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Human and labour rights 

S1-1, S1-2, S1-3, S1-4, S1-6, S1-7, S1-9, S2-1, S2-2, S2-3, S2-4, S2-5
SBM-1, SBM-2, SBM-3

Introduction: Impacts, risks, and opportunities
The Group is committed to ensuring and respecting human and labour rights both within its own operations and throughout its 
supply chain. This is aligned with the applicable national and international regulatory framework and recognised international 
standards, including the Universal Declaration of Human Rights, the United Nations Guiding Principles on Business and Human 
Rights, the United Nations Global Compact initiative, the Organisation for Economic Co-operation and Development (OECD) 
Guidelines, the International Labour Organization (ILO) Declaration on Fundamental Principles and Rights at Work, as well as 
the relevant guidelines of the European Union Taxonomy concerning human rights. Ensuring the development, advancement, 
and health of its employees, maintaining a balance between their professional and personal life, and fostering an inclusive 
workplace are not only fundamental principles of business ethics, but also form part of the broader set of factors influencing 
productivity, overall well-being, and the organisation’s overall sustainability performance.  Given the Group’s significant 
contribution to employment and the overall development of the local and national economy, the companies recognise their 
responsibility to protect human and labour rights, as well as acknowledge the influence they exert across the value chain. 

Although the potential negative impacts arising from violations of human and labour rights within the operations themselves 
were assessed as relatively limited and were not identified as material in the context of the double materiality assessment, the 
extent and severity of potential adverse impacts within the upstream value chain may be significantly higher. This increased 
exposure is attributed to the global and complex network of suppliers, the diversity of the sectors in which they operate, as 
well as the geographical proximity of certain activities to areas with an elevated risk of human rights violations. These activities 
may arise in regions and countries outside the European Union, or in countries with weaker regulatory frameworks or limited 
implementation and enforcement of the relevant legislation. Such activities and regions may be associated with forced labour, 
unsafe working conditions, or even child labour, due to weaker legislative frameworks or insufficient oversight.

This highlights the importance of strict oversight and due diligence, as well as the pressing need to establish stable 
collaborations and partnerships with customers, suppliers, and contractors, based on shared principles and mutual trust. 
Joint ventures or other special purpose vehicles related to ElvalHalcor that are not consolidated in the present statement due 
to the absence of operational control do not include upstream activities, and no material impacts were identified. To better 
understand the risks affecting workers in the upstream value chain, the Group collaborates with suppliers, contractors, and 
customers within the value chain, and the assessment of human rights constitutes a key area of focus. More specifically, 
the scope of material impacts includes workers at facilities who are not part of the Group’s direct workforce, workers 
employed by entities in the company’s upstream value chain, as well as particularly vulnerable groups of workers, such 
as migrants, home-based workers, women, and young workers.

Policies 
The commitment to safeguarding human and labour rights is outlined in the Human and Labour Rights Policy and the Code of 
Business Ethics. The companies’ policies and procedures fully comply with all relevant national legislation and international 
guidelines, addressing material issues such as working conditions, equal opportunities, freedom of collective bargaining, 
safe and inclusive working environments, the prevention of discrimination of any , Consideration of Vulnerable Employee 
Groups, the explicit prohibition of forced and child labour, while they have been developed taking into account all stakeholders 
including employees, local communities, customers, suppliers, NGOs, etc. The policies are publicly communicated through 
the corporate websites and internal networks. Based on this framework, the Group has established a due diligence process 
that defines the roles and responsibilities across the two sectors and their subsidiaries, and has appointed Human Rights 
Supervisors to coordinate risk identification and guide the implementation of the necessary actions. Responsibility for 
implementing the policy lies with the senior management of the sectors and subsidiaries.

The Group is committed to ensuring fair and decent working conditions, transparent and clear employment contracts, as 
well as fair remuneration that meets or exceeds applicable legal and regulatory requirements. At the same time, employee 
health and safety is established as a strategic priority through the implementation of occupational risk prevention systems, 
regular inspections, and continuous improvement programmes, aimed at creating a safe and supportive working environment. 
Employees are encouraged to report any violations through established reporting and grievance mechanisms, which ensure 
the assessment and prompt handling of complaints. The companies monitor and report annually on impacts, risks, and 
opportunities related to human rights, in cooperation with stakeholders, to address potential concerns. Relevant training 
programmes are implemented to raise awareness and ensure that all employees understand and adhere to the Group’s 
principles and best practices. In addition, the code of conduct for business partners includes clauses requiring respect 
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for human and labour rights. In 2025, no incidents of non-compliance with the aforementioned principles were reported. 
The Group recognises that its employees constitute the cornerstone of business success and long-term growth. In this 
context, the companies actively promote equality, diversity, and inclusion, fostering a working environment that respects 
diversity and ensures equal opportunities. At the same time, systematic investment in skills development and talent 
cultivation is performed, providing clear and transparent career development paths. The company and its subsidiaries 
seek to employ qualified and experienced personnel without any form of discrimination, including concerning nationality, 
age, religion, or ethnic origin. The Group acknowledges that an inclusive working environment that promotes diverse 
perspectives and experiences contributes to greater innovation, improved problem-solving, and enhanced performance. 
An inclusive environment can also attract highly talented and skilled employees who can set leading examples within the 
industry and further strengthen the Group’s reputation. The Group, through its policy, is committed is committed to ensuring 
that all employees receive fair and adequate remuneration in accordance with the applicable legislation of each country. 
This commitment includes ensuring that remuneration complies with legal requirements, is aligned with relevant industry 
benchmarks, and forms part of competitive compensation packages that meet or exceed the statutory minimum wage levels.

Furthermore, the companies ensure that all employees are covered by social protection systems in accordance with national 
legislation. This coverage includes protection against significant life events such as illness, unemployment, occupational 
accidents, acquired disability, parental leave, and retirement.

Beyond fair wages and fair working conditions, the Group also provides additional benefits to all employees. Social security 
coverage includes benefits related to illness, unemployment, occupational accidents and acquired disability, parental leave 
and pensions, while supplementary private benefit packages may be offered based on position and seniority. Additional 
benefits range from free medical check-ups to supermarket vouchers, while attention is also given to the work–life balance 
of employees’ families, through benefits covering parental leave, kindergarten and summer camp allowances, parental 
counselling and career guidance for children, as well as awards for academic performance.

The principles on human and labour rights set out in the Policy are also incorporated in the Code of Conduct for Business 
Partners and in the Responsible Procurement Policy (p. 92). The Code of Conduct for Business Partners clearly defines the 
expectations for all business partners, including suppliers, contractors, consultants, and other business partners. Its objective is 
to ensure that all collaborating parties are aligned with the Group’s fundamental values regarding business ethics, sustainable 
development, and respect for human rights throughout the value chain. The Code emphasises the importance attached to 
internationally recognised human rights and requires business partners to provide equal opportunities in recruitment and 
employment practices, explicitly prohibiting discrimination based on race, colour, religion, gender, sexual orientation, age, 
physical disability, health status, political beliefs, nationality, social or national origin, trade union membership, or marital status. 
In addition, the Code highlights the importance of respecting local communities and their land, forests and water resources, as 
well as their culture, religion and the rights of indigenous peoples, ensuring that business activities do not endanger the health 
or safety of these communities. It also requires the provision of decent working conditions for all employees, including access 
to clean water, sanitation facilities, adequate housing, and essential medical services. The Code strictly prohibits child labour 
and any form of forced or compulsory labour, requiring full compliance with applicable minimum legal age requirements. 
Furthermore, employees are also required to be treated with dignity, respect, and equality, free from any form of harassment 
or abuse, including corporal punishment, physical or verbal abuse, or coercion. In addition, the Code requires business partners 
to take appropriate measures to ensure that minerals and metals sourced from conflict-affected areas are not used in their 
supply chains. Business partners are required to declare the origin of raw materials and avoid any involvement with illegal 
armed groups in relation to extraction, transportation, or other related activities.

Business partners are required to implement appropriate systems for reporting, investigating, and addressing issues 
related to human rights, health, and safety at work, in full compliance with applicable legislation. At the same time, they 
must adhere to the applicable legal framework governing the maximum permitted working hours, wages, and benefits, 
ensuring that overtime is voluntary and remunerated in accordance with the law. The Code of Conduct recognises and 
supports the right of employees to participate, or not participate, in trade unions or other lawful representative bodies and 
requires compliance with local and national legislation governing collective bargaining. Business partners are encouraged 
to adopt policies that promote open dialogue and constructive engagement between employees and management. Beyond 
the requirements set out in the Code, respect for human rights constitutes an important pillar of the company’s Responsible 
Procurement policies and procedures, while most significant risks are addressed through close cooperation between the 
procurement, sustainability, and legal departments. Although the Group’s companies are not in a position to come into 
direct contact with the employees of suppliers, a range of tools used to address human rights-related risks within the 
supply chain is described in the chapter “Responsible Procurement” on p. 92.

Impact management and communication channels
The company and its subsidiaries maintain continuous communication with employees through ongoing feedback, formal 
communication channels, internal networks, newsletters, and other means. Employees’ opinions and views are taken 
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into account on a range of matters, while periodic satisfaction surveys (employee satisfaction surveys, not conducted 
during the reporting year) and recognition of improvement ideas are also carried out. Each subsidiary has appointed 
have appointed a Human Rights Officer responsible for the human rights due diligence process. This process includes the 
identification and assessment of actual and potential impacts, the implementation of measures to prevent and mitigate 
impacts, the monitoring of the effectiveness of these measures, and reporting on how these impacts are addressed. Two 
distinct processes have been established, covering the company’s own operations and the supply chain, where the most 
material impacts are identified.

During the reporting period of the publication, no quantitative targets had been set regarding human rights due diligence 
within the companies’ own operations.

Concerning human rights in the value chain, the Group collaborates with EcoVadis to map and assess the practices and 
performance of its business partners. This initiative began in 2022 with the objective of assessing the top 20 suppliers (based 
on spend) through the EcoVadis platform. Further development of this collaboration was launched in 2025 in order to cover 
even more suppliers and regions of the world. More information on the results of this three-year initiative is presented in 
the chapter “Responsible Procurement”.
In addition, the Group has established a secure and transparent communication channel for all matters concerning 
employees within the companies as well as across the supply chain. The “Integrity Line” constitutes a public communication 
channel available to all stakeholders and enables employees to report potential adverse impacts or incidents, ensuring 
the protection of their rights and enabling the company to undertake appropriate actions. The process includes stages 
for handling reports, as well as the protection of the reporting person. Employees and stakeholders are encouraged and 
required to report any behaviour considered suspicious or unlawful in terms of human rights violations. Such reports 
may be submitted anonymously through the Integrity Line, available on the website, by telephone, or by electronic mail 
(email). All reports are handled in accordance with applicable legislation (EU 2019/1937), and are investigated promptly 
and impartially by trained and experienced personnel, and, where necessary, take immediate corrective action. Further 
information on this mechanism is presented in the chapter “Business Conduct”, described above.

In the event that a human rights violation is identified, the response process may include the termination of business 
relationships. As human rights in the value chain are directly linked to Responsible Procurement, the performance indicators 
are presented on page 92.

Indicators
The general indicators relating to the workforce, diversity, and inclusion are presented below. These indicators have not 
been certified by anybody other than the assurance provider of this report. The total number of employees has increased 
over the last three years due to overall Group growth, with a corresponding rise in the percentage of women. The figures 
presented in the following tables include all direct and indirect employees. Direct employees (“employees” according to 
the ESRS Directive) are full-time and part-time employees with permanent or fixed-term contracts, daily wage workers, 
salaried employees, interns/trainees, members of the Board of Directors, and freelancers, or consultants contracted through 
external companies to cover permanent needs. Indirect employees (“non-employees” according to the ESRS Directive) are 
those not paid through the Company’s payroll or by another method but through a third party, covering fixed and permanent 
needs. Contracts with third parties or contractors are concluded based on man-days or man-hours. The total number of 
employees includes all employees regardless of maternity leave, long-term absence, or unpaid leave, while personnel data 
are calculated on the basis of the average of monthly values. For 2025, the total workforce of ElvalHalcor consisted of 98% 
permanent employees (1,697 men and 222 women) and 2% temporary employees (35 men and 13 women), with 100% 
employed full-time. The category “senior management” covers the level of department directors and above (members of the 
Board of Directors, senior directors, and top executive officers). With regard to age distribution, 163 direct employees (8%) 
were under 30 years of age, 780 (37%) were over 50, and 1,024 (55%) were between 30 and 50 years old. Reconciliation of 
the number of employees with the figure presented in the Financial Statements cannot be performed, as those statements 
are based on measurement as of 31.12.2025, rather than on the methodology described above. 

As in 2024, no incidents of discrimination, including harassment, were reported within the companies’ workforce during 
the reporting year. Furthermore, no complaints were submitted through formal reporting channels by employees, nor 
regarding human rights issues, including incidents of discrimination and harassment. No complaints or significant impacts 
on human rights were reported within the workforce or in the upstream value chain.

Finally, during the reporting period, no serious human rights incidents related to the workforce were identified. Consequently, 
no fines, sanctions, or compensation for damages related to such incidents or complaints were imposed. All indicators 
presented have not been verified by an external party, except for the assurance provided for this report.
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Table 26. Employee characteristics

ElvalHalcor Group ElvalHalcor 

2023 2024 2025 2023 2024 2025
Direct employees
Men 2,970 2,966 3,109 1,677 1,664 1,732
Women 484 494 532 213 217 235
Total 3,454 3,460 3,641 1,890 1,881 1,967
Indirect employees

Men 662 690 707 509 510 527
Women 60 80 98 58 75 95
Total 722 770 805 567 585 622
Employees in managerial positions
Men 157 166 177 90 96 103
Women 12 11 14 9 8 10
 Gender representation
Men (%) 87.0 86.4 85.8 89 88.2 87.3
Women (%) 13.0 13.6 14.2 11 11.8 12.7
Men in managerial positions % 92.8 93.3 92.7 91 92.3 91.2
Women in managerial positions % 7.2 6.2 7.3 9 7.7 8.8
Permanent employees
Men 2,923 2,904 3.005 1,653 1,635 1,697
Women 471 478 515 203 206 222
Total 3,394 3,382 3.520 1,856 1,841 1,919
Fixed-term employees
Men 47 62 104 24 29 35
Women 13 16 17 10 11 13
Total 60 78 121 34 40 48
Age distribution
<30 313 280 310 167 147 163
30-50 1,915 1,891 1,929 1,041 1,011 1,024
>50 1,226 1,289 1,402 682 723 780
Total employees 4,176 4,230 4,446 2,457 2,466 2,589

Employee turnover is calculated as follows: (Employees who left the company voluntarily or due to dismissal, retirement, 
or death during work) / (Total number of employees) * 100. The calculation includes direct employees only. As shown in 
the table, employee turnover (%) has increased slightly over the last three years, reflecting the overall increase in personnel 
across the Group’s subsidiaries and in ElvalHalcor. 

Table 27. Employee turnover

ElvalHalcor Group ElvalHalcor 

2023 2024 2025 2023 2024 2025

Total employee turnover % 13.8 14.7 15.1 13.3 14.0 14.9

Number of direct employees who left the entity 478 517 550 252 265 294

12. Incidents or complaints are understood to refer to confirmed cases.
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Employee training and development
S1-1, S1-4, S1-5, S1-13
SBM-3

Introduction: Impacts, risks and opportunities
Employee training and development have been identified by the Group as a material issue with significant economic 
impact, as the absence of adequate training programmes or limited training hours may hinder employees’ personal and 
professional development and their well-being within the companies. Insufficient training and upskilling of personnel may 
reduce effectiveness and productivity, thereby negatively affecting business performance, profitability, and the company’s 
long-term sustainability. Conversely, investments in employee development enhance individual performance and contribute 
to the overall success of the businesses, supporting companies to maintain competitiveness and flexibility in response to 
market trends and business challenges. To address potential negative economic impacts, the Group invests significant 
resources in specialised training programmes tailored to the needs of its workforce. In addition, the company and its 
subsidiaries are committed to supporting and recognising personal development, as well as providing opportunities for 
improvement through evaluation and feedback processes. 

Furthermore, the approach to lifelong learning is enhanced by an outward-looking perspective. The company and its subsidiaries 
recognise that knowledge capital can support not only the internal training and development of employees, but also underpins 
the broader strategy of attracting and retaining talented professionals, thereby strengthening the Group’s overall capabilities 
and competitiveness. In this context, the Group actively develops collaborations and initiatives with educational institutions, 
universities, and research centres, with the aim of strengthening this mutually beneficial relationship and fostering a higher 
level of industrial expertise, providing medium- to long-term benefits for the companies’ operations and financial performance.

Policies, actions, and targets
The Group provides comprehensive training to all employees, from their induction into the company through every stage of 
their professional careers. Within the framework of the Human and Labour Rights Policy, this commitment includes tailored 
training programmes for specific positions and areas of responsibility of each employee, enhancing both the relevance and 
effectiveness of the training. In addition, these programmes are designed with a focus on continuous improvement, systematic 
empowerment of employees, and support the implementation of all relevant practices adopted by the companies. Furthermore, 
within the framework of the sustainable development strategy, the company and its subsidiaries have implemented training 
programmes on business ethics and responsible business practices, including the prevention of bribery and corruption, as 
well as equality and inclusion. These training programmes are addressed both to management and employees and are 
tailored to the specific requirements of each job position. Special sessions are conducted for management teams to ensure a 
thorough understanding of key topics related to business ethics, such as money laundering, antitrust legislation, competition 
law, anti-corruption, and data privacy. In 2025, the total training budget exceeded €1 million, demonstrating the Group’s strong 
commitment to employee development. This amount is reported under line 4 of Table 8 in the Financial Statements.

Although no quantitative training targets have been established, each subsidiary maintains a training plan tailored to each job 
position and monitors its implementation progress for every employee, intending to fully cover training needs. The duration of 
these plans varies depending on the needs of each employee and ranges from six months to one year. Furthermore, the actions 
are continuously adapted to the needs and interests of personnel, ensuring that programmes remain relevant and effective. 

In addition to standard and ongoing practical training in areas such as technical skills, health and safety, and environmental 
protection, the training and development initiatives include the following. These actions cover all areas of operation (Greece, 
Bulgaria), with a focus on both the companies’ current workforce and on younger generations and future employees. 
•	 �Orientation programmes. These initiatives target new employees and are conducted twice a year, enabling newly 

recruited staff to understand the complexity, scale, and quality of operations. These training programmes use internal 
resources and experts as trainers. 

•	 �Electronic orientation (e-orientation) for office employees. New employees with computer access complete 
comprehensive electronic courses within their first days, covering topics such as SAP Basics, office security, phishing, 
the Code of Business Ethics, etc.

•	 �Internal training of trainers. To support and strengthen knowledge capital, employees are trained to become trainers 
themselves on a range of technical topics within their respective operational roles.

•	� In 2025, the 360-degree feedback programme was expanded to include more executives within the company, enabling 
them to receive feedback from supervisors, subordinates, and peer colleagues, alongside their self-assessment.

•	 �Boost your career. Under the title #Learn.Grow.Become, ElvalHalcor organises full-day workshops for all individuals 
undertaking internships at the aluminium rolling division’s facilities, providing tools for future employment and a 
roadmap for their careers.
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•	� #HalcorEdu. The copper and alloys extrusion division, in collaboration with academic institutions, delivers specialised 
lectures and training sessions. 

•	 �Grow Together. The core idea of “learning communities” is to cultivate talent and expertise and to leverage the 
company’s knowledge capital and resources outwardly. The first phase of the project included five initiatives during 
2025, actively engaging more than 580 individuals, as well as collaborating with learning and education NGOs. The 
programme focuses on UN Sustainable Development Goal 4 on Quality Education and seeks to create a positive impact 
on communities through training and skills development workshops. In 2025, the partner organisations included 
AIESEC, Athens University of Economics and Business, IEEE University of Patras, BEST NTUA, and Junior Achievement, 
providing approximately 990 hours of training.

ElvalHalcor is committed to delivering high-quality training to its personnel and reflecting this performance through all 
relevant KPIs, while simultaneously attracting the most talented recent graduates. To further support this commitment, 
the company plans to explore opportunities in virtual learning and emerging technologies, placing greater emphasis on 
health and safety, environmental protection, the 5S system, quality, and sustainable development. 

Measurement indicators and performance 
Training indicators are presented in the tables below. In 2025, a general increase in training hours was observed, both 
overall and per employee at the group level. This increase reflects the expansion of available training programmes and the 
implementation of training initiatives with a focus on sustainable development. Performance evaluations are conducted 
annually and correspond to one evaluation per employee. No assumptions were applied for the publication of these data. 
The calculation of the KPIs is based on the data presented in Table 26. 

Table 28. Training performance indicators

ElvalHalcor GroupElvalHalcor Group ElvalHalcor ElvalHalcor 
 2023 2024 2025 2023 2024 2025

Total training hours – men 57,397 57,508 63,074 33,827 33,780 39,060

Average training hours – men 19.2 19 20.3 20.2 20.0 22.6

Total training hours – women 12,448 13.916 14,163 6,864 6,021 5,618

Average training hours – women 26.0 28.0 26.6 32.2 28.0 23.9

Total training hours 69,845 71.424 77,237 40,691 39,801 44,679

Training hours per employee 20.3 20.4 21.2 21.5 20.8 22.7

Table 29. Completion of employee performance evaluation1   

ElvalHalcor Group ElvalHalcorElvalHalcor
 2024 2025 2024 2025

Total employees who participated in performance evaluations 1,229 1,252 740 744

Total women who participated in performance evaluations 330 345 164 167

Total men who participated in performance evaluations 899 907 576 577

Percentage of employees who participated in performance 
evaluations (employees who participated / total employees)

36% 34% 39% 38%

Percentage of women who participated in performance evaluations 67% 65% 76% 71%

Percentage of men who participated in performance evaluations 30% 29% 35% 33%

Percentage of evaluations out of the total evaluations determined by 
Management (%)

92% 33% 92% 42%

Percentage of women’s evaluations out of the total evaluations 
determined by Management (%)

95% 74% 95% 83%

Percentage of men’s evaluations out of the total evaluations 
determined by Management (%)

91% 32% 92% 37%

The data are calculated based on the records of completed evaluations in the companies’ management systems, using as the denominator the 
figures presented in disclosure S1-6 and Table 17. Corresponding records also exist in the companies’ systems for the performance reviews 
scheduled by management.
13  �The table has been revised compared to last year’s version, which only included the % of employees who participated in performance 

evaluations.
14.  �For this specific table, 2023 values are not provided, as comparative information is not possible due to changes in calculation and record-

ing methods. The pre-modification 2023 values mentioned above were 85.5% (men) and 89.6% (women) for the Group, and 87.4% and 
92.5% for the Company, respectively.
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Health and safety
S1-1, S1-2, S1-3, S1-4, S1-5, S1-14, S2-1, S2-2, S2-3, S2-4, S2-5
SBM-3

Introduction: Impacts 
Occupational health and safety is recognised as a fundamental aspect of the Group’s operations and sustainable development 
strategy. Due to the nature of its industrial activities and the associated value chains, this issue is considered material 
both for the company itself and for its collaborating entities. As such, health and safety have been assessed within the 
framework of the double materiality process, covering both the company’s operations and the upstream value chain. The 
negative impacts identified are primarily associated with workplace accidents or incidents that could hinder the ability to 
maintain a safe and healthy environment for the workforce, including direct and indirect employees as well as business 
partners. The categories of employees facing the highest risk are those in production and maintenance, as well as personnel 
working in the relevant factory shifts. Each job position has been analysed for potential risks, and management systems 
and employee training have been adapted accordingly. Workplace accidents may have significant adverse impacts in the 
short, medium, and long term, both within production facilities and across the upstream value chain. In the latter, workers 
may be exposed to higher risks due to contact with hazardous materials, heavy machinery, and physically demanding tasks. 

Ensuring strict measures are a critical element for maintaining safe working conditions and reducing the likelihood of 
incidents across all production facilities associated with activities such as thermal metallurgy at high temperatures, the 
use of heavy machinery and equipment, chemical processes, and work at height. To address these risks, the company and 
its subsidiaries maintain dedicated specialised teams and oversight by senior management for the identification of risks, 
the implementation of investments and controls, the establishment of safety management principles and procedures, 
as well as continuous training on health and safety matters. This process, through preventive and proactive measures, 
strengthens overall safety.

The long-term action plan of the Group’s sustainable development strategy includes the following key elements:
•	� Identification of risks in relation to infrastructure (restricted access, Lockout-Tagout (LOTO) procedure, etc.).
•	� Development of a safety competency matrix for all employees based on the risk assessment of each unit.
•	� Implementation of dynamic safety governance practices, with clear allocation of roles and responsibilities.
•	�� Monitoring of Key Performance Indicators (KPIs) as a basis for improvement and accountability across the company 

and its subsidiaries.
•	 Linking safety programmes with the personal objectives and remuneration of executives.

Impacts related to occupational health and safety in upstream operations mainly concern the production of primary metals 
as well as the processing of raw materials. Potential incidents in these operations, particularly in regions with weaker health 
and safety regulatory frameworks, may not have immediate impacts on the companies’ operations but could adversely 
affect the overall reputation and credibility of the industry in various markets, disrupt supply chain flows, and negatively 
affect production planning. Responsible procurement criteria incorporate health and safety considerations, which are also 
a focus during the company’s on-site inspections and sustainability assessments. 

Policies 
The commitment to promoting the health and safety of employees and partners, including customers, suppliers, contractors, 
and visitors, is reflected in the respective Health and Safety Policy. This policy applies to all functions and business activities, 
and incorporates both upstream and downstream processes of the value chain. It was developed with careful consideration 
of the interests of key stakeholders, including the workforce, local communities, customers, and other relevant parties, 
ensuring that their concerns and expectations are integrated into the policy framework. Responsibility for implementing the 
policy lies with the senior management of each subsidiary, as well as with the respective Health and Safety departments. 
The policy is public and available to stakeholders on the companies’ websites. The senior management of the company and 
its subsidiaries, together with the relevant health and safety departments, are accountable for the effective implementation 
of the policy. The Group adheres to international frameworks, such as the OECD Guidelines for Multinational Enterprises 
and the International Labour Organization (ILO) Declaration on Fundamental Principles and Rights at Work, and strictly 
complies with applicable legislation in all countries of operation.

According to this policy, the objective is: “No accidents and no occupational diseases”. To achieve this, all employees and 
business partners are expected to foster a culture of prevention, strictly comply with health and safety standards, assess 
and mitigate risks, report incidents thoroughly, communicate openly, prioritise training, ensure safe working conditions, 
and continuously improve their health and safety performance. A culture of risk prevention is promoted, in which all 
injuries and occupational illnesses can and must be prevented. This commitment includes transparent cooperation with 
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all stakeholders on health and safety matters, as well as the continuous provision of training programmes that enhance 
skills development and knowledge sharing. Through the Code of Conduct for Business Partners, suppliers are required 
to maintain a healthy, safe, and secure working environment and to implement systems for reporting, investigating, and 
addressing health and safety incidents, in full compliance with applicable health and safety laws.

ElvalHalcor and all subsidiaries with production facilities, except for  Metallourgiki Ipeirou, implement a certified occupational 
health and safety management system in accordance with the international standard ISO 45001:2018. The system covers the 
effective monitoring, assessment and minimization of factors that may lead to workplace incidents or occupational illnesses.

Actions and targets
The Health and Safety departments of the subsidiaries play a critical role in fostering a strong safety culture, under the 
supervision of senior management (including the Chief Executive Officer and those reporting directly to him). The participation 
of employees and business partners constitutes a key feedback mechanism that supports the continuous improvement 
of the processes and safety measures across the subsidiaries. This engagement occurs through ad hoc, monthly, and on-
the-job meetings, during which health and safety reports are reviewed, including updates on indicators and critical action 
plans. This approach fosters a collaborative and proactive safety culture that prioritises the well-being of the workforce 
and the sustainability of operations.

The Health and Safety culture is fostered through consultations, safety workshops, training, and feedback sessions as 
part of the overall Improvement Action Plan (IAP). Monthly updates on indicators are conducted by the company and its 
subsidiaries, and high-priority programmes such as Lock-out/Tag-out (LoTo) procedures, machine safety, and work at 
height, are regularly evaluated. These updates include measurement indicators, such as safety inspections, near-miss 
incidents, completion rates of corrective actions, and the effectiveness of training. This process constitutes a key tool for 
evaluating the implementation of training, the utilisation of the budget, and risk mitigation projects. Lessons learned and 
insights derived from incidents are communicated alongside updates on relevant regulations and industry benchmarking. 

The companies’ commitment to health and safety is guided by strong leadership at all levels. Senior management actively 
promotes a safety culture, while all managerial staff participate in safety leadership initiatives. Comprehensive training 
programmes are offered to strengthen knowledge and leadership in safety matters, in collaboration with Health and Safety 
Coordinators. The safety leadership framework includes a skills matrix to assess and improve the safety management 
capabilities of managers, ensuring the effective implementation of safety practices.

Furthermore, employees have the opportunity to raise their concerns through multiple channels, such as the Integrity Line 
or through in-person meetings with personnel or with the heads of the Health and Safety departments (more information 
is provided in the Business Ethics chapter). The company conducts occupational risk assessments for all job positions, 
while all personnel regularly attend interactive seminars that enhance their active participation. These seminars provide 
continuous updates as well as feedback. 

With regard to remediation actions when issues related to employees’ health and safety arise, the company provides medical 
support through the continuous presence of medical personnel at its facilities, the transfer of the employee to the nearest 
medical centre, and the coverage of medical expenses. In addition, following every workplace accident, the responsible 
department conducts a 5-Whys analysis to investigate, identify, and address the root causes. Findings are subsequently 
presented to senior management as well as to the other departments, to trigger discussion and prevent recurrence. The 
companies’ management, together with the Health and Safety departments, is responsible for implementing remediation 
actions as well as for integrating the results and feedback into the companies’ approach.

The effectiveness of engagement with the workforce is systematically evaluated through a comprehensive assessment 
framework, incorporating multiple methods and indicators to ensure that initiatives achieve their intended outcomes and 
support continuous improvement of health and safety practices.

Key elements of the assessment process include:
•	� Performance evaluations: Regular performance assessments are conducted, providing valuable insights into the 

contribution of individuals and teams to health and safety objectives. This process aligns individual performance with 
organisational goals.

•	� Leading and lagging indicators (KPIs): A comprehensive set of indicators is used. Leading indicators (such as training 
completion rates, safety inspection scores, reports of unsafe conditions, and near-miss incidents) enable the proactive 
identification of areas for improvement. Lagging indicators (such as accident frequency and severity rates) assess the 
overall effectiveness of safety measures.

•	� Target setting and review: Employees are actively involved in setting safety targets and regularly review progress, 
incorporating their suggestions into the safety strategy.
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•	� Implementation of critical projects: The outcomes of projects aimed at improving safety practices, such as the introduction 
of new technologies or modifications to procedures, are thoroughly evaluated.

•	� Improvement Action Plans (IAP): ElvalHalcor closely monitors the progress of the annual Improvement Action Plans. 
The 2025 IAP includes initiatives that require coordinated efforts across departments. Progress is reviewed regularly and 
adjusted based on employee feedback and audit findings. In addition, the implementation of these actions is strategically 
linked to senior management performance indicators, underscoring the priority given to health and safety.

ElvalHalcor seeks to understand and respond to the needs of its workforce through a multidimensional approach. This 
includes a comprehensive Health Management Programme with specialised physicians on-site, regular assessments, and 
individual consultations with employees. At the same time, health and wellbeing initiatives provide personalised support, 
such as mental health counselling, stress management seminars, and ergonomic assessments. The company and its 
subsidiaries implement a Health and Safety Improvement Action Plan (IAP), a structured, risk-based programme designed 
to reduce occupational health and safety risks and enhance the workforce's well-being across all production facilities. 
The IAP translates the company’s health and safety strategy into measurable operational initiatives, focusing on high-risk 
activities, engineering controls, skills development, and compliance with established standards.

The IAP is updated annually and includes specific targets and actions to be completed within the year. For 2025, the objectives 
include full implementation of the approved health and safety budget, including initiatives such as HAZOP (Hazard and 
Operability Studies) and fire safety improvements. At the same time, it sets the goal of full compliance with safety training 
for the relevant workforce, based on role-specific risk assessments (excluding employees hired at the end of the year who 
complete the training in the following cycle).

In the area of machine safety, the IAP includes the completion of implementation studies for all relevant equipment and 
the installation of mechanical guarding on at least 80% of the machinery. For work at height, the objective is the consistent 
application of the Permit to Work (PTW) system and full compliance with relevant standards. In addition, specialised Lockout/
Tagout (LoTo) procedures are to be issued for each piece of equipment across all production operations.

In 2025, the IAP was further strengthened with new targets related to high-risk activities. The companies seek alignment with 
the Compressed Gas Management Standard, which establishes harmonised requirements for the safe storage, handling, 
and use of compressed gases, aiming to reduce the likelihood and severity of process safety incidents. Compliance with 
this standard is monitored alongside key priority areas, such as Machine Safety, LoTo, and Work at Height.

The 2025 IAP also introduced a target related to skills development, requiring the creation and implementation of a specialised 
Supervisors’ Skill Matrix for production facilities, aimed at assessing and enhancing supervisory capabilities in managing 
high-risk activities, supporting consistent quality supervision across facilities, and reinforcing the company’s safety culture.

Concerning progress in 2025, ElvalHalcor monitored performance through a consolidated scoring methodology that 
aggregates the implementation progress of planned safety initiatives across all industrial operations. The annual IAP 
target is the full implementation (100%) of the planned actions by the end of the year. In 2025, overall progress remained 
strong, reflecting substantial advancement towards achieving this target. These initiatives align with the core objectives of 
ElvalHalcor’s Health & Safety Policy (such as fostering a risk prevention culture, compliance with regulations and standards, 
protection of health and safety in the workplace, continuous improvement, and systematic monitoring), while progress is 
continuously evaluated, and adjustments are made as necessary to ensure full achievement of the targets by the end of 2025. 

With respect to the annual target of 100% implementation of the IAP across all business sectors, performance varied by 
sector, while overall maintaining a positive trajectory. The aluminium sector achieved an implementation rate of 92%, with 
the majority of high-priority initiatives substantially completed. The copper and copper alloys extrusion sector achieved an 
overall rate of 73%, demonstrating significant progress while also highlighting areas for further improvement in selected 
technical aspects.

Progress against IAP initiatives is reviewed on a quarterly basis, with actions prioritised according to the risk profile of 
each facility. These initiatives support the objectives of ElvalHalcor’s Health & Safety Policy, including fostering a culture 
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of prevention, ensuring compliance with applicable standards, promoting continuous improvement, and maintaining 
systematic monitoring. Where implementation gaps are identified, corrective actions and adjustments are applied to 
ensure completion within the defined cycle.

The company actively involves its workforce in defining and managing these targets to ensure that they address material 
risks. Performance is monitored through feedback meetings and regular performance evaluations, enabling timely 
adjustments to the strategy. Subsidiaries place particular emphasis on leading KPIs, such as reports of unsafe conditions, 
near-miss incidents, and the completion of training programmes, reflecting their proactive approach to creating a safer 
working environment and fostering continuous improvement. Ultimately, the engagement of employees in the setting and 
monitoring of targets reinforces the company’s commitment to safety.

With regard to actual negative impacts within the supply chain, the Group has integrated health and safety considerations 
into its supplier due diligence process. This process, for which further details can be found in the chapter “Responsible 
Procurement” (p. 92), includes the evaluation of suppliers to ensure compliance with international standards, using tools 
provided by EcoVadis. Responsibility for this process lies in the collaboration between multiple departments, including 
Sustainability, Procurement and the Legal department. The process encompasses supplier prioritisation, risk assessment, 
and improvement actions. The company’s objectives for Responsible Procurement are closely aligned with its Health 
and Safety objectives in the supply chain. The Group has not established direct communication with workers in the value 
chain outside its facilities, nor with any representatives of such workers, regarding Health and Safety matters. With 
regard to the employees of business partners operating within the Group’s production facilities, subsidiaries apply the 
same communication channels, policies, procedures, and remediation actions as those applied to their own personnel, 
as described in the Health and Safety Policy.

The Group’s total annual expenditure in 2025 amounted to € 13,776 thousand, while the corresponding amount for ElvalHalcor 
was € 8,009 thousand. These expenditures mainly relate to the implementation of preventive and corrective actions under the 
Health and Safety Improvement Action Plan (IAP), the upgrading of machinery protection systems, protection measures for 
work at height, Lockout/Tagout (LoTo) controls, compressed gas management measures, contractor safety management, 
and the development of safety technologies across industrial facilities. Capital expenditures were mainly allocated to studies, 
equipment upgrades, installation of mechanical safeguarding systems, fire protection systems, and other risk-mitigation 
investments. Operating expenditures cover safety training programmes, external audits, personal protective equipment 
(PPE), contractor induction and training, safety inspections, and the continuous monitoring of compliance.

Part of these expenditures also relates to remediation actions following incident investigations, including corrective 
measures based on root cause analysis and the strengthening of controls in high-risk operations. Health and safety-related 
expenditures cannot be directly identified as a separate line item in the Financial Statements, as they are integrated into 
broader operating, payroll, and capital expenditures and are not reported separately under the applicable accounting 
standards. These expenditures are included in Paragraph 8 (Expenditures) of the Financial Statements, under third-party 
fees and other expenses. 
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Measurement indicators
Training hours on health and safety per employee (direct and indirect) are presented in the following table. The Group’s 
figures indicate a renewed increase following the slight decline in the previous year (41,092 hours compared to 38,074 in 
2024), while ElvalHalcor’s health and safety training hours continue to show an upward trend (26,204 in 2025 compared 
to 22,442 in 2024).

Table 30. Health and safety training measurement indicators 

ElvalHalcor Group ElvalHalcor 

2023 2024 2025 2023 2024 2025

Average H&S training hours per employee 9.3 8.4 9.2 8.1 9.0 10.1

The key performance indicators for measuring performance in health and safety matters are presented in Table 31. There 
were no incidents of occupational diseases, nor any fatal incidents, as a result of work-related injuries or occupational 
diseases in 2025, for both direct and indirect personnel, as well as employees working on the Group’s premises. These 
indicators cover both direct and indirect personnel, with the calculation methodology described in the previous chapter, 
and they have not been certified by anybody other than  the assurance scheme of this report. The Lost Time Injury Rate 
(LTIR) indicator, as described in the General Information section, has been retroactively revised to include weekends and 
public holidays, in line with the requirements of the ESRS standard. The SR indicator retains the same methodology as in 
the previous year, under which these days are not included.

Table 31. Health and safety measurement indicators 

ElvalHalcor Group ElvalHalcor 

2023 202416 2025 2023 202416 2025

Total recorded accidents 64 87 95 38 40 62

Number of lost days due to injuries 1,511 1,257 1,619 739 494 883

Lost Time Injury Rate (LTIR) 5.3 6.4 7.4 4.7 4.5 7.3

Total Recordable Incident Frequency Rate (TRIFR) 7.2 9.6 10.2 7.5 7.8 11.5

Severity Rate (SR)* 141 98 124 113 69 118

ElvalHalcor and all subsidiaries with production facilities, except for Metallourgiki Ipeirou, implement a certified occupational 
health and safety management system in accordance with the international standard ISO 45001:2018. The system covers 
the effective monitoring, assessment and minimization of factors that may lead to workplace incidents or occupational 
illnesses, and applies to 99% of the Group’s employees17.

16 The information presented above includes both directly and indirectly employed workers. The accident rate is calculated by dividing the 
corresponding number of incidents by the total number of hours worked and multiplying the result by 1,000,000. The number of lost days of 
absence refers to calendar days and includes the first full day and the last day of absence, as well as days on which the affected individual was 
not scheduled to work (weekends, rest days, public holidays).

This indicator, as disclosed in the Sustainability Report of the previous financial year (for the period from 01.01.2024 to 31.12.2024), was found 
not to be fully aligned with the corresponding definition under the ESRS, which affected the method used to calculate the relevant days. The 
indicator has now been updated to reflect calendar days of absence directly associated with recorded injuries, in accordance with the ESRS 
definition.

As a result, the disclosed figures for 2024 are restated as follows: for the Group, the reported figure of 885 is restated to 1,257, and for the 
Company, the figure of 353 is restated to 494.

The severity rate expresses the number of days of absence per 1,000,000 hours worked. Days of absence refer to days on which the employee 
was absent due to injury or illness, and are counted from the first day following the accident. In the table, the figures shown in parentheses 
represent the prior year’s disclosure of lost days due to injuries, which has been revised to ensure proper coverage in accordance with indica-
tor S1-14.

17 The prior year’s disclosure regarding employee coverage by management systems (100%) referred to the total number of certified produc-
tion companies. Based on the applicable requirements (ESRS 21-16), the corresponding percentage for the previous year was 96%. For 2023, 
employee coverage was 96.5%. For ElvalHalcor, the coverage rate remains 100%, consistent with the years 2023 and 2024.
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ElvalHalcor and all subsidiaries with production facilities, except and Metallourgiki Ipeirou, implement a certified occupational 
health and safety management system in accordance with the international standard ISO 45001:2018. The system ensures 
the effective monitoring, assessment, and mitigation of factors that may lead to workplace incidents or occupational 
diseases and covers 99% of the Group’s employees.*

* The figure reported in the previous year regarding employee coverage by management systems (100%) referred to the entirety of the 
certified production companies. Based on the applicable requirements (ESRS S1-16), the corresponding percentage for the previous year was 
96%.

16. The information presented above includes both directly and indirectly employed workers. The injury rate is calculated by dividing the rele-
vant number of incidents by the total number of hours worked and multiplying the result by 1,000,000.

The number of lost days refers to calendar days and includes the first full day and the last day of absence, as well as days during which the 
affected individual was not scheduled to work (including weekends, rest days, and public holidays).

This indicator, as disclosed in the Sustainability Report for the previous financial year (covering the period from 01.01.2024 to 31.12.2024), 
was identified as not being fully aligned with the corresponding definition under the ESRS standards, which affected the methodology used to 
calculate the relevant days. The indicator has now been updated so as to reflect calendar days of absence directly linked to recorded injuries, 
in accordance with the ESRS definition.

As a result, the figures disclosed for 2024 are restated as follows: for the Group, the previously disclosed figure of 885 is restated to 1257, and 
for the Company, the figure of 353 is restated to 494.

The severity rate expresses the number of days lost per 1,000,000 hours worked. Lost days refer to the number of days during which an 
employee was absent due to an occupational injury or illness, counted from the first day following the incident.




