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4. Social

4.1 Working at Jass
Our people are a key driver of the Jass 
Group’s business development. In Poland 
and Germany, more than 850 employ-
ees work across a wide range of functions 
along our value chain to manufacture the 
products for our customers. 

As an employer, we recognise our respon-
sibility to create a safe, appreciative and 
dependable working environment for all 
our employees. Good working conditions, a  
culture of mutual respect and a wide range 
of development opportunities form the 
foundation of this commitment.

Good working conditions
 
For us, ‘good working conditions’ encom-
pass fair remuneration, clearly defined em-
ployment contracts, reliable working hours 
and adequate rest periods.

Our pay and working time models are in line 
with fair, transparent and modern standards. 
Remuneration complies with all legal re-
quirements and – where relevant – collective 
agreements, staying above the statutory 
minimum wage at all sites. We pay supple-
ments for night, Sunday and public holiday 
shifts on top of basic remuneration. Annual 
leave entitlements are clearly defined and 
employees have the option to apply for spe-
cial leave in certain circumstances.

We endeavour to offer flexible working ar-
rangements and individual solutions to ac-
commodate employees’ needs. These in-
clude various worktime models, which have 
been successively expanded in recent years 
to help promote a better balance between 
professional and personal commitments, 
including remote working arrangements if 
the nature of the role allows it. At the same 
time, operating on a 24-hour shift system 

places unique demands on our employees. 
To adapt our shift-working model to modern 
needs, we are working on part-time options 
that incorporate ‘New Work’ elements, pro-
viding additional avenues for a healthy work-
life balance.

We regularly review and continuously im-
prove our working conditions to reflect legal 
requirements, labour market developments 
and, in particular, ongoing dialogue with our 
employees. This approach allows us to bet-
ter align business objectives with individual 
needs.
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A culture of mutual respect

We firmly believe that mutual respect and 
having a voice are vital to collegial and 
constructive working relationships. With 
this in mind, we encourage open, ongoing 
dialogue with our staff to identify challeng-
es early and address them collaboratively. 
Personal communication is a core element 
of our corporate culture.

Employees at all sites are able to discuss 
matters such as job satisfaction, career 
expectations and personal development 
opportunities with their line managers in 
our regular performance and development 

reviews. Dedicated contact persons are 
available to handle sensitive matters, such 
as discrimination or workplace conflicts.

We additionally promote transparency 
through regular company meetings, where 
the management informs the workforce 
about current developments. These op-
tions are supplemented by an anonymous 
whistle-blower channel, which allows both 
company employees and external individ-
uals to report concerns about potential  
irregularities in confidence and without fear 
of retaliation.
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A wide range of development opportunities

At Jass, our goal is to support our employ-
ees throughout their career journeys, both 
in the development of their professional 
expertise and personal skills. Our approach 
focuses on the individual development of 
our employees. It begins with vocational 
training opportunities and includes intern-
ships, trainee programmes, thesis projects 
and dual study programmes. We also sup-
port the continuous professional develop-
ment of our employees during their career.

Our recruitment process is designed to be 
transparent, straightforward and respectful 
for everyone involved. From initial contact 
through to the final feedback stage, appli-
cants are kept fully informed about the status 
of their application. Open communication, 
clear information and respectful interaction 
form the foundation of this approach. We 
believe it is important that everyone – re-
gardless of the outcome – feels treated fair-
ly and taken seriously, which is why we priori-
tise prompt feedback, constructive dialogue 
and an overall positive experience, even in 
the event of a rejection.

Once the recruitment process is successfully 
completed, a structured and mentored on-
boarding phase begins. Over the course of 
their careers at Jass our employees are of-
fered a range of training and development 
opportunities, mentoring schemes and a 
working environment that actively fosters 
learning, knowledge sharing and personal 
growth.

We involve our people in the development 
of personalised development and career 
plans that take into account both the or-
ganisation’s requirements and the employ-
ees’ individual strengths and interests. These 
development plans are tailored to specific 
needs by combining workplace-based ini-
tiatives with external training programmes. 
The human resources department supports 
this process, regularly reviews progress and 
discusses the next steps with the employees.

In this way we establish an environment 
that empowers our people to take on new 
responsibilities and grow both profession-
ally and personally. We see ourselves as a 
dependable partner and mentor that pro-
vides support at every stage of professional 
growth.

Headcount at the Jass Group. In 2025, a total  
of 864 people were employed by the Group.

Employment with the Jass Group. In 2025, a total 
of 864 people were employed by the Group.

 Germany     Poland

Headcount

 Permanent contract     Temporary contract

Employment relationship

376

488
720

144
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4.3 Equal opportunities

Equal opportunities and diversity are cen-
tral elements of our human resources pol-
icy at Jass. We ensure all employees have 
equal opportunities for career advance-
ment – regardless of their origin, religion, 
gender, age, disability, sexual orientation, 
beliefs or cultural background. This philoso-
phy defines every aspect of the employee 
experience, from recruitment and training 
to flexible working arrangements, transpar-
ent career paths and fair compensation to 
a safe, respectful working environment.

When recruiting, appointing and promot-
ing team members, we base our decisions 
strictly on professional qualifications, ex-
perience and suitability. We also strive to 
attract the most diverse pool of applicants 
possible by offering highly competitive and 
attractive employment terms.

In the area of gender distribution, it is evi-
dent that despite our ongoing efforts to 
make roles at our paper machines more 
attractive, paper production continues to 
be a male-dominated industry. In our cor-
rugated board plants, however, the gen-
der balance is more evenly distributed. 
The Jass Group also currently maintains 
a well-balanced gender ratio at executive 
management level.

Integrating people with disabilities into the 
workforce is also a core element of our hu-
man resources policy. We tailor our work-
places as much as possible to the individual 
needs of our team members with the aim of 
fostering productive collaboration. We also 
create an inclusive work environment that 
helps employees with different cultural back-
grounds to become fully integrated into daily 
work routines at Jass. Through these efforts, 
we continuously strive to cultivate mutual 
understanding and dismantle prejudices.

The Jass Group enforces a zero-tolerance 
policy toward discrimination. Any reports of 

discriminatory or inappropriate behaviour 
are investigated and addressed. The prin-
ciples governing respectful and non-dis-
criminatory behaviour are firmly enshrined 
in both our Code of Conduct and our Com-
pliance Manual. 

Designated contacts are available in case 
anyone encounters discrimination. These 
contacts help assess potential incidents, 
facilitate constructive dialogue and collab-
orate in the development of solutions. In 
addition to that, both employees and ex-
ternal individuals can utilise our established 
whistle-blowing channel to report concerns 
anonymously. All disclosures received are 
thoroughly examined by the competent 
bodies and handled in accordance with the 
appropriate procedures.

Gender distribution  
in the Jass Group. In 2025, 
a total of 864 people were 
employed by the Group.

 Male     Female     Other

Gender distribution

143

720

1
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4.2 Occupational health  
and safety
Employee health and safety is a priority at 
Jass. We aim to establish working condi-
tions that allow our employees to carry out 
their duties safely, which is why the provision 
of safe and ergonomically designed work-
places is a key responsibility for us as an 
employer.

We have risk assessments in place for all 
areas of our operations, which take into ac-
count both physical and psychological risks. 
Based on these assessments, appropriate 
engineering and administrative controls 
are implemented, and personal protective 
equipment is allocated, to systematically re-
duce potential risks and ensure a high level 
of workplace safety.

Should an accident at work nevertheless oc-
cur, the circumstances are carefully analysed 
and documented. Based on this analysis, we 
identify measures to help prevent similar in-
cidents in the future and further improve oc-
cupational health and safety.

Health and safety is a regular feature of our 
team meetings. Incidents are addressed, 
their causes discussed collectively and the 
resulting improvement measures presented 
and implemented. In this way, we promote a 
safety culture that is continuously evolving.

Regular health and safety committee meet-
ings, preventive occupational health check-
ups, as well as training and safety briefings 
help to raise awareness among our em-
ployees. The recurring safety briefings are 
conducted by line managers or health and 
safety officers and are tailored to the spe-
cific safety requirements of the respective 
work areas. Employees can also play an 
active role, for example by putting forward 
suggestions to improve occupational health 
and safety or by taking on the role of a safe-
ty officer or first-aider. 

Department heads work to ensure compli-
ance with the applicable health and safety 
regulations within their areas of responsi-
bility. In addition, our health and safety of-
ficers carry out regular workplace inspec-
tions to identify potential issues and define 
improvement measures with the relevant 
departments. Changes to statutory health 
and safety regulations are communicated in 
regular training sessions for our health and 
safety officers and incorporated into our in-
ternal processes as required.

The rate is calculated as follows: (Number of 
recordable work-related accidents / total hours 
worked) x 200,000. The number of recordable 
work-related accidents includes all accidents, 
regardless of the number of lost days.

Recordable work-related accident rate

2023 2024 2025

7.00

6.00

5.00

4.00

3.00

2.00

1.00

0.00

5.91 6.27

3.73
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5. Governance

5.1 Human rights
At Jass, upholding the dignity and integrity 
of every individual is a non-negotiable core 
principle underpinning all our business oper-
ations. Respect for human rights is a binding 
benchmark for our operations, shaping our 
ethical principles, our commitment to diver-
sity and our approach to sustainable busi-
ness practices.

This commitment is firmly enshrined in our 
Code of Conduct. In addition to addressing 
general corporate ethics and competition 
law topics, the section of the Code enti-
tled ‘Ethical, Global and Social Principles’ 
sets out binding requirements concerning, 
among other things, non-discrimination, 
occupational health and safety, fair remu-
neration and respect for human rights. This 
explicitly includes the rejection of child labour 
and forced labour.

The Code of Conduct establishes binding 
fundamental rules that apply to all employ-
ees across the organisation. It reflects our 
values, sets out clear expectations and es-
tablishes minimum standards for responsi-
ble conduct. We expect our employees to 
adhere to these conduct principles, which 
also form the basis for our business partner-
ships. 

The FSC audits at our sites also cover as-
pects relating to the respect for human 
rights, amongst other things. These audits 
therefore help to identify potential human 
rights risks within our sphere of influence and 
operations, allowing us to address them at 
an early stage.
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5.2 Sustainable supply chain  
management
We believe that trusting, long-term partner-
ships with suppliers are a vital component 
of our business operations. This applies re-
gardless of whether the items being sup-
plied are raw materials, auxiliary materials, 
technical components or services. For the 
same reason, we attach great importance 
to further developing our existing supplier re-
lationships and continuously expanding our 
partnerships.

Against this background, it is important for 
us that the values enshrined in our Code of 
Conduct are also complied with in our sup-
plier relationships and we perform regular 
supplier audits to ensure that our expecta-
tions are being met. The audits not only cov-
er general organisational and environmen-
tal issues, but also social aspects, including 
respect for fundamental labour and human 
rights. To the best of our current knowledge, 
there is no evidence of human rights viola-
tions along our supply chain.

Another key focus in our supplier relation-
ships is the issue of greenhouse gas emis-
sions in the upstream supply chain and we 
are constantly working to improve trans-
parency regarding emissions-related data 
for the goods and services we purchase. To 
this end, we are successively collecting rele-
vant information from selected suppliers in 
order to gain a better understanding of the 
high-emission areas within our supply chain.

Alongside these initiatives, we are actively 
sensitising our procurement teams to envi-
ronmental, social and human rights issues 
across the supply chain as a core internal 
process by successively rolling out training 
courses for staff across our purchasing de-
partments. The aim is to deepen their under-
standing of requirements and frameworks 
such as FSC® and PEFC™, to build up spe-
cialist expertise and to apply this knowledge 
appropriately in our day-to-day business 
operations.
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5.2 Sustainable supply chain  
management

5.3 Compliance

We are committed to our social respon-
sibility and to responsible corporate gov-
ernance. Our Code of Conduct sets out the 
fundamental principles underpinning our 
corporate identity and serves as a binding 
framework to guide our actions. Our conduct 
towards customers, suppliers, business part-
ners and employees is guided by the princi-
ples of integrity and fairness.

Our approach to responsible corporate 
governance includes compliance with legal 
requirements, the principles of fair compe-
tition, environmental and social standards 
as well as competition law. We particularly 
focus on the prevention of corruption and 
fraud, the responsible handling of conflicts of 
interest and the prevention of money laun-
dering. Such unlawful or unethical behaviour 
is not tolerated. Breaches of the established 
principles are thoroughly investigated and, 
depending on their severity, dealt with con-
sistently in accordance with the applicable 
regulations.

The Code of Conduct also forms the basis 
for the drafting of our Compliance Manual. 
The Compliance Manual supplements the 
Code of Conduct with explanatory content 
and practical examples of the fundamental 
principles being applied in an everyday work 
setting.

We also expect our managers to be fully 
aware of their role, to provide guidance and 
to improve awareness in their teams about 
the importance of acting ethically and re-
sponsibly. To reinforce this role model func-
tion and to develop binding leadership prin-
ciples that now underpin a values-based 
leadership culture within the Jass Group, we 
conducted a series of workshops in 2023.

In the same year we set up a whistle-blowing 
channel to enable whistle-blowers to report 
potential breaches confidentially and, if they 
wish, anonymously. The Jass whistle-blowing 
channel complies with the applicable legal 
requirements and is available to both em-
ployees and external individuals who wish 
to report concerns and potential breaches. 
The confidentiality and the anonymity of the 
whistle-blowers are ensured through our col-
laboration with an external service provider.

When disclosures are made via the whis-
tle-blowing channel, they are initially re-
ceived and reviewed by our external service 
provider before the relevant information is 
forwarded to the executive assistant. The 
executive assistant then passes it on to the 
executive management, which arranges for 
the matter to be investigated further. This 
structured process makes the confiden-
tial handling of whistle-blower disclosures 
and the investigation of potential breaches 
possible.

As an integral part of our compliance 
management, we also conduct sanctions 
screening on all relevant internal and ex-
ternal business partners including suppli-
ers, customers and staff. Cross-checking 
against national and international sanc-
tions lists serves to ensure compliance with 
legal requirements and forms part of our 
preventive approach to risk management.
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The protection of personal data in ac-
cordance with the General Data Protec-
tion Regulation (GDPR) is a key priority for 
us and we have appointed external data 
protection officers to ensure compliance 
with data protection requirements. They 
also advise us on data protection-related 
issues. We review our processes regularly 
and adapt them to the applicable require-
ments where necessary.

Information security is also an integral part 
of our business operations and we have ap-
pointed individuals who are responsible for 
the further optimisation of IT and OT secu-
rity. Whilst our information technology (IT) 
primarily processes business and adminis-
trative data, operational technology (OT) 
controls physical processes in our produc-
tion facilities. The increasing integration of 
these two areas in the course of the digital 
transformation brings with it additional se-
curity-related requirements.

Our security architecture is designed to pro-
tect these IT and OT systems. To assess the 
effectiveness of our existing security meas-
ures, we regularly carry out internal and  
external security audits, which cover both 
externally accessible and internal systems.

We are aware that the human factor plays 
a key role in information security, which is 
why we launched an awareness-raising pro-
gramme for our employees in 2023. It serves 
to raise awareness about safety-related 
risks and to provide practical guidance on 
how to behave so that potential threats can 
be promptly identified and effectively dealt 
with.
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We see ourselves as an integral part of the 
regions and communities in which we oper-
ate and, for that reason, we are committed 
to supporting local community initiatives. As 
a family-run business, we maintain a wide 
range of partnerships and, in particular, sup-
port regional projects involving families, chil-
dren, education, the environment or culture.

One example of this engagement is the 
‘antonius: gemeinsam Mensch’ foundation 
in Fulda, on whose board of trustees the 
managing partner of the Jass Group serves. 
Employees at various sites are also involved 
in making the Christmas wishes of children 
in need come true. At the Schwarza site, 
proceeds from the honey produced by the 
company’s own bees are channelled into 
social causes, for example by way of mak-
ing donations to the local heritage society or 
sponsoring a theatre production.

Our Polish sites are also involved in the na-
tionwide campaign run by the Great Or-
chestra of Christmas Charity (WOŚP), one 
of the largest social initiatives in Poland. 
This initiative supports the Polish healthcare 
system, in particular by funding medical 
equipment for hospitals. Our involvement in 
this campaign is a clear demonstration of 
our social responsibility and solidarity. 

In addition, we support the leisure activities 
of our employees and their families, for ex-
ample by sponsoring kits for sports teams. 
Employees also have the opportunity to 
nominate their own charity initiatives for our 
financial support or in-kind contributions, 

provided that they remain within the lim-
its of our resources and are in accordance 
with our internal donation policy. The annual  
JassAward is also presented in connection 
with employee volunteering. We additionally 
support the valuable work of various clubs 
and social organisations.

5.4 Community  
engagement
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6. Sustainability  
metrics

Sustainability metrics Tonnes (t) Change (%) 
2024–2025 2023 2024 2025

Net production1  1,039,983  1,091,301  1,124,250 3%

6.1 Environmental metrics2

Greenhouse gases and  
climate change

Tonnes of CO2 equivalent (tCO2e) Change (%) 
2024–2025 2023 2024 2025

Scopes

Scope 1  144,503  152,336  157,444 3%

Scope 2 (market-based)  178,369  146,155  127,898 –12%

Scope 2 (location-based)  160,527  153,129  146,653 –4%

Scope 3  358,906 396,472  399,249 1%

Total S1 and S2  322,873  298,491  285,341 –4%

Total S3  358,906  396,472  399,249 1%

Total  681,779  694,963  684,590 –1%

Specific 
greenhouse 
gas intensities

Specific greenhouse gas 
intensity per metric tonne of 
product3

 0.656  0.637  0.609 –4%

Product-specific  
greenhouse gas intensity per  
metric tonne of product4

 0.516  0.492  0.476 –3%

Energy Megawatt-hours (MWh) Change (%) 
2024–2025 2023 2024 2025

Purchased energy
Renewable 184,468 237,125 245,027 3%

Non-renewable 479,581 436,040 425,052 –3%

Total 664,049 673,164 670,079 0%

Used fuels
Renewable 66,127 68,270 60,873 –11%

Non-renewable 699,146 740,713 768,185 4%

Total 765,273 808,983 829,058 2%
Photovoltaics Renewable 162 714 1,492 109%

Total energy  
consumption

Renewable 250,757 306,109 307,392 0%

Non-renewable 1,178,728 1,176,753 1,193,237 1%

Total 1,429,485 1,482,862 1,500,629 1%

Specific energy  
consumption

Total energy
consumption  
(MWh) / product (t)

1.37 1.36 1.33 –2%

1 Net production corresponds to the quantities of finished products which, after deduction of off-cuts and rejects, are available to our  
customers as goods.

2 The metrics shown are based on the underlying company data. Rounding may result in minor discrepancies in the totals.
3 Specific greenhouse gas intensity comprises the Group’s total greenhouse gas emissions (Scope 1, 2 and 3).
4 The product-specific greenhouse gas intensity encompasses all relevant emissions from the three scopes that arise in connection  

with the provisioning of our products up to the factory gate.
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7 This figure represents the number of employees who have stated a gender other than male or female.
8 This figure represents the number of employees who have not provided their gender to us.
9 The statutory minimum wage applicable in the country in which the person concerned is employed always applies.
10 The staff turnover rate includes all new hires and departures, regardless of the reason for leaving (e.g. expiry of a temporary  

contract, retirement, voluntary and involuntary resignations). 
11 The number of recordable work-related accidents includes all accidents, regardless of the number of lost days. 
12 The rate is calculated as follows: (Number of recordable work-related accidents / total hours worked) x 200,000. The number  

of recordable work-related accidents includes all accidents, regardless of the number of lost days.

6.2 Social metrics

The social metrics relate to the situation as at 31 December of the relevant reporting year.

Country of employment Headcount Change (%) 
2024–2025 2023 2024 2025

Germany 477 478 488 2%

Poland 375 365 376 3%

Total 852 843 864 2%

Gender distribution Headcount Change (%) 
2024–2025 2023 2024 2025

Male 710 709 720 2%

Female 142 134 143 7%

Other7 0 0 1 0%

Unknown8 0 0 0 0%

Total 852 843 864 2%

Type of employment contract Headcount Change (%) 
2024–2025 2023 2024 2025

Permanent contract 724 727 720 -1%

Temporary contract 128 116 144 24%

Total 852 843 864 2%

Further social metrics Headcount Change (%) 
2024–2025 2023 2024 2025

Pay below the minimum wage9 0 0 0 0%

Employees covered by collective agreements (%) 31% 31% 31% 0%

Employee turnover rate (%)10 13% 15% 11% -27%

Occupational health and safety No. Change (%) 
2024–2025 2023 2024 2025

Number of recordable work-related accidents11 39 42 25 -40%

Number of fatalities resulting from work- 
related injury or ill health

0 0 0 0%

Rate of recordable work-related accidents12 5.91 6.27 3.73 -40%
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Water Cubic metres (m³) Change (%) 
2024–2025 2023 2024 2025

Total

Water withdrawal  5,137,645  5,242,615  5,120,190 –2%
of which treated 
production wastewater 3.18% 6.10% 5.55% –9%

Water discharge  4,141,597  4,221,499  3,873,111 –8%

Water consumption  996,048  1,021,115  1,247,078 22%

Specific water  
withdrawal

Water withdrawal 
(m³) / product (t)

 4.94  4.80  4.55 –5%

Sites in regions  
experiencing water 
stress

Water withdrawal  2,869,174  2,901,648  2,844,452 –2%
of which treated 
production wastewater 5.69% 11.02% 9.98% –9%

Water discharge  2,451,180  2,489,298  2,368,038 –5%

Water consumption  417,994  412,350  476,414 16%

Specific water  
withdrawal

Water withdrawal 
(m³) / product (t)

 2.76  2.66  2.53 –5%

Resource use and  
circular economy

Tonnes (t) Change (%) 
2024–2025 2023 2024 2025

Total resource use 1,085,263 1,160,812 1,144,929 –1%

Proportion of organically 
produced resources5 Percentage 98.89% 98.84% 98.89% 0%

Proportion of recycled  
resources6 Percentage 93.43% 93.44% 92.84% –1%

Specific use of  
resources

Resource use (t) / 
product (t)

1.04 1.06 1.02 –4%

Waste management and  
circular economy

Tonnes (t) Change (%) 
2024–2025 2023 2024 2025

Total waste generated 136,489 135,683 142,486 5%

Risk categories
Non-hazardous waste 136,390 135,590 142,400 5%

Hazardous waste 99 93 86 –7%

Treatment pathways

Recovered waste 136,358 135,529 142,365 5%

of which recycled waste 10,023 6,148 4,674 –24%

Waste disposed of 132 154 121 –22%

Specific waste  
generation 

Waste generated (t) / 
product (t)

 0.131  0.124  0.127 2%

5 Biologically produced resources comprise materials of biogenic origin that come from renewable natural sources.
6 Recycled resources are materials derived from recycling processes, which are reintroduced into the production process as  

secondary raw materials.
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6.3 Governance metrics

Topics covered in the Jass Code of Conduct Included (Yes) / Not included (No) Change  
2024–2025 2023 2024 2025

Child labour Yes Yes Yes -

Forced labour Yes Yes Yes -

Human trafficking Yes Yes Yes -

Discrimination Yes Yes Yes -

Accident prevention Yes Yes Yes -

Serious negative incidents relating to  
infringements of human rights

Yes (the incident took place) / 
No (no incident has taken place)

Change  
2024–2025 

2023 2024 2025

Child labour No No No -

Forced labour No No No -

Human trafficking No No No -

Discrimination No No No -

Convictions and fines relating  
to corruption and bribery

Quantity / Amount (€) Change (%) 
2024–2025 2023 2024 2025

Convictions 0 0 0 0%

Fines (€) 0 0 0 0%
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