raise the awareness of stu- 
dents from neighboring communities to environmental 
issues. In Veracruz the employees of the Apazapan plant 
took part, together with the residents of the community 
and to the authorities, in a reforestation program. In 
2012 1,000 trees were planted, but the project aims at 
reaching 5,000.

Transparency of business conduct
In Italy, in 2012 the list of the offenses under Legislative 
Decree 231 / 01 was extended to include the offense of 
“Employ of citizens of third countries whose stay is irreg-
ular” and the offenses of “Extortion, incitement to give  

or promise benefit and corruption” and of corruption of 
private citizens. In relation to the new offenses, risk 
analyses were carried out and a plan was laid to amend 
during 2013 the Code of Ethics and the Model of all 
companies of the group. 

Buzzi Unicem is revising its own internal procedures  
to comply with the recommendations of AITEC – Associa-
tion Italiana Tecnico Economica del Cemento which 
approved the text of the “Guidelines for the evaluation of 
the ethical accountability of business partners.” Such 
document is a tool to help member companies to mitigate 
the risk of forming business partnerships with subjects 
who belong to criminal organizations or are at any rate 
involved in committing some of the more serious  
offenses relevant for the application of the Legislative 
Decree 231 / 2001.

In Germany, in the companies of the Dyckerhoff group, 
all activities are subject to fraud risk analysis, as part  
of the annual integrated system of internal control. Accord- 
ing to the Code of Conduct, offers, payments, requests 
and acceptance of cash in any form are unacceptable.
Dyckerhoff’s groupwide effective Internal Audit Standard 
requires all its units to provide information directly to 
the Corporate Audit, including any type of fraud and any 

2

1

4

3

5
6

Total days of external training 2012  
breakdown by subject

 

1 Technical training 2,286

2 hse training 3,890

3 Vocational training 13,951

4 Foreign language training 1,636

5 Management training 749

6 Other 1,461

2

1
4

3

5
6

Total days of internal training in 2012  
breakdown by subject

 

1 Technical training 5,095

2 hse training 9,004

3 Vocational training 3,439

4 Foreign language training 575

5 Management training 421

6 Other 1,280
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case of corruption. Dyckerhoff has adopted internal  
procedures for whistleblowing communications, inviting 
all employees to inform Corporate Audit about any  
illegal situations of which they have become aware.

In the Czech Republic and in Slovakia we provide periodic 
staff training on corruption issues, and all employees 
were made aware of the Buzzi Unicem Code of Conduct. 
The policy with regard to business activities is very 
strict: local salespeople and plant managers do not have 
access to financial resources to avoid the risk of corrup-
tion. In addition, discounts granted, complaints received, 
inventories, and concrete mixers’ journeys are exam- 
ined monthly to detect irregular conduct of the employees.

In Russia, supply contracts are always concluded on the 
basis of bids received from at least three suppliers,  
products are sold at list prices and discounts are granted 
only after being reviewed the by top management of  
the company.

In the United States the sales, purchases, finance, market- 
ing and governmental affairs departments are period- 
ically reviewed to ensure that the company acts in com-
pliance with FCPA (US Foreign Corrupt Practices Act) 
and RICO (Racketeer Influenced and Corrupt Organization 
Act). Alamo Cement Co., operating in a context where 
the overall risk of corruption is low, complies with the 
already mentioned federal laws (RICO).
 
In Mexico, in the period in question, we carried out 
reviews of several departments, focusing on those exposed 
to the risk of corruption and of conflicts of interest.

Training on ethics and transparency issues
In Italy, in 2012 we held two training sessions on the doc- 
ument “Directives for the Conduct of Employees of the 
Buzzi Unicem group regarding compliance with norms  
of protection of the competition”. Both sessions were 
addressed to the sales force who was trained on the full 
respect of the Directives for the protection of the prin- 
ciples of free competition. Following the provisions of our 
Organization, Management and Control Model, in 2012 
we begun a training course aimed to familiarize employ-
ees with the Legislative Decree 231 / 2001, the Model 
itself, and the Code of Ethics. We held four training ses-
sions at the plants of Travesio, Cadola, Barletta, and  
Guidonia, which were attended by Managers, Officers, and 
Supervisors, according to the training plan. During  
2013 training sessions will be held at the remaining pro-
duction units, at the concrete division, and at the head 
office in Casale Monferrato.

In the Czech Republic, a training session on the issue of 
corruption was attended by 26 employees.

In the United States Buzzi Unicem USA has organized a 
training course, covering corruption issues, among other 
issues, attended by 66 employees. Alamo has provided 
specific training on “Basic Principles of USA Antitrust Law” 
and “Basic Antitrust and Trade Regulation Statues” for  
79 employees, between managers and salespeople. We 
also provided specific training to identify violations in 
order to prevent illegal activities.

Corruption
In 2012, no corruption case was reported.

Position and participation in public policy and to lobbies
In Italy and in the EU, Buzzi Unicem S.p.A. is an active 
member of AITEC, the Italian Cement Association, and of 
Cembureau, the European Cement Association, based  
in Bruxelles. With AITEC, Buzzi Unicem contributes to the 
dialog between industry and institutions, social parties, 
public and private entities and organizations, promoting 
the knowledge of the technical and economic potential  
of its products. AITEC makes available years of experience 
and know-how are to all those who are interested in  
better understanding the world of cement.

Cembureau speaks for the cement industry in front of the 
European Parliament and other EU institutions. The 
association states our point of view on issues related to 
the environment, energy, product standards, and sus- 
tainability.

In Germany, in the cement sector, Dyckerhoff is a mem-
ber of the “Cement Manufacturers Association” (VDZ), 
which is a member of Cembureau. In the concrete sector 
Dyckerhoff is a member instead of the “Union of Con-
crete Producers”.

In Luxembourg, Cimalux actively supports Fedil, the 
“Luxemburg Business Federation”, and Cembureau.

In Poland, Dyckerhoff Polska is active in several associa-
tions such as the “Polish Cement Association”, the  
“Polish Association of Ready Mixed Concrete Producers” 
and the “Polish German Chamber of Commerce &  
Industry”.

In the Czech Republic, Zapa Beton is a member of the 
“Cement Manufacturers Association” and of Cembureau.
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Sanctions
In Italy in 2012 a sanction of 231,210.00 euro was paid 
due to alleged violations of the legislation on the work- 
ing hours between 2004 and 2005 at the Guidonia plant. 
The company has appealed.

In the United States we paid about $ 55,200 for violation 
of safety rules, as well as $ 85,100 for non compliance 
with tax laws and payment schedules. At the Stockertown 
plant, we were forced to pay $ 74.245 for a violation  
of the norms on emissions into the atmosphere that took 
place in 2010.

In Ukraine, Dyckerhoff Ukraina is a member of the ”Euro-
pean Business Association”, of the “American Chamber  
of Commerce” and of the “Camera di Commercio Italiana 
per l’Ucraina”. The objective of our participation in these 
associations is to promote the evolution of the legislation 
and legal changes against corruption and the bureau- 
cracy in our country, and to create a community of West-
ern and local companies to improve the economic back-
ground.

In the United States Buzzi Unicem USA is a member of the 
“Portland Cement Association” (PCA) which campaigns 
for a fair implementation of policies and legislation aimed 
at reducing greenhouse gas emissions. Buzzi Unicem 
USA is represented on several PCA committees, including 
the “Transportation and Infrastructure Committee”, 
whose aim is to develop a common approach to infrastruc-
ture and transportation issues.

Alamo Cement is a member of “Alamo Area Council of 
Government” (AACOG), an organization that examines 
issues at the local, state and nation level, to make appro-
priate suggestions to the competent authorities and  
to suggest environmental enhancements. The company 
participates actively also to the South Central Texas 
Cement and Lime Manufactures (SCTC / LM), which includes 
four cement producers and one lime producer. At state 
level, Alamo Cement is also involved in the “Texas Asso-
ciation of Business” (TAB), which deals with environ-
ment, resources human and legislation issues. It is more-
over a member of the “Texas Cement Producers Group” 
(TCPG) and of the “Portland Cement Association” (PCA).

In Mexico Corporación Moctezuma is a member of the 
“Camera National del Cemento”.
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Social Performance: Charts and Tables

2008 – 2012: Total group employees by contract type

2008 2009 2010 2011 2012

Total  
workforce 

 
12,067

 
11,652

 
11,885

 
11,528

 
11,427

Men 10,275 9,952 10,236 9,932 9,842

Women 1,792 1,700 1,649 1,596 1,585

Open-end 
contracts

 
11,615

 
11,182

 
11,500

 
11,150

 
11,097

Fixed-term 
contracts

 
452

 
470

 
385

 
378

 
330

Full-time 11,879 11,405 11,658 11,313 11,224

Part-time 188 232 227 215 203

la1

la2

2008 – 2012: Total employee workforce total number and 
turnover rate 

2008 2009 2010 2011 2012

Turnover 
rate

 
%

 
13.98

 
14.41

 
10.59

 
12.47

 
11.64

Total 
workforce

 
12,067 11,652 11,885 11,528 11,427

Total hires 1,698 1,146 1,492 1,178 1,229

Total ter-
minations

 
1,687 1,679 1,259 1,438 1,330

of which 
resigned

 
883 735 659 729 664

of which 
retired 244 224 185 221 205

of which 
dismissed 560 720 415 488 461

Turnover rate = total terminations/total workforce

la2

Turnover rate of 2012 staff by geographic  
distribution 
(in %)

 

ita* ger lux nld cze svk pol rus ukr usa mex

group: 11.64 % 
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* �Italy without Addiment and Premix, which are not  
consolidated

Breakdown of 2012 staff by geographic  
distribution
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total group: 11,427

la1

2,100

1,800

1,500

1,200

900

600

300

0

71
4

1,
77

4

1,
88

8

1,
02

8

1,
56

6

2,
28

2

1,
20

9

15
8 28

0

14
1 38

7



71social performance: charts and tables

la4

2008 – 2012: percentage of the employees of the group  
covered by collective bargaining agreements

2008 2009 2010 2011 2012

Total work-
force 2012 12,067 11,652 11,885 11,528 11,427

Workforce 
covered by 
collective 
bargaining 8,891 8,584 8,684 8,378 8,157

Coverage 
ratio % 73.70 73.67 73.07 72.68 71.38

la5

Minimum notice period before organizational changes

Italy 11 weeks

Germany 4 weeks 

Luxembourg no notice

Netherlands 4 weeks

Czech  
Republic

8 weeks (cement),  
6 weeks (concrete)

Slovakia 8 weeks

Poland 12 weeks

Russia 8 weeks

Ukraine 9 weeks

usa 9 weeks (in case of plant closure)

Mexico 4 weeks

2008 – 2012: Absentee rates for the group

2008 2009 2010 2011 2012

Absentee 
rate % 2.92 2.92 2.76 2.89 2.76

of which 
for strikes % 0.00 0.01 0.03 0.01 0.01

Occupa- 
tional  
diseases 9 7 12 10 8

Deaths 1 0 0 0 2

la7

2012 absentee rate by geographic area (illness, injuries, 
other causes)

Absentee 
rate in %

of which 
for strikes 

in %

Occupa- 
tional  

diseases * Deaths

Italy 2.70 0.05 4 0

Germany 5.25 0 0 0

Luxembourg 3.78 0 0 0

Netherlands 4.51 0 0 0

Czech 
Republic 2.29 0 0 0

Slovakia 2.35 0 0 0

Poland 2.32 0 0 0

Russia 1.98 0 4 1

Ukraine 2.49 0 0 1

usa 2.08 0 0 0

Mexico 1.63 0 0 0

Group 2.76 0.01 8 2

la7

* �hypoacusia in Italy, respiratory diseases in Russia
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la7

2008 – 2012: group accident indicators

2008 2009 2010 2011 2012

cement

Injury  
frequency rate 10.79 9.66 8.26 7.41 5.8

Lost-time  
injury rate 0.34 0.29 0.36 0.36 0.24

Average  
injury duration 
(in days) 31 30 44 48 41

concrete

Injury  
frequency rate 28.92 26.39 20.51 23.80 21.13

Lost-time  
injury rate 0.57 0.61 0.52 0.55 0.48

Average  
injury duration 
(in days) 20 23 25 23 23

la10

Average days of external and internal training 2012 per 
employee, by category *

External Internal

Total group employees 2.13 1.76

Managers, office supervisors,  
white collars

 
1.79

 
1.35

Foremen, blue-collars 2.34 2.01

* excluding 185 apprentices

la7

Accident indicators 2012 by geographic area 
(cement)

Indicator
frequency

Indicator of 
Lost-time 

injury rate

Average dura-
tion injuries 

(in days)

Italy 7.39 0.19 25

Germany 8.18 0.20 24

Luxembourg 55.95 0.35 6

Czech 
Republic / 
Slovakia 0 0 0

Poland 0 0 0

Russia 3.63 0.06 15

Ukraine 1.22 0.01 11

usa 5.58 0.81 145

Mexico 3.37 0.12 37

Group 5.80 0.24 41

Accident indicators 2012 by geographic area  
(concrete)

 
Indicator

frequency

Indicator of 
Lost-time 

injury rate

Average dura-
tion injuries 

(in days)

Italy 13.6 0.49 36

Germany 25.3 0.38 15

Nederlands 3.9 0.05 13

Czech 
Republic / 
Slovakia 6 0.20 33

Poland 8.5 0.45 52

Ukraine 0 0 0

usa 35.1 0.66 18

Mexico 23.8 0.71 29

Group 21.1 0.48 23

Frequency rate = number of injuries × 1,000,000 worked 
hours
Lost-time injury rate = lost days × 1,000 ⁄ worked hours
Average injury duration = lost days / number of injuries

performance indicators social performance: charts and tables

la7
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la10

2008 – 2012: external training per employee

2008 2009 2010 2011 2012

Total days of training 16,390 20,707 20,001 24,406 23,973

Average days per employee 1.41 1.8 1.7 2.15 2.13

Managers, office supervisors, white collars 2 1.58 1.4 2.02 1.79

Foremen, blue-collars 1.11 1.91 1.87 2.22 2.34

la10

2008 – 2012: internal training per employee

2008 2009 2010 2011 2012

Total days of training 13,763 20,075 24,344 22,444 19,814

Average days per employee 1.15 1.74 2.07 1.97 1.76

Managers, office supervisors, white collars 1.61 1.36 1.24 1.24 1.35

Foremen, blue-collars 0.98 1.94 2.53 2.4 2.01

la13

Breakdown of 2012 group staff by category, gender, age 

Managers, office supervisors,  
white collars % 4,291

Men 3,202

Women 1,089

under 30s   409

between 30 and 50 2,563

over 50s 1,319

Minorities 108

Foremen, blue-collars 7,136

Men 6,640

Women 496

under 30s 962

between 30 and 50 4,107

over 50s 2,067

Minorities 561

Total group 11,427

Ratio of 2012 basic salary of men to women (same employee 
category).

Managers, office 
supervisors and 

white-collars

 
Foremen,  

blue-collars

in %

Italy * 90 80

Germany 70 90

Luxembourg 80 70

Netherlands 51 46

Czech Republic 54 92

Slovakia 77 110

Poland 50 120

Russia 67 72

Ukraine 75 73

usa 65 84

Mexico 50 100

la14

* in Italy excluding 49 managers (48 men, 1 woman)

From internal analyses carried out at country level, no signifi-
cant differences, due to gender discrimination, were observed at  
Buzzi Unicem between the basic salary of male employees and  
that of female employees with the same macro category (manag- 
ers, supervisors, white collar worker, foremen, blue-collar work-
er), experience and tasks performed. The significant differences 
observed are due mainly to the way the indicator is calculated  
as this does not take into account the different contractual levels 
within the same macro category and whose trend can be influ-
enced by the limited female presence in some categories, limiting 
the comparability of compensation levels.

social performance: charts and tables
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Self-declared Application 
Level gri g3

The Buzzi Unicem group Sustainability Report 2012 has 
been prepared according to the Sustainability Reporting 
Guidelines issued by the Global Reporting Initiative (GRI) 
g3, application level A + (selfdeclared).

report application level c c + b b + a a +

Report on:
1.1
2.1 – 2.10
3.1 – 3.8, 3.10 – 3.12  
4.1 – 4.4, 4.14 – 4.15

Report on all criteria 
listed for Level C plus:
1.2
3.9, 3.13
4.5 – 4.13, 4.16 – 4.17

Same as requirement 
for Level B

Not Required Management  
Approach Disclosures 
for each  
Indicator Category

Management  
Approach Disclosures 
for each  
Indicator Category

Report on a minimum 
of 10 Performance 
Indicators, at least one 
from each of: Eco- 
nomic, Social and Envi-
ronmental.

Report on a minimum 
of 20 Performance 
Indicators, at least one 
from each of Eco- 
nomic, Environmental, 
Human rights, La- 
bor, Society, Product 
Responsibility.

Report on each core g3 
and Sector Supple
ment* Indicator with 
due regard to the 
Materiality Principle by 
either: a) reporting 
on the Indicator or b) 
explaining the rea-
son for its omission.

g3 Profile 
Disclosures
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The table of contents of the GRI is available at the follow- 
ing address: http: // www.buzziunicem.it / online / it / Home /  
Sostenibilita / Indicatoridiperformance.html
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_buzzi unicem s.p.a.

Via Luigi Buzzi, 6

15033 Casale Monferrato (al)

Telephone +39 0142 416.111

www.buzziunicem.it

_coordination and graphics

Heisters & Partner

Büro für Kommunikationsdesign,  

Mainz /Germany

_editing

Space Design S.r.l.

Milano 

This Sustainability Report complies with the 

standard A + of the gri
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