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5.0 
MODERN WORKING IN A 
MODERN WORKPLACE
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Employees

Creating a positive perspective

Our organisation’s success depends on our employees’ 

commitment, motivation and expertise. It is, therefore, 

crucial that we have a forward-looking work environ-

ment that enables dialogue and transparency; one that 

creates an atmosphere conducive to innovation. These 

aspects are an integral part of our sustainable develop-

ment.

We want our employees to enjoy working in our company. 

Our low staff turnover shows that a lot of them do, as 

does the fact that many of our workforce have been 

with us for several decades. We want this to remain the 

case. Which is why we are intensifying and being inno-

vative with ways to keep us attractive as an employer.

In the years ahead, a generational shift is coming for 

a number of positions – and this includes key posts 

within Klasmann-Deilmann. In succession planning, our 

A modern work environment

2018 saw the Klasmann-Deilmann Group’s head office 

functions move into the ‘Innovation Center’. The reason 

for this investment is our continuous growth. This new 

building provides additional PC workstations and open-

plan areas for more than 40 employees. It also houses 

an Academy and a multimedia exhibition area, thus 

providing a suitable setting for events. It is from this 

new facility that the Group is now managed, and stra-

tegic and international cooperation strengthened. And 

large parts of our ‘Business Center’ (the former admin-

istrative building) have been extensively refurbished 

and modernised. A modern experimental greenhouse 

called the ‘Research Center’ has been purpose-built for 

research projects on innovative growing media, growing 

systems and raw materials for substrates. The func-

tionally related ‘Technikum’ is a facility equipped with 

the ultramodern systems typical of nurseries today; 

in particular, it enables practical trials to be conducted 

for research-and-development purposes. The entire 

location is thus geared towards research, development 

and innovation.

policy is to focus on our own young employees. Our 

business growth means that, particularly for highly 

specialised business units and employee roles, we need 

additional expertise that we wish to develop internally 

and, as required, enrich with new recruits from outside.

In the light of these developments we have, at an early 

stage, established a strategic personnel management 

function that is integrated within Klasmann-Deilmann 

GmbH, the lead company. It is guided centrally and 

implemented with assistance from our subsidiaries. 

Various instruments, measures and processes are 

continuously reviewed as to their effectiveness. To this 

end, Human Resources and management consult closely 

with each other and the relevant subsidiaries, teams 

and employees. This allows a quick response if it is 

decided that revisions must be made, additional aspects 

considered or certain things dispensed with.
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Digitisation

Digitisation of administrative processes, as well as processes in sales, production and 

logistics, is among our organisation’s priority objectives. With the IT solutions we apply, 

we are operating at the state of the art and are ahead of the curve when it comes to 

developments in the international commercial-horticulture sector. What is key is that the 

applications we use are forward-looking and enable dialogue to take place that is intuitive 

and marked by confidence and authenticity within our global network of subsidiaries, 

sales partners and customers. This is why we are investing on a large scale in IT solutions 

from leading providers, and developing our own programs that are precisely geared to our 

business model and deliver genuine added value to our customers. What is crucial here 

is that our employees can make sense of this digitisation process at all times, continue 

to identify with their respective roles and are well able to fulfil them. Part of our change 

management strategy, therefore, is provision of in-house coaches from the various divi-

sions. We are meeting the greater need for professional-development activities by means 

of both internal and external opportunities.

Strengthening competencies, encouraging talent

As part of our long-term personnel development strategy, we have established several pro-

grammes aimed at improving our employees’ competencies, integrating them more fully in our 

business development, and encouraging their stronger identification with our organisation.

International talent programme to help promising junior employees develop their personal skills

International competency programme for staff who are key post-holders, aimed at  

strengthening established competencies and developing areas where they are less strong

Programme involving implementation of lean-management methods in both production and 

administration, with the aim of ongoing improvement

International programme to strengthen capacity for innovation, including workshops offering 

new approaches to idea generation, to creativity methods, to contributing suggestions for  

improvement, and to sharing best practice

Programme for all levels of the workforce and all subsidiaries aimed at enhancing dialogue, 

especially with management

In-house programme for vocational trainees and those on combined vocational/degree courses, 

covering the following: easing into working life, professional development, deeper exploration 

of speciality-related issues, and strengthening personal and social skills

5.0 Modern working in a modern workspace



48 Klasmann-Deilmann | Sustainability Report 2019–2021

Vocational training, on-the-job trainees and scholarships

Each year we offer a number of vocational training places, especially for administrative and 

IT-related job profiles. Combined vocational training und degree programmes, part-time 

courses of study for those in employment, and job-integrated study programmes are playing 

an increasingly important role in this regard. At the end of 2016, the Chamber of Commerce 

and Industry (IHK) for Osnabrück, Emsland and Bentheim County awarded us ‘IHK Top Training 

Workplace’ status, which was recertified in 2021. Internships combined with work or studies, 

and opportunities to produce Bachelor’s and Master’s theses, are also increasingly made use of. 

Our measures also include awarding further ‘Deutschlandstipendium’ scholarships and locally 

based scholarships for the Emsland region (‘Emslandstipendium’), as well as funding under the 

‘EmslandTalents’ scheme.

In order to attract especially promising candidates, particularly international ones, we are in- 

creasing opportunities that enable recruits to join us as on-the-job trainees. For some years now, 

we have continuously had International Trainees on our team. The focus here is on future opportu- 

nities in market development, production and digital business models. Against this background, 

we are expanding our contacts with higher-education institutions – including Osnabrück Uni-

versity of Applied Sciences, and Wageningen University & Research in the Netherlands – that 

specialise in professional fields of particular relevance to us.

We ensure that, in all cases, close guidance is provided within the relevant departments. It is not 

only high-quality training in the subject matter itself that is important to us, but also personality 

development. Many of the young people who complete their vocational training journey with us 

are subsequently taken on as new employees.

Female executives

Across the Group, we currently employ 11 female executives, eight of them at our international 

locations. These account for 14 % of our worldwide total of 110 executives.

Compliance requirements for the entire workforce

The point of departure for our rigorously implemented compliance policy was training provided 

to Klasmann-Deilmann GmbH’s executives in 2009. Since then, management staff have been 

familiarised with these principles as part of their induction training, and have committed to 

observing them.

Additionally, an agreement with the Management Board and the General Works Council came 

into effect in November 2013 that requires all employees of the Klasmann-Deilmann Group in 

Germany to comply with, among other things, competition and monopolies law, a prohibition on 

the offering and granting of benefits, and the prohibition of money laundering.

The managing directors and the financial executives from our international subsidiaries undergo 

training on Group-wide compliance requirements, most recently in the autumn of 2018. They 

were also put in charge of implementing relevant arrangements in their particular company.
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A family-friendly company

Klasmann-Deilmann is among the founding members of the Emsland region’s ‘Work and Family’ 

foundation (www.familienstiftung-emsland.de), whose aim is to help local people combine 

family and career. The foundation first certified us as a family-friendly company in 2012. Its 

November 2018 audit resulted in our family-friendliness being confirmed for the third time and 

this quality label being renewed up to the end of 2021. This involved not only reviewing what 

had already been achieved but also, and primarily, identifying forward-looking approaches 

and opportunities. Since each stage of life leads to different aspirations concerning career and 

family, employers should gear themselves to greater workplace flexibility as soon as possible so 

they can keep their long-term appeal for good employees.

Slight decline in headcount

Since 2020, the number of our employees has been groupwide reported uniformly in full time 

equivalents (fte). A direct comparison with the previous year’s figures is therefore only possible 

to a limited extent. Overall, we have recorded a slight decrease in the number of employees. Out 

of 907 employees in 2020, a total of 394 men and women were in administrative roles in 2020, 

with 513 in technical/industrial jobs. The proportion of those employed outside Germany stood 

at 66.8 % in 2020 (having been 60.6 % in 2019 and 66.9 % in 2018).

2020 2018 2016 2013

∑   ∑   ∑   ∑  

Germany 301 246 55 344 276 68 356 283 73 371 302 69

Lithuania 324 265 59 392 335 57 306 257 49 295 259 36

Latvia 96 77 19 110 86 24 106 81 25 88 59 29

Ireland 52 49 3 71 68 3 62 58 4 69 66 3

Netherlands 55 50 5 47 44 3 37 34 3 34 32 2

France 21 12 9 20 11 9 21 12 8 19 11 8

Belgium 13 11 2 14 10 4 10 8 2 9 7 2

Singapore 11 3 8 11 3 8 10 2 8 9 2 7

China 15 7 8 14 8 6 10 7 3 0 0 0

Poland 8 6 2 8 6 2 9 7 2 9 7 2

Italy 6 3 3 6 3 3 6 3 3 6 3 3

USA 2 2 0 2 2 0 3 2 31 4 1 3

Austria 2 1 1 2 1 1 2 1 1 2 1 1

Japan 1 1 0 0 0 0 0 0 0 0 0 0

Total 907 733 174 1041 853 188 938 755 183 915 750 165

Figures from 2020 onwards are full-time equivalents (fte)
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Health and safety management strengthened

Klasmann-Deilmann maintains a health and safety management system whose goal is the total 

prevention of accidents. Its aim is to identify potential workplace hazards in good time and, as 

far as possible, to remove or remedy them. Among the measures to achieve this are regular on-

site inspections by in-house and external safety experts, company medical officers and safety 

officers, as well as meetings of the health and safety committees. Additionally, incidents are 

automatically documented at organisational level. Near misses, too, are thoroughly documented 

and assessed within the health and safety committee. Employees periodically receive training 

on this topic. To involve them closely in the implementation of health and safety measures, spe-

cial rewards are available for ideas to enhance workplace safety proposed under the employee 

suggestion scheme. 

5.0 Modern working in a modern workspace

Promoting health

We run a proactive health management programme 

which is an integral part of all operating processes, its 

aim being to maintain, improve or restore the health 

and well-being of our employees. A body consisting of 

executives, works council members and our company 

medical officer advises at regular intervals on measures 

to promote health.

Central elements are regular preventive health check-

ups as well as promoting various measures aimed at 

improving employees’ general health, including free 

flu vaccinations. In addition, we provide a monthly 

allowance to financially support employees throughout 

Germany who take up sporting activities in gyms and 

swimming pools. Small teams, the makeup of which 

changes, are also increasingly participating in regional 

sporting events. There are of course health benefits, but 

the focus here is also – and primarily – on the shared 

experience this provides.
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