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Sustainability and good 
farming practices are deeply 
rooted in our business
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FOREWORD
Welcome to the DLG Group’s CSR Report for 2018

As one of the largest agricultural companies in Europe, DLG plays 
an important role as both purchaser and supplier of feed, feed com-
pounds, crops and other inputs to the first stage of food production. 
Together with our energy business, this gives us a central position in 
the Danish and European agricultural and food cluster. We wish to 
take the lead and set the course for the industry. This means that, as 
a company, we hold and take social and environmental responsibility, 
just as traditions for sustainability and good farming practices are 
deeply rooted in our business. 

DLG is convinced that a company’s work with social responsibility 
must be measured by its concrete actions. We have therefore endor-
sed the UN Global Compact, which is an international initiative with 
ten principles focused on corporate sustainability. As part of the Glo-
bal Compact, DLG is working to implement the principles concerning 
human rights, labour rights, environmental issues and anti-corrupti-
on in the day-to-day operations of the Group. We are committed to 
actively communicating the Group's CSR activities and results in an 
annual progress report – a Communication on Progress (COP). 

This is our COP, in which we publish our goals and initiatives for so-
cial responsibility. We also describe how we wish to develop in the 
course of the next year. 

We are pleased and proud to confirm our continued support for the 
UN Global Compact.
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WHAT WE PROMISED IN 2018
– AND WHAT WE ACHIEVED

RESOURCE EFFICIENCY
• Transport optimisation by reducing 

the movement factor, and 
optimisation of tonnes/load and km/
tonne.

• All business units to scale back their 
primary energy resource by 2%. 
Each business unit must specify its 
primary energy resource and draw 
up an action plan to achieve the goal

• Systematic dissemination of LEAN 
principles and tools to support 
resource efficiency

≈

≈

√
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PEOPLE AT DLG
• Sustained work to make DLG a 

diverse and inclusive workplace 
through education, information and 
follow-up

• Continued efforts to have at 
least one woman on the list of 
candidates in all recruitments for 
managerial and specialist positions 

• Election of a woman to the Board 
of Directors by no later than 2020 

• Increase the proportion of female 
managers at all levels, ensuring 
an internal pipeline to the top 
management levels 

• Increase transport safety 

• Strengthen knowledge and use of 
personal protective equipment 

• Manage the workplace evaluation 
action plans achieved in 2017

• Systematisation of inspection 
rounds 

• Increase the focus on preventive 
work, including the registration of 
near-misses 

RESPONSIBLE SUPPLY 
CHAIN MANAGEMENT
• Continuously disseminate 

DLG’s Code of Conduct among 
employees and elected officers

• Implement a platform for effective 
sharing of internal policies and best 
practices across the Group 

• Standardise internal business 
processes/procedures to achieve a 
better overview and an enhanced 
control environment 

• Be systematically aware of business 
partners and offers within the 
trading area, which may indicate 
activities in conflict with current 
legislation

• Anchor DLG's Supplier Code of 
Conduct (SCoC) with all strategic 
procurement officers at DLG 

• Objective for minimum 25% of 
DLG's significant suppliers to sign 
SCoC 

≈

≈

≈

≈

≈

≈

≈ ÷

√

√

√

√

√

√

√
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ABOUT DLG
DLG IS A COOPERATIVE – OWNED BY DANISH FARMERS

WE WORK TO:
• Procure agricultural products of 

optimum quality for our members

• Process and sell members’ com-
mercial crops

• Working for the benefit of farm-
ers by ensuring members the best 
possible production economy 
through both national and inter-
national activities

• Support members with an ex-
tensive array of services and tools

26,000
Owners elect

3
Members of  

the Executive Board  
The Executive Board 

nominates 

89
Members of the Board of 
Representatives, of whom 
18 employee representa-
tives, nominate

12
Members of the 
Board of Directors, of 
whom 3 elected by 
the employees 

6,400
Number of employees 

distributed on  
18 countries

18
Members of the  

Group Management
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DLG'S CORE BUSINESS

49
BILLION DKK IN  
REVENUE (2017)

65% 25%10%
AGRICULTURAL  

PRODUCTS
VITAMINS & MINERALS ENERGY & SERVICE
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ABOUT DLG
The DLG Group is one of Europe’s largest agricultural companies, 
and is a cooperative owned by Danish farmers. 

Within 15 years, we have evolved from a Danish cooperative into an 
international Group with companies in more than 18 countries and 
revenue of almost DKK 49 billion in 2017. Today, the DLG Group has 
6,400 employees, of whom 3,600 in Germany, which is the Group’s 
largest market. 

As a Group, we have many different roles. DLG supplies farmers with 
feed from its own production facilities, together with seed, fertiliser, 
agricultural lime, crop protection and fuel for day-to-day operations. 
The DLG Group is also one of Europe’s largest exporters of mal-
ting barley, seed grain, feed and milling grain, and rapeseed. Via the 
Group's affiliated companies and subsidiaries, DLG is also involved in 
the processing of vegetable crops, such as rapeseed oil.



HOW WE WORK WITH 
CSR AT DLG
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DLG’S 
CSR POLICY

We always endeavour to ensure the 
highest quality and safety in our ag-
ricultural products and foodstuffs pro-
duction, from farm to fork.

We are ambitious in ensuring respon-
sible value chain management and 
protecting the Group's reputation.

We seek to reduce DLG's energy con-
sumption, minimise our emissions to 
the environment, use resources effi-
ciently and generally reduce our en-
vironmental impact.

We do not accept corruption in any 
form, including – but not limited to 
– bribery, extortion, facilitation pay-
ments or nepotism.

We seek to ensure diversity in the 
workplace, to maintain safe working 
conditions and a sound working en-
vironment, and to create good devel-
opment opportunities for our emplo-
yees and business partners.

We respect internationally recognised 
human rights, and continuously assess 
our business to identify instances that 
can adversely affect these rights.

At DLG, we believe that our CSR initiatives produce the best results 
when we focus on the areas that create the most value for our key sta
keholders: customers and owners, employees and suppliers – and for 
DLG as a business. 

DLG supports the UN Global 
Compact 
DLG adopted the UN Global Com-
pact in 2012. Since then, DLG has 
focused on creating the internal fra-
mework necessary to create value 
from working with the ten principles 
of the Global Compact. These prin-
ciples can be found in the descrip-
tion of the various CSR areas in this 
report. 

In 2014, DLG's Group Management 
adopted a Group-wide CSR Policy, 
which was renewed in 2018 after a 
new risk assessment. The policy is ba-
sed on the Global Compact, the UN 
Global Goals for Sustainable Develop-
ment, DLG's core values and our funda-
mental approach to social responsibili-
ty, which is that our initiatives must be 
strategic, significant and practical.

DLG is committed to observing the 
ten principles for corporate sustaina-
bility in the UN Global Compact, and 
fully supports the UN Guiding Princip-
les on Business and Human Rights, 
and the UK Modern Slavery Act. As 
part of this initiative, DLG is working 
to implement the principles concer-
ning human rights, employee rights, 
the environment and anti-corruption 
in the day-to-day operations of the 
Group. We comply with all relevant 
legislation and regulations in the 
countries in which we operate. We 
are dedicated to an open dialogue 
on CSR issues with our stakeholders. 

In 2018, we drew up new Group-wide 
policies concerning human rights, 
efficient use of resources and the 
gender composition of the Board of 
Directors. It will be a key task in the 
coming years to further implement 
the policies in our business and day-
to-day practice.

As a consequence of our commit-
ment to working strategically with 
CSR, DLG does not consider donati-
ons to be part of our CSR work. 

DLG is committed to observing 
the ten principles for corporate 
sustainability in the UN Global 
Compact, and fully supports the 
UN Guiding Principles on Business 
and Human Rights.



10 PRINCIPLES OF THE UN 
GLOBAL COMPACT AT DLG

THE
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1
The company should support and respect 
the protection of internationally declared 
human rights – an integrated element of 
DLG’s human rights policy, DLG’s Supplier 
Code of Conduct and our internal DLG Code 
of Conduct.

2
The company should ensure that it does 
not contribute to violations of human 
rights – an integrated element of DLG’s 
human rights policy, DLG’s Supplier Code of 
Conduct and our internal DLG Code of 
Conduct.

3
The company should uphold the right to 
organise and effectively recognise the 
right to collective bargaining – an integra-
ted element of DLG's human rights policy, 
DLG’s Supplier Code of Conduct and our 
own occupational health and safety work.

4
The company should support the eliminati-
on of all types of forced labour – an 
integrated element of DLG's human rights 
policy and DLG’s Supplier Code of Conduct.

5
The company should support the effective 
removal of all types of child labour – an 
integrated element of DLG's human rights 
policy and DLG’s Supplier Code of Conduct.

6
The company should eliminate discrimina-
tion with respect to work and employ-
ment conditions – an integrated element of 
DLG’s human rights policy, DLG’s Supplier 
Code of Conduct, our diversity programme, 
our policy concerning the gender compositi-
on of the Board of Directors, and our internal 
DLG Code of Conduct. 

7
The company should support a precautio-
nary approach to environmental challen-
ges – an integrated element of our resource 
efficiency policy and Supplier Code of 
Conduct.

8
The company should take the initiative to 
promote greater environmental responsi-
bility – an integrated element of our resour-
ce efficiency policy and Supplier Code of 
Conduct.

9
The company should encourage the 
development and dissemination of en-
vironmentally friendly technologies – an 
integrated element of our resource efficiency 
policy and Supplier Code of Conduct.

10
The company should fight all forms of 
corruption, including extortion and 
bribery – an integrated element of DLG's 
anti-corruption programme, our compliance 
programme, and our internal DLG Code of 
Conduct



DLG AND THE UN SUSTAINABLE 
DEVELOPMENT GOALS
As part of the review of DLG’s CSR Policy in 2018, we have incorporated the UN Sustainable Devel-
opment Goals in our sustainability efforts. Five of the 17 goals are particularly relevant for the DLG 
Group, and they will be further integrated into our business during the coming years. 

Goal 2: Zero hunger
DLG initiative: We support high levels 
of supply reliability, food security and 
sustainable agricultural production

Goal 8: Decent work and 
economic growth
DLG initiative: We ensure decent 
working conditions throughout our 
value chain, as well as employment in 
peripheral areas

Goal 12: Responsible 
consumption and production
DLG initiative: We ensure responsible 
and sustainable production of raw 
materials that are part of our produc-
tion. Our production and logistics 
are resource-efficient. Our products 
support high quality, sustainability, 
health and animal welfare in livestock 
production

Goal 13: Climate action
DLG initiative: Our constant aim is re-
source-efficient production and logi-
stics, minimising our environmental 
and climate footprint, and developing 
climate-friendly livestock feed soluti-
ons

Goal 15: Rural life
DLG initiative: We are a farmer-ow-
ned cooperative and are rooted in 
rural life. We create employment in 
the peripheral areas of the countries 
in which we produce. We work for de-
cent conditions for our suppliers2 
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Scope and reporting principles
The report has been drawn up by 
considering a number of the business 
areas that we consider to be the most 
significant for our business, for our sta-
keholders and for our industry, on the 
basis of the Global Compact principles 
and the risk assessment performed. 

In 2019, we will continue to work on de-
veloping uniform accounting policies for 
CSR data to be used in the report, inclu-
ding data concerning energy, employees 
and supply chain management, etc. We 
will continue to develop new KPIs and 
policies that ensure full compliance with 
the more stringent requirements laid 
down in the Danish Financial Statements 
Act. The report covers DLG’s business, 
which in principle means DLG a.m.b.a. 
in its entirety, as well as majority-owned 
subsidiaries. Associated companies in 
which DLG does not have a controlling 
interest are not included in the report.

Companies that are in 
particular focus in this report
• DLG a.m.b.a
• DLG Service a/s
• Vilofoss Group
• HaGe Kiel
• Svenska Foder AB
• Team AG
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Responsible supply 
chain management

Strong farmer-owned 
cooperative

Responsible business ope-
rations and anti-corruption

Diversity

Working environment  
and health

Human rights

Resource efficiency
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DLG’S CSR  
ORGANISATION

The managerial responsibility for DLG's work with social responsibi-
lity is anchored in the Group's Executive Board. A CSR coordinator 
has been appointed, who is responsible for coordinating cross-disci-
plinary activities, internal and external communication, and Global 
Compact reporting. The work of preparing goals, action plans and 
reporting was assigned to a number of cross-disciplinary working groups 
in 2018. The groups consist of representatives from all parts of the 
Group, subject to the management responsibility of DLG’s Group 
Management. The Executive Steering Committee is responsible for 
implementing the cross-disciplinary and sector-specific CSR initiati-
ves in practice. The individual business units are responsible for im-
plementing the CSR goals in concrete action plans. 



COMMENTS OR QUESTIONS?
WRITE TO: INFORMATION@DLG.DK
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RESPONSIBLE 
COMPANY
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In 2015, DLG introduced an ambitious 
anti-corruption policy. In the follow-
ing years, we have made a targeted 
effort to implement and monitor 
compliance with this policy. 

Corruption is not acceptable at DLG. 
It is not part of our way of doing bu-
siness, and we take the view that our 
employees should neither practice nor 
accept corruption. This position is un-
derlined by our adoption of the UN 
Global Compact, which encourages 
companies to ‘work against corruption 
in all its forms, including extortion and 
bribery’.

DLG's anti-corruption policy descri-
bes the DLG Group's position on 
corruption and how corruption is avo-
ided in the DLG Group, while provi-
ding comprehensive guidelines for 
how DLG employees should act with 
respect to corruption. The policy 
also describes how DLG employees 
should act in situations where doubt 
may arise as to whether the purpose 
can be characterised as bribery or 
corruption.

In 2018, we continued to dissemi-
nate this policy, and in particular, 
we performed risk assessments and 
monitored compliance. Even more 

employees took the e-learning cou-
rse in anti-corruption, and we have 
updated our internal procedures to 
counter the risk of fraud. We have 
also implemented a Group-wide plat-
form, SILO, for the effective sharing 
of internal policies and best practices 
across the Group.

In 2019, we will continue to strengthen 
our set-up in this area. Work is also 
continuing to standardise internal bu-
siness processes/procedures in order 
to achieve a better overview and an 
enhanced control environment. Final-
ly, we will be systematically aware of 
business partners and offers within the 
trading area, which may indicate activi-
ties in conflict with current legislation.

DLG’s core values
DLG’s core values are to be trust-
worthy, value-creating and ambitious. 
We wish to take the lead and show 
the way. Integrity is important and we 
must be reliable. We therefore seek 
to live by our values by running a re-
sponsible and sound company at all 
times. The DLG Group has adopted 
ambitious standards for good ethical 
conduct and business activities. 

Everything that we say and do – wha-
tever our markets – must be based on 

ANTI-CORRUPTION AND 
THE PREVENTION OF FRAUD

DLG’S POSITION 
ON CORRUPTION
In the DLG Group, we do not accept 
corruption in any of its forms, includ-
ing, but not limited to, bribery, 
extortion, facilitation payments or 
nepotism, in any of the Group’s busi-
ness activities or relations. 

DLG employees do not offer, pro-
vide or receive gifts or payments 
that may be considered to be bribes. 
We do not offer, provide or receive 
personal gifts, services, travel, en-
tertainment or other benefits of sig-
nificant value to or from DLG’s sup-
pliers or business partners.

We are aware of potential conflicts 
of interest in our business, and ex-
pect our employees to ensure that 
their personal interests are not in 
conflict with the interests of the DLG 
Group.

DLG does not accept any form of  
insider trading.



GOALS FOR 
2019 

• To be systematically aware of, 
and expand the risk assessment 
of business partners and offers 
within the trading area, which 
may indicate activities in conflict 
with current legislation

• To conduct quarterly assessments 
of our business partners. Here, 
the social responsibility of our 
partners is a key element of the 
assessment

• To work on formalised manage
ment reporting of internal 
controls and risk management, 
to ensure that our controls are 
performed in the right quality and 
on time

• To promote DLG Denmark's im
plemented system for monitoring 
of controls, so that this is also 
anchored in foreign subsidiaries 

• To continue to incorporate proce
dures that support DLG's anticor
ruption policy 

• To anchor DLG’s Supplier Code of 
Conduct (SCoC) with all strategic 
procurement officers at DLG

• The objective for a minimum of 
25% of DLG's significant suppliers 
to sign the SCoC

• To deploy SCoC to direct procure
ment. 80% of the procurement 
volume, or better, must be subject 
to the adopted ethical standards

accountability and respect for colle-
agues, customers, suppliers and bu-
siness partners. DLG complies with 
all applicable acts, regulations and 
provisions in the countries in which 
we operate. No employee or owner 
within DLG may assist third parties in 
unlawful activities.

DLG Group CSR Report 2018 23
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As a responsible agricultural and 
food Group, at DLG we wish to have 
tight control of our value chains. This 
concerns strengthening the Group's 
control of the risks associated with 
working with an increasingly more 
complex and international supply 
chain.

The foundation for the work is the 
Group’s “Supplier Code of Conduct” 
(SCoC), which governs the require-
ments we make of all our suppliers. 
The principles of the Global Compact 
and the UN Global Goals for Sustain-
able Development are in particular 
focus when raw materials are sourced 
from other parts of the world. They 
are therefore an important aspect of 
our SCoC.

The DLG Group's Supplier Code 
of Conduct
This describes the requirements we 
make of our suppliers. The require-
ments stem from our CSR Policy and 
the sustainability criteria in the UN 
Global Compact. The goal in 2018 
was to implement and control com-
pliance with the new SCoC by the 
principal suppliers within the individ-
ual business areas of the DLG Group. 
The goal has partly been achieved, 

yet the process is ongoing and will 
be continued in 2019. The goal is 
still that, before the end of 2019, our 
SCoC must have been incorporated 
by all of the Group’s procurement of-
ficers, and that at least 25% of DLG’s 
principal suppliers have accepted and 
signed the SCoC.

Sourcing of raw materials
DLG a.m.b.a.’s policy for purchase of 
raw materials is that at least 90% of 
our suppliers must have a certified 
quality management system in place 
which covers the raw materials that 
DLG purchases. As high a propor-
tion as possible must be certified in 
accordance with GMP (Good Man-
ufacturing Practice). In 2018, more 
than 90% of our suppliers had a cer-
tified quality management system, 
while 75% of the raw materials were 
GMP-certified. 

Svenska Foder, the Group’s Swedish 
agricultural products supplier, also 
has procurement focused on fulfill-
ing the requirements set by the Pro-
Terra certification system. This is a 
non-GMO standard and includes ag-
ricultural practices, use of chemicals, 
energy consumption, working condi-
tions and respect for local residents 

and indigenous peoples. In 2018, Pro-
Terra soya accounted for over 70% of 
Svenska Foder’s total soya purchases. 
The largest supplier to Svenska Foder 
delivers 100% GMO- and salmonel-
la-free soya.

Together with a number of food pro-
ducers, such as Arla, Danish Crown 
and the Danish Agriculture & Food 
Council, DLG is committed to only 
buying sustainably produced soya 
meal that fulfils a large number of 
production requirements, including 
requirements related to environmen-
tal sustainability, use of child labour 
and the use of pesticides in produc-
tion. 

Concerning all of our purchases of 
soya, we also require suppliers to 
comply with our own charter and Sup-
plier Code of Conduct, which has a 
number of elements, with adherence 
to the Global Compact as one of the 
requirements. Again in 2018, we were 
in continuous critical dialogue with 
our suppliers concerning responsibil-
ity and sustainability in soya produc-
tion, just as we participate in the pub-
lic debate on this subject. 

With imports of 1.7 million tonnes, 

RESPONSIBLE SUPPLY CHAIN 
MANAGEMENT



DLG AND SOYA
DLG accounts for around half of Den-
mark's purchase of soya meal. Most of 
the soya meal is used for pig feed. At 
approximately 15-20%, soya is a key 
ingredient in feed production, and 
accounts for a large share of DLG’s 
overall production. 

Through our SCoC, our Charter for 
Soya Suppliers, and a series of visits 
to soya producers and suppliers in 
Argentina and Brazil, we have sought 
insight into, an understanding of and 
direct dialogue with stakeholders 
concerning a wide range of CSR-rela-
ted parameters. 

In our “Supplier Code of Conduct” 
we set a large number of stringent 
requirements, e.g. concerning de-
forestation, correct handling of pe-
sticides, good agricultural practices, 
labour rights, local population and 
health. Suppliers must sign an agree-
ment that they will comply with these 
requirements before they may deliver 
to us – and thereby also to Danish far-
mers. After many years’ cooperation 
with our suppliers, our experience is 
that through good and constructive 
dialogue we can ensure that soya pro-
duction takes place on an appropriate 
basis.

Responsible relationships with neig-
hbouring regions, environmental re-
sponsibility, good farming practices 
and long-term economic planning are 
at the heart of our dialogue with sup-
pliers. Observance of human rights 
and the Global Compact’s criteria are 
another key aspect of the require-
ments we make of our suppliers.

Denmark receives approximately 
0.5% of total global soya production. 
We are a small operator in the world 
market, and we as a country can-
not influence how the soya in South  
America is produced. In recognition 
of this fact, under the European Feed 
Manufacturers' Federation (FEFAC), 
DLG participated actively in the de-
velopment of common guidelines for 
sustainable soya imports. Today, the 
guidelines are the highest standard 
by which European soya importers as-
sess the South American soya suppli-
ers. The FEFAC guidelines have had 
a significant positive effect in South 
America, since they have made Euro-
pean soya importers’ expectations in 
terms of sustainable soya production 
clear to suppliers.
 
We are also involved in a large num-
ber of research projects which, in the 
longer term, can make it possible to 
cultivate alternative protein crops lo-
cally in Europe. The most promising 
alternative is faba beans, concerning 
which DLG is involved in the NORFAB 
project.

DLG'S CHARTER FOR 
SOYA SUPPLIERS
• The supplier must be a member 

of the Global Compact

• The supplier does not accept 
child labour

• The supplier must recognise the 
employees’ right to organise

• Raw materials from rainforest 
areas felled after 24 July 2006 
are not accepted

• The supplier must have a policy 
to ensure that the use of pesti-
cides takes place in accordance 
with local legislation and the 
Stockholm and Rotterdam Con-
ventions
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Palm oil
Like soya meal, DLG purchases palm 
oil for use in feed production. In 
order to be better informed about 
developments within the palm oil  
industry in Southeast Asia, in 2012 
DLG became a member of the Round-
table on Sustainable Palm Oil (RSPO). 
RSPO brings together interest or-
ganisations from various sectors of 
the palm oil industry with the aim of 
developing and implementing global 
standards for sustainable palm oil. 

The most important principles behind 
the certification include transpar-
ency, employees’ rights, use of the 
best available cultivation methods, 
protection of nature and the envi-
ronment, and long-term economic 
planning. We will continue to support 
RSPO in 2019.

Procurement of vitamins and 
minerals
DLG’s vitamin and mineral activi-
ties are gathered under the Vilofoss 
brand. Only raw materials approved 
in the EU are purchased for the pro-
duction of vitamins and minerals. This 
means that, in this respect, DLG’s 
suppliers have a “gate keeper” func-
tion if the product comes from a third 
country. With regard to quality man-
agement, we follow up with analytical 
controls by using the HACCP system 
in the areas where we see the great-
est risks. 

HACCP (Hazard Analysis Critical Control 
Points) is a system for quality assur-
ance of food products throughout 
the production chain. The system 
builds on the identification of micro-
biological, chemical and physical risks 

in the raw materials, the designation 
of particularly critical steps in pro-
duction and processing, and also in 
packaging, and the subsequent es-
tablishment of control points in the 
production cycle.

Each of the approximately 200 raw 
materials used in vitamins and minerals 
is approved according to a fixed pro-
cedure: assessment of familiarity with 
the company, the product informa-
tion and the nutritional characteris-
tics of the raw material in question, its 
safety for humans and animals, and 
whether the raw material can be used 
in the production facility (e.g. with re-
gard to dust and odours).

NORFAB
• This acronym stands for faba 

beans in northern regions.

• Budget of DKK 46.4 million, of 
which DKK 27.5 million from 
Innovation Fund Denmark.

• Duration: five years.

• Participants from Denmark: 
Aarhus University and the Uni-
versity of Copenhagen, DLG, 
Sejet Planteforædling and Nor-
dic Seed.

New faba bean varieties will replace 
some of the spring barley in crop 
rotation. This will give better crop 
rotation, because faba beans fix ni-
trogen. New faba bean varieties will 
give 10-20 hkg higher yields than 
today’s level of 50 hkg per hectare. 
In addition, the total yield of protein 
must be significantly increased, and 
a number of properties are being 
investigated to make the varieties 
suitable for both organic and con-
ventional cultivation.
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CHINESE SOYA 
On 4-12 October 2018, DLG carried 
out a series of verification visits to 
the Group's Chinese suppliers of or-
ganic soya. DLG employees audited 
the suppliers’ production from start 
to finish, with review of the Group's 
strict requirements regarding sus-
tainability, employee conditions, tra-
ceability, cleaning procedures and 
hygiene.



RESOURCE 
EFFICIENCY
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Resource efficiency is a prerequisite 
for sustainability and competitive-
ness. DLG is a major player in a highly 
competitive market. This makes it im-
portant to be as resource-efficient as 
possible, in order to increase DLG's 
competitiveness and sustainability. 
Energy is one of DLG’s most impor-
tant resources within all production 
and logistics. In 2018, we created 
and adopted our policy on resource 
efficiency. In 2019, it will be rolled 
out in the Group, with explicit focus 
on measuring the Group's carbon 
footprint. In order to contribute to 
the most sustainable development 
possible, DLG seeks to be effective 
and innovative in leveraging tech-
nology and in our use of resources. 
Within the DLG Group we therefore 
focus strongly on being as energy ef-
ficient as possible, while maintaining 
our profitability. This creates value 
for both the environment and for our 
customers. 

Movement factor
Our goal in 2018 was to reduce the 
Group's movement factor and to fo-
cus on optimising tonnes/load and 
km/tonne. While this represented a 
major challenge in 2017, due to a late 
and wet harvest, the opposite ap-
plied to 2018, due to the extensive 
drought in northern Europe. 

At Group level, we reduced the move-
ment factor by 0.8%, which nonethe-
less conceals a significant spread in 

GOALS FOR 
2019 

• To qualify the Group's carbon 
footprint through data collection, 
registration of energy consumpti
on and model calculations

• To reduce the Group’s movement 
factor, as well as consistent op
timisation of transport (tonnes/
load and km/tonnes)

• All business units to scale back 
their primary energy resource by 
2%. Each business unit must spe
cify its primary energy resource 
and draw up an action plan to 
achieve the goal

• To systematically implement 
LEAN principles and LEAN tools 
at Group level

• To continue to train the Group's 
drivers in climatefriendly driving 
techniques

the results. In Denmark and Sweden, 
the movement factor was reduced by 
0.16% and 0.003% respectively, while 
in Germany it increased by 6.96% due 
to extraordinary movement of older 
quantities of cereals. Nonetheless, 
the generally good results show that 
the agricultural sector’s continued 
development towards ever larger 
machine capacity, together with the 
sound cooperation with our custom-
ers on the correct location of stocks 
and increased on-site storage of 
crops, are measures that it is worth-
while to take. We maintain the ambi-
tion to reduce the movement factor 
in 2019. 

The Group increased km/tonne by 
4.7 km (equivalent to an increase of 
5.6%). At Group level, tonnes/load 
was increased by 0.8%, which is satis-
factory. The Group maintains the am-
bition to optimise our transport. 

Fuel consumption
Reduction of fuel consumption re-
mains the primary focus of the trans-
port area. In 2018, we continued to 
shift our transport flows towards lor-
ries with greater capacity and better 
fuel efficiency. DLG is currently re-
placing the old cars in the fleet with 
newer models. This will reduce fuel 
consumption and particle emissions. 
We are also working to install new, 
lighter tanks on the tanker vehicles. 
As a consequence, the tanker vehi-
cles will be able to carry more goods, 
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without exceeding weight limits. The 
result will be a higher number of 
tonnes per load. It was possible to 
reduce fuel consumption/km signif-
icantly in 2018. In Denmark, we re-
duced consumption by 0.8%, while 
our German subsidiaries reduced 
consumption by 5.4%. This results in 
an overall Group-wide reduction of 
0.02 litres per km, equivalent to a re-
duction of 1.5%.

Last year, the lorries required 
430,000 litres of diesel and trans-
ported 165,000 tonnes of feed, which 
corresponds to almost 4,500 loads in 
one year. In addition, diesel-fuelled 
machines are used in production. We 
also focus on more environmentally 
friendly driving, while continuing to 
train our drivers in climate-friendly 
driving techniques. The Group used 
3.7 million litres of diesel in 2018, 
compared to 3.6 million litres in 2017.  

Reduced consumption of 
primary energy resources
Production of agricultural products 
(feed, etc.) is a core area for DLG and 
requires large amounts of energy. It 
therefore makes good commercial 
sense to seek to be as energy-effi-
cient as possible, as this benefits both 
the environment and our customers.
The overall energy goal for DLG’s 
production in 2018 was to implement 
concrete projects that correspond 
to savings in the individual business 
units of 2% per year for the specific 

energy consumption category. The 
2% goal was achieved in 2018.

In Denmark, we reduced energy con-
sumption by 2,400,000 kwh/year, 
thanks to 15 energy efficiency pro-
jects. These include new machines 
at the Skave factory and better plan-
ning at the Aarhus factory. Through 
five new projects, we expect to re-
duce consumption by an additional 
1,000,000 kwh in 2019. Our German 
companies also made a major effort 
in 2018.

All relevant business units in the 
Group continue to draw up action 
plans to increase their energy effi-
ciency. We will also prioritise switch-
ing to LED or other resource-saving 
lighting, in order to save resources.

LEAN
LEAN is a critically important method 
to increase resource efficiency, and 
we are committed to deploying these 
tools in our production, logistics 
and transport, including in the form 
of LEAN agents and training. Once 
again in 2018, a major effort was 
made throughout the Group, with 
LEAN agents working continuously to 
achieve more efficient use of resourc-
es. The German subsidiary HaGe in 
particular has worked systematically 
with LEAN and reduction of waste. 
This is achieved through weekly 
LEAN meetings for management and 
a number of projects in production.

Close to 100% of the employees of 
our Swedish subsidiary Svenska Fod-
er have been trained in LEAN, and 20 
have been trained as LEAN agents. 
LEAN processes are continuously be-
ing implemented in order to increase 
resource efficiency.
In 2019, we will continue to deploy 
LEAN principles among all employ-
ees in the Group, to ensure focus on 
efficient use of resources.  
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SUSTAINABLE  
BIOGAS

Olive pomace, also known as olive pulp, is a residual product tradi-
tionally spread on fields in Spain, but which is now being put to good 
use in Danish biogas plants. After DLG began to import olive pomace 
in 2018, this residual product is now creating sustainable energy in 
Danish biogas plants and the natural gas grid.

More and more farmers are establishing biogas plants, since new 
legislation means that in future half of all slurry must be treated in 
biogas plants. Significant new investments in biogas plants, typically 
in the range of DKK 45-50 million, can be expected in the near future. 
DLG delivers a range of biogas-related products for biogas produc-
tion – also now including olive pulp. Straw pellets, as well as pelleted 
grass seed husks and sunflower shells, etc. make the product easier 
to handle and thereby more degradable in biogas plants. 
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PEOPLE AT 
DLG
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At DLG we endeavour to be a work-
place that values diversity, since we 
know that this creates results, and 
thereby value for our owners. 

We are therefore dedicated to cre-
ating an inclusive culture and struc-
tures that do not unintentionally 
inhibit certain groups. Decisions con-
cerning recruitment, hiring, training, 
development and evaluation of our 
employees must always adhere to 
the principle of equal opportunities, 
with focus on competences and po-
tential. Our strategy is to create an 
environment in which individual em-
ployees are respected and rewarded 
for their efforts, irrespective of their 
age, gender, ethnic background, sex-
ual orientation or disability. We also 
value diversity in the form of different 
personal qualities, educational back-
grounds and ways of thinking.

Statutory statement concerning 
gender under-representation, in 
accordance with Section 99b of 
the Danish Financial Statements 
Act
This report covers target figures and 
policies for the DLG Group’s Board 
of Directors and Executive Board. 
Vitfoss and DLG Service are the two 
of the Group’s subsidiaries which, in 

accordance with Section 99 of the 
Danish Financial Statements Act, are 
independently obliged to account 
for the under-represented gender. In 
both cases, they have set target fig-
ures and a timeframe. For both com-
panies, the Boards of Directors exclu-
sively consist of men and the target 
figure has not been achieved. This is 
because the owners have not consid-
ered it necessary to replace the cur-
rent Board of Directors.

DLG is a cooperative company 
(A.M.B.A.) owned by almost 26,000 
Danish farmers, 1,200 of whom are 
women, corresponding to 4.6%. The 
company’s highest authority is the 
Board of Representatives. The Board 
of Representatives consists of 79 
owner-elected representatives, and 
12 employee-elected representa-
tives. Members of the Board of Rep-
resentatives are elected for two years 
at a time, and DLG’s Board of Direc-
tors are elected from among them. 
The company’s Board of Directors 
consists of a total of 12 members, of 
which three are employee represent-
atives. After the election in May 2018, 
the gender distribution is 11 men and 
1 woman (elected by the employees). 
The Board of Directors is elected for 
two years at a time. 

Elect a female 
member of DLG’s Group Board of 
Directors by no later than 2020
The Group has the goal to have one 
owner-elected female member of the 
Board of Directors by no later than 
the 2020 election. The first step in this 
regard is to increase the ratio of own-
er-elected female members of the 
Board of Representatives to match the 
ratio of women among self-employed 
farmers (approximately 8%).  

Given that the DLG Board of Directors 
derives from the Board of Represent-
atives, a major information campaign 
has been conducted over the years to 
increase the recruitment base, in or-
der to be able to select more female 
owners for DLG’s Board of Represent-
atives and, subsequently, the Board of 
Directors. In 2018, in recognition that 
recruitment requires further efforts, 
DLG’s Board of Directors adopted a 
policy and action plan for the under- 

DIVERSITY
At DLG we endeavour to be a 
workplace that values diversity, 
since we know that this creates 
better solutions and results, 
and thereby value for our 
owners.



GOALS FOR  
DIVERSITY

• To conduct recruitment and in
formation initiatives to elect one 
ownerelected female member of 
the Board of Directors in the 2020 
election

• To increase the ratio of female 
managers, including by focusing 
on our talent identification and 
development. We will do this by 
creating a transparent process 
and ensuring that our manag
ers have good opportunities to 
exchange ideas in the selection 
processes and in conjunction with 
employee development inter
views. Across the Group, we will 
also share our experience and 
disseminate the most effective 
efforts to other countries

• To continue our endeavours to 
have at least one of each sex 
on the list of candidates for all 
recruitment for managerial and 
specialist positions

• To strengthen our focus on 
diversity in teams and the uncon
scious bias in recruitment. We will 
also explore how we can ensure 
greater diversity within DLG by 
also contributing experience from 
other sectors

• To continue our focus on educa
tion at DLG, and also increase 
efforts in countries other than 
Denmark, e.g. by drawing on 
experience from the Danish certi
fication and training of sales staff

represented gender on the Board of 
Directors. Concrete initiatives in the 
coming year include:

• At the annual local accounting mee-
tings, the female members are invited 
to join and become members of the 
DLG Board of Representatives.

• DLG’s Board members undertake 
to perform outreach recruitment  
efforts towards potential female 
board members.

•  Experimental ERFA (exchange of 
experiences) meetings are held for 
female owners in DLG’s retail regions, 
where go-home meetings discuss 
the work of the Board of Representa-
tives and current topics with the par-
ticipation of female board members. 
DLG’s board members become coor-
dinators in the ERFA groups.

•  The Board has an annual point on the 
agenda for ‘Women in the Board of 
Representatives and the Board’ – to 
adopt initiatives and follow develop-
ment.

•  DLG’s HR department will be in dia-
logue with agricultural colleges with 
the aim of introducing students, 
especially women, to the concept of 
owner-election at DLG.
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Diversity strategy
DLG has adopted a diversity strategy 
whereby we apply a broader diversity 
perspective that extends beyond gen-
der. This strategy describes our overall 
vision for diversity and is based on four 
elements: 

1. We will establish an inclusive 
workplace by supporting a cul-
ture that promotes collaboration 
and fairness, and that gives indi-
vidual employees the opportu-
nity to make a contribution and 
develop their full potential. 

2. We will recruit and hire from a 
diverse and qualified group of 
potential applicants, to ensure a 
high-performing workforce. 

3. We must have managers who can 
lead in a diverse environment and 
create an inclusive culture. 

4. We take responsibility by meas-
uring and following up on em-
ployees’ perspectives on diversity 
and culture at the workplace, to 
ensure compliance with the strat-
egy.

Gender diversity
The gender distribution at manage-
ment level is characterised by how 
we have many job functions which 
are traditionally male occupations 
and for which the recruitment pool 
therefore primarily consists of men. 
If we solely consider the gender dis-
tribution among white collar workers, 
the gender balance is more even than 
the gender balance for all employees. 
Compared to 2017, in 2018 the per-
centage share of female managers in 
all four of the countries mentioned 
increased significantly, and in Sweden 
and Germany the percentage even 
doubled in just one year.
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The above figures are from the an-
nual employee satisfaction survey 
that is conducted in Q4 each year. 
Compared to 2017, slightly fewer em-
ployees experienced diversity in the 
employee mix in 2018, while fewer 
employees experienced equal devel-
opment opportunities for everyone. 
This will be one of the focus areas 
in both the central and local evalua-
tion of the 2018 employee satisfac-
tion survey, and diversity and equal 
opportunities for all employees will 
therefore remain a focus area in 2019.

Due to the upcoming opening of the 
new head office in Fredericia, during 
the past year we welcomed more 
new employees in Denmark than 
usual. During the first ten months of 
2018, more than 230 new employees 
started work at DLG and subsidiaries 
in Denmark, compared to around 
160 employees in the whole of 2017. 
Selected functions and teams have 
already moved to Fredericia, so that 
we have had to recruit many new em-
ployees. This has enabled us to focus 
on diversity in the individual teams 
with regard to such factors as age, 
level of education, gender, etc. 

One means to achieve this has been 
continued training for DLG’s new 
managers in recruitment bias, which 
is the unconscious deselection of 
suitable candidates based on ethnic 
origin, gender, age, appearance, etc. 
At the same time, managers are ad-

vised and challenged in conjunction 
with both recruitment and promo-
tion, in order to reveal any bias and 
ensure good diversity in the team.

A sustained approach to making 
DLG a diverse and inclusive 
workplace through education, 
information and follow-up
We promote our diversity policy on 
the website and in job advertisements:

“DLG is a diverse Group in which 
employees are united by the shared 
values of trustworthiness, ambition 
and value creation. We therefore en-
courage everyone to apply, regard-
less of ethnic origin, gender, age, 
sexuality, disability or religion.”

At DLG, we wish to create diversity in 
the workforce by appointing employ-
ees with different backgrounds in 
terms of education and professional 
experience. We are increasingly re-
cruiting graduate employees to un-
dertake various specialist functions, 
and we focus on being able to attract 
graduates with academic qualifica-
tions within relevant disciplines.

DLG’s sales organisation is critical to 
DLG’s success and ability to succeed 
with its “Leading the Way” strate-
gy. In recent years, due to the major 
structural changes in agriculture and 
the industry in general, DLG has up-
graded the competences of the sales 
force in order to ensure that we can 

continue to create value and contrib-
ute knowledge in encounters with 
customers and the market.

The first initiative was to upgrade the 
sales force’s professional skills, and 
we introduced compulsory profes-
sional certification within animal nu-
trition.  In 2018, we initiated equiva-
lent certification for crops, and more 
than 30 of our sales representatives 
achieved this certification. Profession-
al certification generally applies for 
three years, after which new certifica-
tion is required. Certification ensures 
the ongoing development of the pro-
fessional knowledge and skills of our 
sales force.

In 2018, we also strengthened our 
sales force’s commercial expertise 
by launching the biggest training in-
itiative in DLG’s history: DLG’s Sales 
Academy.

One example of cooperation with 
educational institutions and aca-
demics is DLG’s plant propagati-
on activity, Sejet Planteforædling, 
which has hired a business PhD 
who, during the next three years, 
will focus on the Genomic Selecti-
on method. The project is suppor-
ted by Innovation Fund Denmark 
and will run for three years in co-
operation with Aarhus University.
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At DLG, we are proud to have many 
employees with a long length of ser-
vice with the Group. We are also aware 
that diversity in the age mix creates 
dynamic impetus and thereby value for 
customers, colleagues and owners, so 
that we also focus on attracting young-
er candidates to DLG. One path to 
recruiting younger employees and em-
ployees from other sectors is our two-
year Sales Trainee programme, which 
has been running in Denmark since 
2014. We currently have four trainees 
in the first year and four trainees in the 
second year of the programme.

Our trainees come from all over the 
country and from different professional 
areas.  During the two-year programme 
they will receive thorough training in 
sales, product knowledge and knowl-
edge of DLG and the market in which 
we operate.
In 2018, based on the good experi-

ence from our trainee programme, 
we set up an international Commod-
ity Trading trainee programme with-
in the DLG Group, under which four 
trainees from Denmark, Germany and 
the Baltic states are also completing a 
two-year programme. The aim of the 
programme is to attract young talent 
while also developing highly special-
ised competences in the commercial 
area, combined with solid knowledge 
of the Group and an international 
perspective on the business.

In overall terms, at DLG we have for 
many years traditionally given high 
priority to employee training; for ex-
ample, during the past year alone, 
more than 500 employees have at-
tended over 50 different courses and 
programmes. Employees are familiar 
with our extensive catalogue of both 
professional and personal courses, 
while the development of employees 
is discussed annually at the individual 
development interview with the em-
ployee’s immediate manager, where 
a development plan for the coming 
year is determined and the employee 
is put forward for relevant courses or 
training programmes.

Continued efforts to have at 
least one of each sex on the list 
of candidates on all recruitment 
for managerial and specialist 
positions
In connection with recruitment for 
managerial and commercial po-
sitions, the DLG Group wishes to 

achieve greater gender diversity, 
since these positions have traditional-
ly been dominated by men. As a con-
sequence, in our German company, 
HaGe, in 2017, 15 out of 33 new ap-
pointments to commercial positions 
and two out of five new appointments 
to management positions were wom-
en. Furthermore, in our Swedish sub-
sidiary, Svenska Foder, today 41% of 
the sales representatives are women. 
In Denmark we have strong focus on 
appointing more women to commer-
cial positions in the future, since to-
day only 7% of our sales represent-
atives are women. We can also see 
that, in 2018, we appointed 93 new 
employees to management and spe-
cialist positions, of whom 40% are 
women and 60% are men. 

DLG’s Sales Academy matches the 
academy diploma subject “Sales Psy-
chology and Basic Sales”, and 10 ECTS 
credits are earned by passing the 
exam. However, the course is tailored 
to DLG, and during the coming year, 
all of our around 140 sales represen-
tative will take the course (comprising 
4 training days and 3 supervisor days), 
in which they will work on applying the 
tools and knowledge acquired to their 
own customer cases. The course ends 
with an oral examination based on the 
employee’s own project assignment. 

One important aspect of the trai-
ning programmes offered at DLG is 
merit training, whereby employees 
without formal education, but with 
many years’ experience in the field 
in question, have the opportunity 
to become a skilled freight driver, 
or skilled warehousing and logistics 
operator or industry process opera-
tor. The merit training programmes 
contribute new expertise to DLG, 
while the employees achieve docu-
mentation of their skills and can ge-
nerally broaden their competences. 
In recent years, between 8 and 11 
employees per year have completed 
a merit training programme.



Increase the ratio of female 
managers at all levels, thereby 
ensuring an internal pipeline to 
the top managerial levels, e.g. 
by using a structured process 
for talent identification and 
development
One of the conditions for ensuring 
a good pipeline to management, 
with a balanced gender distribution 
of candidates, is that immediate 
managers evaluate employees 
according to the same parameters, 
irrespective of gender. Every 
year, each employee attends a 
development interview with his or 
her immediate manager, at which the 
employee is assessed on the basis of 
two parameters: Readiness for new 
challenges and Performance. In 2018, 
16% of female employees and 14% 
of male employees were assessed 
as performing at a high level while 
also being ready for new challenges. 
The aforementioned indicates 
that managers at DLG assess the 
development potential equally, 
regardless of gender. The next step 
towards ensuring a balanced gender 
distribution of the candidates in the 
pipeline to senior management is 
that the underlying management 
layer also has a good gender balance. 

In DLG’s German company, HaGe, 
during the past year, we reviewed 
salary levels (average) by gender 
for all employees. This has shown 
that the difference in favour of 
male employees is minimal (be-
low 3%). Zooming in on the sa-
lary level of employees with less 
than 20 years’ length of service at 
HaGe, the pay gap is completely 
erased.
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At DLG, we have almost 6,400 em-
ployees, who all contribute to run-
ning a successful and effective busi-
ness. Reliable, value-creating and 
ambitious employees are DLG's most 
important resource, and they are the 
basis for our continued positive de-
velopment. In addition to ordinary 
personnel policies, we work with 
cross-sectoral policies for social re-
sponsibility and governance.

A good and safe working environ-
ment is vital to ensuring that develop-
ment is possible. At DLG, the work-
ing environment is about preventing 
work-related injuries and illness, while 
at the same time creating a social en-
vironment that promotes employees’ 
job satisfaction and motivation on a 
day-to-day basis.

Working in agriculture and production 
is associated with greater risks than 
other types of work. It is therefore vi-
tal for DLG to always maintain a safe 
and healthy working environment 
for our employees. We do this with 
preventive activities and informa-
tion campaigns related to the safety, 
health and working environment of 
our employees. 

Personal protective equipment
In connection with our focus areas 
for 2018, we have ensured that pro-
tective equipment is available and 
that there are procedures for its use. 
When the equipment was issued, the 
level of dust was mapped. In addi-
tion, notifications were established 
for drivers who are required to load 
goods which impose stricter protec-
tive equipment requirements. As a 
consequence of an accident in the 
industry, health and safety in con-
junction with the filling of silos at our 
customers is being mapped. This 
work will continue in 2019.

Inspection rounds
Inspection rounds are an important 
aspect of preventive work. An inspec-
tion round is a way of monitoring and 
controlling the working environment 
conditions, and may e.g. lead to the 
registration of near-misses and/or 
the establishment of an action plan. 
At DLG, our policy is that all loca-
tions where employees are present 
must be inspected by a health and 
safety representative at least once a 
year. At DLG, we have approximately 
165 locations in Denmark that must 
be inspected once a year. We had 
achieved 81% by the end of 2018. 

The mapping is considered by the lo-
cal health and safety groups and com-
mittees (in which employee-elected 
representatives play a key role), and 
in the preparation and prioritisation 
of action points. In this respect, 1,100 
action points were considered and 
are now being executed.

Near-misses
We have increased the number of 
registered near-misses significantly 
from the previous years. At DLG, we 
take a positive view of the increase in 
the number of registered near-miss-
es. We are convinced that by more 
systematically registering and learn-
ing from near-misses we will be able 
to prevent many occupational acci-
dents. In mid-2016, we developed an 
online system for the registration of 
near-misses that is available to every-
one on the intranet. One new aspect 
is that we set a target of 100 regis-
trations in 2018, but with 65 regis-
trations achieved, this is an area that 
requires greater efforts.

Occupational accidents
DLG works continuously to improve 
the working environment for our em-
ployees. in order to comply with the 
authorities’ regulations in this area. To 

WORKING ENVIRONMENT



GOALS FOR  
2019

• To have extra focus on the day
today working environment and 
wellbeing during the change 
process of locating our head 
office in Fredericia

• To make changes to the 
occupational health and safety 
organisation

• To give greater priority to Group
wide occupational health and 
safety cooperation

• To implement action points in 
the action plans identified in 
workplace evaluations, inspection 
rounds and registration of near
misses 

• To work with ergonomics to 
ensure that employees work 
appropriately and prevent 
repetitive strain injuries 

• To establish a system for the 
management of safety data 
sheets and workplace instructions

• To reevaluate the structure and 
frequency of the execution of 
inspection rounds, which are 
currently performed annually

• To register at least 100 near
misses

a great extent, the day-to-day work is 
undertaken by a skilled occupational 
work and safety organisation.

As part of our working environment 
initiatives, we managed to signifi-
cantly reduce the number of occupa-
tional accidents in 2018 compared to 
2017. At the same time, the duration 
of the resulting periods of sick leave 
declined. In 2018, we registered 23 
occupational accidents in Denmark 
with days of absence, compared to 
26 in 2017. The total number of acci-
dents in our German subsidiaries has 
also declined, from a total of 124 in 
2017 to 103 in 2018. We will endeav-
our to maintain the positive develop-
ment by giving priority to Group-wide  
occupational health and safety coop-
eration, including joint organisation, 
policies, registrations and sharing of 
best practices across country and 
company boundaries.
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Ongoing working environment 
initiatives
The employee satisfaction survey 
from 2018 again showed robust satis-
faction and engagement on the part 
of the Group's employees. In addi-
tion, the employees state that they 
have an appropriate framework to be 
able to handle their tasks on a good 
and secure basis. This indicates that 
the general working environment of 
the DLG Group is satisfactory. With 
extra focus on the coordinating work, 
in the coming years we will be able 
to inspire each other and generally 
increase the level of satisfaction.

Combining DLG’s new head office and 
regional office entails many changes, 
as well as well-being and occupation-
al health and safety-related tasks for 
the organisation. We will therefore 
have extra focus on the day-to-day 
working environment and well-being 
during the change process that DLG 
is implementing by locating our head 
office in Fredericia. This also requires 
changes to the occupational health 
and safety organisation, so as to re-
flect the situation after moving DLG’s 
head office to Fredericia.

Occupational health and safety initia-
tives are monitored closely by DLG's 
management team, especially in the 
Production & Logistics department, 
where the development is reviewed 
at monthly meetings, including with 
regard to occupational accidents. As 

a consequence of this “promotion”, 
the occupational health and safety 
work has become more visible to the 
management team.

We can see from the type of occu-
pational accidents, and the dialogue 
in the health and safety committees, 
that focusing on the safety of our 
transport operations and better use 
of personal protective equipment will 
have the greatest effect. Workplace 
evaluations, inspection rounds and 
near-misses are also recurring topics. 
This will, for example, be handled in 
workplace evaluation action plans, 
for which purpose a new IT tool has 
been procured.
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ACCIDENTS WITH AT 
LEAST ONE DAY OF 
ABSENCE
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The DLG Group is one of Europe's  
largest agricultural companies.

We create value for our owners and customers  
as the farmer's preferred partner.

We will set the direction among Europe's leading 
agricultural companies.

We will be an indispensable element of the world's 
most important business.

The Group is bound together by our core values.  
We are trustworthy, value-creating and ambitious  
in everything we do.
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