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In 2018, the Group formalised its CSR policy around four areas in keeping
with its positioning, its challenges and its risk mapping.
A new organisation will be set up in 2019 with the aim of making CSR progress.

DRIVING
STRONG
PERFORMANCE

ATTRACTING
TALENT

Managing our
financial and
non-financial
performance
—
Talking to our
stakeholders
—
Reducing our
environmental
footprint

BEING
PASSIONATE

Promoting well-being
in the workplace
—
Promoting the
development of
people and their skills

DEVELOPING
RESPONSIBLE
TECHNOLOGIES

Using technology to
develop sustainable
solutions

Attracting talent
—
Promoting and
managing
diversity
—
Getting involved
with local players

For over 8 years now, the Group has been committed
to supporting the United Nations Global Compact
and to applying its 10 principles. With this in mind, the
Group uses the SDGs to guide its CSR strategy so that
it can anticipate and respond better to the challenges
of the world in which it operates. The Group’s new CSR
policy was drawn up on the basis of these SDGs, the 10
principles of the Global Compact and the CLEAR 2022
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strategy. Furthermore, the Group aligns itself with the
GRI standards for recording its indicators, drawing its
inspiration from the ISO26000 standard.

The Group’s CSR organisation

Although the Business Units have, for some years now,
had a high degree of autonomy with regards to CSR,
as well as in other areas, the Group strategy and the
associated risks require greater integration and more
established processes to achieve consistency at a global
level. Therefore, since 2018, the CSR policy has been
redefined and is under the supervision of the Group’s
Legal Manager.
To move this new organisation forward, the Group intends
to develop a network of CSR correspondents by the end
of 2019 to enable each country to adapt its CSR policy
and its objectives to local conditions.

INTERVIEW

WITH Anne-Claude Pinget
Risk Manager

Which method was used to map the risks?

GLOBAL COMPACT, Sustainable
Development Goal (SDG) and CSR policy
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Having identified AKKA Group’s risk universe, we drew
up a questionnaire for the attention of some sixty Group
Managers, supported by conducting face-to-face
interviews with about twenty of them, including senior
management. For each risk identified, this allowed us
to take account of the human, legal and reputational
criteria. During the course of 2018, the results were
presented to all the company bodies with competence
in these subjects. The final objective was to draw up
a coherent, exhaustive action plan while integrating
a variety of actions already in place, and to get the
managers involved in the effective management
of these issues in order to improve the Group’s
performance. An update will be carried out at the
end of 2019.

Consistent, established CSR performance

The Group ‘s non-financial performance is assessed by the
independent body, EcoVadis. In November 2018, AKKA’s
commitment to CSR was recognised at an advanced
level. The Group is among the 12% of most committed
suppliers in the “Silver” category.
In 2018, AKKA mapped the risks to emphasise more clearly
its consistency and to align its strategic approach. For this
financial year, the social, societal and environmental risks
and opportunities specific to CSR have been integrated
into the mapping, together with certain other large
groups of risks. For example, the risk associated with staff
covers diversity, integration into the workplace, training
and employability.
This financial year provided a solid foundation for
developing the CSR policy, the Group CSR Action Plan
and the relevant indicators.

What are the main lessons learned from this
mapping of CSR risks?

It is interesting to note that the challenges identified
match the targets of our CLEAR 2022 strategic plan. The
first risk concerns the management and loyalty of our
skilled workforce and resources. For a service company
such as ours, this risk constitutes a major challenge. In
fact, the quality of service and the performance of the
company rely directly on our men and women. It is for
this reason that actions introduced to improve well-being
at work and to promote teamwork and the corporate
culture are so important. Moreover, this risk directly
impacts how we manage customer satisfaction.
The second and third risks are related to AKKA’s
international development, its organic growth
development model and its external growth. These
risks are closely connected to the first risk. Expansion
into international markets is a driver of communication
allowing us to further project the image of an
innovative and efficient business in order to attract
talented new employees and to create a favourable
climate of mobility to promote career development.
However, it also relies on the successful integration
of acquired companies. These companies come with
different cultures and processes, which is why activities
and events which forge links and synergies between
teams in different countries are important for developing
a common culture.

2018 INTEGRATED REPORT
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1. ATTRACTING
TALENT
1.1

Human Resources challenges

Like all service companies, AKKA’s wealth relies on its
human capital. In a market where there is a shortage of
engineers and a talent war in the digital field, the Group
faces a number of challenges in terms of human resources,
beginning with the recruitment of new employees and, in
particular, of talented people who are passionate about
technology and motivated by a spirit of innovation.
The Group’s presence on the international scene, its
expertise in a number of industrial sectors and its
command of digital tools are a real asset for attracting
young talented people. In addition, the Group has
introduced a dynamic human resources policy to respond
to these market challenges. Locally, in close proximity to
its customers, the teams are the primary ambassadors
for the Group. The strengthening of historic partnerships
with the Grandes Écoles and universities continues to be
a priority.

Over the last few years, the Group has rolled out a
number of initiatives to attract students and young
graduates by getting involved in the eco-system of the
higher educational establishments throughout Europe
to enhance the Group’s visibility and reputation. This is
demonstrated by the development of relationships with
engineering schools, enabling students to discover the
extent and variety of careers with us, the innovative
nature of our creations and career and international
mobility opportunities. Careers are also accelerated
by the Geneva-based AKKADEMY which develops the
leadership skills of engineers straight out of engineering
schools, and trains them on the Group culture.
With the new iconic Campus in Rocquencourt, intended
to bring together teams from across the Paris region, the
Group is showcasing the creation of a stimulating work
environment, conducive to creativity and innovation.
The aim is both to facilitate collaborative work and
to contribute to the well-being of employees through
services designed to make their day-to-day life easier.
AKKA also ensures that its teams reflect the society
they work in. by trying to increase gender diversity in its
workforce, despite the majority of engineering students
being male, and to ensure that there is no discrimination.
Disability and gender equality are also a core focus for the
Group. Moreover, the Group sees diversity within its teams
and multiculturalism as strong drivers of innovation.

AKKA ALSO
ENSURES THAT
ITS TEAMS
REFLECT THE
SOCIETY THEY
WORK IN.
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1.2

Relationships with schools

1.2.1 Participation in school life
In each country in which it is present, AKKA has developed
partnerships with schools and universities to promote
proximity with its future recruitees, to build its reputation
and increase its attractiveness as a first-choice career
destination. With this in mind, the Group is involved in the
design of training programmes, participates in teaching
or on examination boards, and takes part in careers
forums or recruitment activities organised on campus. In
2018, a large number of Group agencies and sites also
opened their doors to visits from students.
1.2.2 Support for student projects
Wherever it is present, AKKA shares its know-how and
expertise with future engineers by supporting educational
projects and activities within student associations. In
2018, for example, it sponsored the “Engineers’ Cup”
in the Czech Republic, a competition organised by the
Engineers Prague students club, as well as Robotics
Cups developed by student associations in schools in
France: the Ecole Nationale Supérieure d’Electronique
de Bordeaux (ENSEIRB) and the Institut Supérieur de
l’Aéronautique-SUPAERO.

1.2.3 Learning about careers in technology
To meet the challenges of gender diversification, the
Group believes that it must create opportunities for
students to learn about careers in technology before
they begin their studies, in order to guide them towards
these study options and especially into engineering
schools. To do so, we carry out a large number of projects
in secondary schools and sixth form colleges. Some of
the initiatives introduced in Germany have now been
implemented in France.

INTERVIEW

WITH Muriel Rouaux
Business Partnership Manager at
Centrale Supelec

How does the partnership between your school and
the AKKA Group work?

We have been partners for several years now. In
particular, AKKA is involved with the third-yearstudents
following the “Design and industrialisation of innovative
systems” career option. The Group interacts with the
students via forums, presentations, lessons, case studies
and even hackathons in certain years. It also gets
involved on our campuses abroad such as at Supelec
Milan, where we organised a job fair, or in themed
conferences. One example is the participation of an
AKKA engineer at a digital round table followed by a
discussion in front of second year students from Centrale
Paris and Supelec.

What are the benefits for your students?

The AKKA Group provides students with information
about the different engineering careers and career
prospects in France and abroad (final work placement
before graduation and jobs). For the students, it is a
good way of learning about the variety of engineering
careers that exist and of gaining awareness of concrete
application opportunities. For example, in January 2018,
AKKA unveiled its autonomous vehicle, Link&Go during
the Car of the Future Industry Evening.

And for your school?

Our network comprises 140 partner companies, and
AKKA is a very dynamic company and very active
within the school. It offers our students an up-to-date
perspective of possible engineering careers. It is also
very involved in the diversity projects that we organise,
especially in the area of disability. Every year it takes
part, for example, in our Disability Day and also funds
two computers adapted for disabled students. More
recently, the Group also provided us with an Escape
Game designed for students with a disability.
2018 INTEGRATED REPORT
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1.3 THE AKKADEMY

1.3.1  The AKKADEMY – a spring-board to an
international career
The AKKADEMY is an international training programme
for young graduates from universities and engineering
schools in the European Union. The AKKADEMY plays an
important role in the Group’s transformation by creating
new programmes for developing skills and encouraging
a common culture. To achieve this, the programme
combines teaching sessions, group work and practical
experience, in the work situation, by including students
from the AKKADEMY in concrete projects in France,
Germany and Belgium.

INTERVIEW

WITH Bérenger Martin
Country Manager and General Manager
The AKKADEMY

Could you describe the AKKADEMY for us?

The founding idea behind the AKKADEMY is based on
the Group’s desire to create an AKKA culture and to
train the leaders of tomorrow, both for technical and for
commercial and managerial posts. Based in Geneva, the
AKKADEMY is a unique “phygital” place and, thanks to

its digital platform, it functions as a hub for the Group’s
different Business Units by creating training centres
of excellence. It brings all the different educational
programmes together and enables employees to
converse with each other. The training centre is easy to
join and access, facilitates autonomy and strengthens
group dynamics.

What are the aims of this in-house instrument?

We contribute substantially to the CLEAR 2022 strategy
as we aim to accommodate 10% of the workforce once
we are running at fullspeed. This figure will allow us to
transform the Group by opening our doors to a large
number of AKKA employees across the network. For
instance, in 2018, over 500 engineers attended a onemonth training course in Geneva and then continued
with a further eleven months of distance study after
returning to their local country. We have accomplished
a great deal in start-up mode. During the first year,
the experience has enabled us to identify key points of
focus for the future, for example, how to integrate young
people into the wider network post-Geneva.

What sort of profiles are you looking for?

Applicants must of course have the required technical
skills (developers, cyber-security, industrial method,
project managers, etc.), but the most important factors
are personality, ambition and real potential. We look for
fast learners, with the ability to listen as well as people
who are quick to make connections and interact with
the whole group. Our leadership module will allow them
to acquire the skills required to manage a team, take
decisions, develop a strong team spirit and acquire
emotional intelligence.
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1.4

Rocquencourt Campus

The AKKA Group chose Rocquencourt as the location
for its new campus to bring its teams from the Paris
region together. The site is conveniently located close
to its current Parisian site at Guyancourt and its main
customers in the Île-de-France region. With this site,
which will combine environmental considerations with
employee wellbeing, AKKA aims to offer the engineers
flexibility and freedom in their work, thanks to a new
layout of the spaces.
Designed as a co-working and co-living space, the
campus will have unique architecture designed to
promote exchanges, synergy and creativity. It will
comprise open collaborative work spaces, places for
reflection and relaxation, workshops, sports facilities
and services designed for well-being (nursery, sports and
fitness complex, medical centre and restaurant).
The architecture of the building is designed to open
towards the town, with a maximum amount of natural
lighting, ventilation and green spaces.
The Group intends to introduce several innovative means
of transport in order to ensure connections with the
existing public transport networks in partnership with
local players, industrials and shops. These alternative
forms of transport, making it easier for staff to travel, will
also serve as a showcase in a region where mobility plays
a fundamental role.
It is anticipated that teams will be able to move into
Campus Rocquencourt at the end of 2021. It will welcome
more than 2,500 engineers from all disciplines and will
showcase AKKA’s know-how in attracting talented people
and encouraging them to join the Group.

1.5

Diversity

1.5.1 Promoting equality and non-discrimination
The Group’s historic birthplace, France has always had a
strong tradition of social dialogue. The Group has therefore
negotiated a number of agreements with employee
representative bodies. More recently, negotiations
were opened in 2018 for an agreement combatting
discrimination in access to recruitment, vocational and
professional training and employment. This agreement
is a continuation of the signing of the Diversity Charter
and non-discrimination policies. Its objective is threefold:
to support training initiatives combatting stereotyping:
training of management; and, in raising staff awareness,
emphasising in particular the issue of bullying. Ultimately,
it aims to establish an alert process for when employees
6
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DESIGNED AS A
CO-WORKING AND
CO-LIVING SPACE, THE
CAMPUS WILL HAVE
UNIQUE ARCHITECTURE
DESIGNED TO PROMOTE
EXCHANGES, SYNERGY
AND CREATIVITY.

identify a source of discrimination or bullying. It will be
based on the agreements already negotiated concerning
professional equality, disability, work/life balance and
quality of life at work.
AKKA FRANCE wanted to ensure its employees have a
good work/life balance, which was made a reality in 2018
with the signature of an agreement in October. This is
aimed notably at guaranteeing employee rights on the
issues of parental leave and the right to disconnect.
Finally, an Agreement on Gender Equality has also been
signed. It deals with the issues of remuneration, access to
training, and professional promotion (women represent
24% of the workforce).
2018 INTEGRATED REPORT
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2. BEING PASSIONATE

1.5.2 Disability is also a subject for innovation
The Group has always been sensitive to the integration
of disabled persons. In 2018, the HandiKap mission, which
works to promote the professional integration of disabled
persons into the Group, set up Mission EsKape. The aim
of this escape game is to innovate around combatting
prejudice against disability. An original tool, which uses
play to raise awareness among our own in-house staff,
but also at customers and even at partner schools and
universities. Furthermore, to help change the mind-set
around disability, the Group is taking part in the Free
Handi Trophy for the 4th year.

2.1

5.1.5.3  Promotion of women in engineering careers
The Group is well aware that, if it wishes to include more
women in its workforce, it must get focus on engaging
women with the sector, starting with the engineering
schools and the leading technology universities. AKKA
therefore regularly organises projects in partner schools
to promote engineering careers to the students and in
order to raise awareness of the career opportunities in its
lines of business.
At local level, the Group’s BUs organise and participate
in open days dedicated to this subject, such as International Women’s Day, Girl’s Day, Ingénieure au Féminin.
The Agreement on Gender Equality signed in France
in 2018 strengthens the Group’s positioning towards
recruiting more women into its teams by implementing actions that favour equal treatment of employees,
whatever their gender.

5.1.5.4  Promoting the integration of unemployed
young people
In many countries the Group supports local and national bodies by way of sponsorship and patronage, notably
in the area of integration into the workplace. In France,
for example, it is involved in a strong partnership with
the Nos Quartiers ont du Talent and Mozaïk RH 2 projects with the aim of enabling young people from priority
neighbourhoods or modest social backgrounds to find
employment. Employees are directly involved in these
initiatives and contribute to them as volunteers.

8
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Human Resources challenges

Apart from attracting talented people, one of the major
challenges for the group is to retain the best. The Group’s
HR policy helps to quickly identify employees with potential and develop a personalised career plan to help them
develop. While technical knowledge is generally a strong
asset among the new consultants integrated into the
company, the development of skills is a key focus area for
which the Group has developed a number of solutions.
“People reviews” are an indispensable tool and the Group’s
training policy is closely linked to them. Mobility, whether
it be sectoral (between careers), geographical (between
countries) or between consultancy and research, is also a
tool used to enrich employees’ experience. The Group’s
tools are therefore standardised to offer exciting careers
to its employees.

Internally, the AKKA Group ensures that it offers a
quality, meaningful working environment to all its staff
and a management open to dialogue, with due regard
to differences. In 2018, this commitment was once
again recognised when it was awarded Top Employer
certification for the 4th consecutive year. This award is
recognition for the quality of the Group’s HR policy and
its talent management.
The AKKA Group has always encouraged individual
entrepreneurship. The challenge for AKKA is to foster
loyalty of employees to minimise staff turnover by giving
them the means to grow professionally and to widen their
development prospects. This is also reflected in a strong
focus on team spirit, which is being fostered for example
through sporting activities. Finally, the Group has always
recognised that taking initiatives in professional and
personal life is a driver of self-fulfillment. To that end, the
AKKA AWARDS demonstrate AKKA’s culture of recognition
and development. An in-house competition designed to
reward employees for the innovative solutions offered to
customers, the AKKA AWARDS are awarded annually by
the AKKA Executive Board, who selects the best project
from those put forward by the Management in each
country. In 2018, a project from Germany was awarded
first prize, responding to a specific mobility challenge.

IN 2018, A
PROJECT
FROM
GERMANY
WAS AWARDED
FIRST PRIZE BY
RESPONDING
TO A MOBILITY
CHALLENGE.
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+ DE

2.2 AKKAttitude

2.2.1 Move@work: health and well-being
Until recently each country developed its own initiatives
aimed at promoting health and well-being at work for its
employees. In 2018, this became a global initiative under
the AKKAttitude label. From connected sports challenges (Move@WorkChallenge), awareness-raising initiatives
and teams participating in races alongside NGOs or local
associations, all of the Group’s employees are involved in
AKKA’s programme of health at work.

1200
INSCRITS

+ DE

130

ÉQUIPES

+ DE

600

POINTS
EN MOYENNE
PAR PARTICIPANT

+ DE

165000
KM PARCOURUS

8000€

REVERSÉS POUR LA
LUTTE CONTRE LE
CANCER

2.2.2 Top Employer And Quality of Working Life Awards
In January 2019, AKKA received the Top Employer 2019
award for the 4th consecutive year. In a year of sustained
recruitment - 5,500 jobs created within the Group in 2018
- this recognition of the quality of the human resources
policy rewards in particular the development of managerial leadership, the introduction of a career management
process for its talent, the excellence and modernity of the
HR and management practices as well as the corporate
culture and its strong values.
In 2018, for the first time, AKKA France took part in the
Victoires des Leaders du Capital Humain in the Quality
of Life at Work category. At the end of a 20-minute presentation before a panel composed of HR professionals,
the Group was awarded the silver trophy at the ceremony
held in Lyon on 13 December 2018.
2.2.3 The New York Marathon: a Group adventure
Five men and three women from the Toulouse, Pau,
Grenoble, Le Havre, Paris, and Lyon agencies, supported
by all the Group’s employees, ran the 42 km of the
prestigious New York Marathon. Selected for their
performance in running and their commitment to the
Group’s values, they all ran Lyon half-marathon in
September 2018 in preparation. They then set off to New
York for five days in November with the whole project
financed by AKKA FRANCE. This human and sporting
adventure was a great team-building experience and a
positive experience for all involved.

10
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2.3

Employability

2.3.1 AKKA Move, to promote internal mobility
Operating in 20 countries with a spectrum of activities
covering a wide range of services for industrial projects,
the AKKA Group offers a great variety of professional
career opportunities. Internal, national or international
mobility is a mainstay of AKKA’s HR strategy. In late 2018,
the Group rolled out the AKKA Move programme to raise
awareness of internal opportunities. This solution, part
of the Talentsoft HR management information system,
allows employees to take a proactive step in their professional development. The tool offers: a comprehensive
view of all internal opportunities, a space dedicated to
the management of mobility applications, a transparent
step-by-step recruitment process and an alert system,
enabling candidates to receive job advertisements that
match their expectations. Alongside this career management programme, the ClickPath tool is currently being
rolled out and offers consultants a clear view of the projects and jobs immediately available, enabling them to
register their interest and take charge of their careers.

2.3.2  One brand with a cross-sectoral approach
A pillar of the CLEAR 2022 plan, the introduction of the
new AKKA brand became a reality with the adoption of
a one-brand architecture and identity, embodying a truly
cross-sectoral approach that promotes a shared identity,
both internally and externally. The employer brand,
currently in development, is a key strategic driver and will
be launched during the course of 2019.
Group-wide tools have been increased with more rolled
out since 2018. AKKA, the Group intranet is available,
comprising a corporate section and dedicated local-language sections for each country. Yammer communities
have been created to collaborate on and discuss issues
relating to markets, countries, and the range of sectors
and topics, depending on demand.

2.3.3 E-learning platforms
Training, a major axis of employee development
throughout their professional career, is a priority for the
AKKA Group. Already having access to its own in-house
training centre, the Group has improved its training
package by creating e-learning platforms (AKKADEMIA,
eAKKADEMY) with access to various content. Through
these, trainees can access the training screen from their
own personal space and view their level of progress.

INTERVIEW

WITH Thomas Fogelgesang
Business Manager, Hamburg

In 2017, you took up an opportunity to move
internally to Hamburg. What was your background at
AKKA prior to this move?
Having finished a 6-month engineering course with
AKKA in Grenoble in 2014, I was taken on as a junior
business manager on an permanent contract in
Toulouse. I was very interested in the aerospacesector.
For a year and a half I gained management experience
on a variety of projects and was appointed business
manager in mid-2016 on a project involving industry,
innovation and IT.

How did the mobility offer arise?

As I love learning about other cultures and wanted to
make the most out of my English language skills, I talked
to my line managers about my interest in international
mobility at the start of my career with the AKKA Group.
Then, when the people reviews were held, I mentioned it
again. It was during one of these reviews that I learned
about this job opening for Airbus in Hamburg. The fact
that I have a good basic command of German played in
my favour.

What have you gained from this?

I am very happy on a personal and professional level;
you gain a lot from it! I have a local contract, which are
pretty good in Germany, and also some level of security
since the mobility contract includes a return clause,
valid for three years, offering me my initial job back if
there is dissatisfaction on my side or on that of AKKA in
Germany. I found that things are organised differently
there than they are in France. This means having to
adapt, but I would encourage anyone tempted by living
abroad to try this for themselves!
2018 INTEGRATED REPORT
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2.4

On Track

2.4.2 Getting consultants on board with the One
AKKA app
As part of the On Track project, the One AKKA application
was launched in late 2018 to support a number of
campaigns which are enabling consultants to become
more actively involved in the life of the company. The
application is being initially tested in France before
being rolled out internationally. A number of campaigns
have been proposed covering four topics. Individual
involvement is rewarded through points that can be
converted into cash:
all sales staff: publicising offers and encouraging
consultants to offer them to their customers through a
contact form,
all recruiters: having a consultant introduce a job to
trigger the internal recruitment of potential candidates
by employees in the Talent Soft HR information system,
all influencers: previewing the publication of information and encouraging employees to spread the word on
social networks to increase the Group’s audience.
all players: sending out questionnaires, quick-fire
surveys to contribute to decision-making on a large
variety of subjects.

2.4.1  A programme for placing engineers at the heart
of AKKA’s entrepreneurial culture
The On Track 2.0 programme aims to place engineers
and consultants at the centre of the AKKA Group’s
entrepreneurial culture. This programme is based on
the principle that the company’s strength lies in its
consultants. Their know-how, capacity for innovation
and daily direct contact with our customers allow them
to play a decisive role in the Group’s development. To
do so, they need to be given the necessary space and
attention, and their professional aspirations need to be
considered. The Group is currently creating a network of
2,000 ambassador consultants to promote the initiative
and expected AKKA behaviours. 200 candidates have
already been nominated. An initiative that aims to train
managers on how to become more effectively involved
and how to support their teams has been launched
simultaneously to enable manager/consultant duos to
deliver their potential as innovators.

INTERVIEW

WITH Alexandre Dellatolas
Director of the HR programme

On Track grants consultants a special place. Is their
role essential in your opinion?
Yes, consultants are the driving force of the AKKA Group.
They have the specific knowledge that customers are
looking for and, thanks to their presence in the field,
are better placed to understand their needs and most
able to find solutions to their challenges. They are the
key players in AKKA’s success. On Track aims to increase
customer-consultant dialogue. When this duo works at its
best, we can deliver real value to our customers.

How does this translate into reality?

It starts with our managers’ genuine interest in the
professional and personal projects of our consultants.
12
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This is how we can involve them effectively in creating
solutions for our customers. The programme is also based
on our consultants becoming aware themselves of the
importance of their contribution (hence the creation of a
network of ambassadors). Moreover, On Track relies on
the use of processes and tools that embody these good
behaviours: transparency about career and development
opportunities, knowledge-sharing tools, etc.

What is the role of the ambassadors?

The ambassadors are consultants selected from
different AKKA units. They have been chosen due to
them being the best people to support the company’s
transformation. “Ambassador managers” act as
“conveyor belts” between ambassadors and leadership.
Ambassadors are expected above all to communicate
about the project and to conduct themselves in an
exemplary fashion in order to inspire their peers and to
recruit other ambassadors (becoming responsible for
their own development, sharing knowledge, customer
relations, etc.). They are required to contribute to some
of the Group’s key projects. The first 200 ambassadors
selected met with the AKKA Group leadership for the
first time in June 2018 during a convention in Geneva.
They are now working on action plans for each country,
in order to replace the consultants at the core of
the company.

2.5

IMPACT

2.5.1 Introducing the initiative
In late 2018, as a complement to the CLEAR 2022 strategy and the On Track project, the AKKA Group launched
the IMPACT project. This project supports the Group’s
transformation by placing the emphasis on individuals
and on leadership. Based on different one-on-one interviews with the country managers and an assessment of
the management team, the Group defined its expected
leadership behaviours. This came from discussions held
during in-house working groups, including young talent
and a market benchmark. This work has helped identify
22 key behaviours grouped in 6 clusters, which originate
from the Group’s three fundamental values: RESPECT,
COURAGE and AMBITION.
Through this initiative, AKKA aims to encourage positive
behaviour and diversity in teams to produce a Group
which leads the way in its sector. The frame of reference
is based on an “à la carte” approach and linked to job
profiles and descriptions. It specifies the key performance
and behaviour indicators for an assessment based on
facts and actions. It is currently being rolled out across
several HR processes, including recruitment and performance management.

The Group began by training the HR community, human
resources managers, business managers and members
of General Management.

THIS PROJECT
SUPPORTS THE GROUP’S
TRANSFORMATION
BY PLACING
THE EMPHASIS ON
INDIVIDUALS AND ON
LEADERSHIP.
2018 INTEGRATED REPORT
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3. DEVELOPING INNOVATIVE AND RESPONSIBLE
TECHNOLOGIES
3.1

3.2  Making technologies work for people

3.2.1  Handiroad, an innovative project for those with
reduced mobility

THE GROUP MUST
CONSTANTLY INNOVATE
TO ENSURE THAT
TECHNOLOGY KEEPS UP
WITH THE MAJOR SOCIAL
AND ENVIRONMENTAL
CHALLENGES OF THE 21ST
CENTURY.
2018 INTEGRATED REPORT

3.2.2

Artificial Intelligence and disability

INTERVIEW

WITH William Rollin
Business Manager

Business challenges

A leader in mobility in Europe, the AKKA Group has
ambitions to continue its growth momentum based on a
strategy of geographic, sectoral, customer portfolio and
financial balances in order to harness market growth.
The Group is therefore placing emphasis on mastering the
technologies of the future which impact our environment
and services to people. Thus, autonomous driving,
the Internet of Things and robotics are skills that cut
across several sectors which are highly sought-after by
players in the automotive, aerospace and rail industries
and more generally by the Smart City industry. The
development of Life Sciences, a rapidly-growing sector
undergoing profound changes with digital technology,
also constitutes a key axis.
Although these services provide part of the solution as
far as sustainable development is concerned, the Group
must constantly innovate to ensure that technology keeps
up with the major social and environmental challenges of
the 21st century.
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The AKKA Group looks upon certain environmental
challenges as an opportunity for growth and sustainable
development. This is true in the mobility sector with
the development of the electric car, but also with new
car-sharing solutions in autonomous vehicles.
The development of Artificial Intelligence also provides a
great opportunity for meeting people’s needs, especially
disabled people. The Group began by training the
HR community, human resources managers, business
managers and members of General Management.

THE GROUP PLACES
THE EMPHASIS ON
MASTERING THE
TECHNOLOGIES
OF THE FUTURE.

Handiroad is an application that aims to facilitate
mobility and accessibility through optimised journeys
and to keep persons with reduced mobility safe while
offering reassurance to those close to them. The
solution offers feedback from alerts and geolocation,
as well as assistance services in case of difficulties. This
technological innovation, offering disabled people
greater independence, was born out of a meeting
between Stéphanie Magy, the project promoter, who
suffers from a neuro-degenerative illness, and AKKA. The
Handikap mission has provided its technical, financial
and communication support to successfully complete
the project developed at the Group’s research centre in
Bordeaux. Beyond this application, Handiroad aims to
create a mutual assistance community to make the lives
of the 25 million people affected by reduced mobility and
that of their families easier.

A team of developers has created a prototype mindcontrol helmet for those suffering from locked-in
syndrome. Can you explain the context of this
project to us?
Three of our developers (a multi-national team made
up of two Tunisians and a Spaniard) made use of some
temporary availability to conduct a philanthropic
project which is of interest from both a societal and
ethical perspective. We were attracted by the idea of
combining technology, innovation and solidarity. The
project involves a mind-control helmet enabling those
suffering from the syndrome, which is characterised
by a neurological state in which the person, although
fully conscious and with intact intellectual capacities, is
completely paralysed, apart from their eyes, to control
home automation.

What was the technical aim of this project?

The purpose was to demonstrate our experienced
consultants’ ability to take on technical challenges
and develop a useful product, which offers a genuine
service, in very little time and starting from nothing. In
just three months, from September to December 2018,
they managed to develop a prototype that can control
connected appliances (such as television, radio, shutters,
etc.) using an interface with simple commands (up, down,
confirm), to increase the range of possibilities for these
people, who generally live at home.

Is it possible to reproduce this type of project?

This prototype was unveiled to the Group’s marketing
department and has been assessed by customers. It
demonstrates our ability to take on technical challenges
that have true value to the end user. It is also sets an
example across the AKKA Group, as all employees could
potentially be a source of ideas.
2018 INTEGRATED REPORT
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4. DRIVING STRONG PERFORMANCE

3.3  Technologies working for
the environment

3.3.1 Link & Fly
The AKKA Group has lent its innovations to the aerospace
market to develop the aircraft of the future. Link&Fly
combines aircraft and rail offering modularity to speed up
the transfer of freight and passengers between these two
means of transport. The project emphasises the versatility
of the cabin thanks to interchangeable modules on rails
which can be loaded directly onto an aircraft without a
fuselage. The cabin can carry up to 162 passengers or
containers and can be customised to integrate both.
There are economic benefits for airports by reducing
transfer times, for manufacturers in the aerospace
industry and also environmental advantages, because
the sharing of modules reduces the consumption of raw
materials by aircraft or trains.

4.1

3.3.2 Link&Go
In February 2013, following two years of research and
development, the AKKA Group presented Link&Go to
the general public, showcasing the only autonomous
electric concept-car. An iconic project for the Group, this
driverless vehicle is continuously evolving to push the
technological challenges of the smart city of tomorrow
even further. Today, AKKA is no longer thinking only of
Link&Go as an autonomous vehicle but is developing
it within an intelligent, connected environment with a
view to integrating new solutions, such as car-sharing, in
order to respond to new use models, and to reduce CO2
emissions in the cities of tomorrow.
3.3.3 Sustainable mobility and car sharing
The AKKA Group has been working in cooperation with
the TransDev Group to develop a mobility service in a
suburban district of Rouen.
Thanks to its know-how acquired from the autonomous
electric vehicle, the Group was selected by Transdev to test
the first shared, autonomous on-request mobility service
on open roads in Europe. Transdev is a major player
from the Rouen Normandy Autonomous Lab. It aims to
serve different destinations within the “Technopôle du
Madrillet”. It will operate in the first and last kilometre by
offering a mobility service in a suburban area of SaintÉtienne du Rouvray, where traditional public transport
solutions are not suitable.
16
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Together, the Transdev and AKKA teams have designed, developed, incorporated and fine-tuned the
autonomous system now in use in the Transdev vehicles.
This system includes all the automation components
needed for localisation, following a defined route and
environmental management on a road vehicle subject
to real-time constraints. From the initial research to
calculation of the AI algorithms, AKKA has once again
demonstrated its ability to support major mobility
stakeholders in the field of complex autonomous systems.
 ee also Chapter 3.3: Research and Development
S
Activities

Integration challenge

As announced in the previous CSR Report, the Group can
confirm the progress of its integration plan. Risk mapping
has underlined the need to integrate the BUs and to
communicate globally under one brand.
With the introduction of its CLEAR 2022 strategic plan,
the AKKA Group is continuing to implement a new, more
integrated organisation. This will allow it to manage
business more closely, both in terms of what it is offering
and its human resources policies and in the quality of
the services provided. This control over its financial
performance is essential for the Group and remains true
to the Group’s values, guided by a strong entrepreneurial
spirit and a performance-driven culture.

WITH THE INTRODUCTION
OF ITS CLEAR 2022
STRATEGIC PLAN, THE AKKA
GROUP IS CONTINUING
TO IMPLEMENT A NEW,
MORE INTEGRATED
ORGANISATION.

4.2 Talking to the stakeholders
4.2.1

Direct dialogue with employees

Maintaining strong, constructive dialogue with all employees has always been an important goal for the
General Management of the AKKA Group. To achieve this,
it organises in-house meetings with agencies in all the
countries in which the Group operates. These meetings are
used to discuss Group strategy and its implementation out
in the field. These discussions, although not compulsory,
are conducted during work hours and provide the
opportunity for a plenary presentation of Group strategy
and to assess actions relating to the life of the company,
with an informal discussion and a regional focus, during
which consultants also have the chance to present
their project.
2018 INTEGRATED REPORT
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4.2.2  CEO and CHO chat and monthly breakfasts:
regular meetings
In France and Germany, meetings with the General
Management are organised several times a year. In
France, for example, two annual chats (55% rate of
participation), led by the CEO France and the DHR
France, are broadcast live enabling all employees to
take part remotely. Questions can be sent in advance or
live during the chat. They also get involved in breakfast
meetings in the regions attended by ten or so consultants
to discuss global or more individual issues.
4.2.3 Meetings with customers
Exhibiting at professional trade shows provides the
opportunity for demonstrating the Group’s technological
know-how and forging close relationships with customers.
Every two years, AKKA erects a chalet at the Paris
International Air Show. This enclosed stand creates a
private setting in which to receive customers who are
invited during days reserved for professionals, students
and employees. The Group also takes part in the Dubai
Air Show, an event focusing on the aerospace industry
and aircraft modification.

4.3

Environment

As mentioned previously, the AKKA Group has a low
environmental impact yet it still endeavours to reduce it
further. The Group’s environmental policy is implemented
at all its sites, with or without external certification. Four
issues are prioritised in an action plan: climate change
though power consumption, mobility, green IT and the
reduction of waste.
4.3.1 Mobility and greenhouse gases
Demonstrating the Group’s major CO2 impact, the mobility
policy is regularly reviewed to further integrate climate
change, reduce power consumption and thus reduce
our carbon footprint. The choice of vehicles is therefore
dictated by CO2 emissions per kilometre. Moreover,
the Group has developed and made widespread use
of video-conference solutions to encourage synergies
between teams without increasing carbon emissions.

4.3.2 Green IT and greenhouse gases
Electrical and electronical equipment waste is
systematically sorted and recycled by accredited
operators in each of the Group’s countries. However,
the real challenges lie in the power consumption of
data centres. The IT department is therefore working on
rationalising the management of its local servers and
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reorganising them in its main data centres. Its goal is
to reduce electricity consumption and the associated
greenhouse gas emissions. It should be noted that the
Czech Republic has been the Group’s trail-blazer in terms
of controlling power consumption, with all its sites being
ISO 50001-certified.

4.3.3 Waste
For some years now, the Group has had in place a
system of office waste sorting and recycling. Voluntary
support throughout the sites is such that we have been
able to remove individual bins and facilitate selective
sorting. Lastly, various sites are ISO 14001-certified and
are steering their environmental approach towards this
management system.

4.4

Business ethics

Although the risk of corruption or conflict of interests is
low, the Group has nevertheless introduced an action
plan in this area and is monitoring the development of
this risk. The Group’s Code of Conduct has therefore been
applied for a long time now by all the subsidiaries. A tool
for monitoring the fight against corruption and unfair
competition, this Code refers to the key tenets of the
relationship between the AKKA Group and its partners
for all employees. As it is required to deal with a large
number of stakeholders, the challenge for the Group is
to adopt a responsible attitude as a trusted third party in
the value chain.
In France, since 2016, the Code of Conduct has been sent
out to all French suppliers involved in sub-contracting
and industrial procurement. In Germany, it is an integral
part of the legal framework, managing the relationship
between the parties.
Group sub-contracting share
10.7%

11.4%
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METHODOLOGICAL NOTE

This CSR Report, which covers the calendar year 2018, has been prepared in accordance with the requirements of
the Belgian Companies Code. In view of its international footprint, the Group takes into account the principles and
recommendations of the Global Reporting Initiative. As a signatory of the UN Global Compact, the Group presents
here its report on progress for 2018.
NON-FINANCIAL REPORTING SCOPE

The CSR report is prepared in accordance with the financial reporting and quantitative data extracted from the internal
information system. The data makes reference to the following scopes:
Group: The scope referred to as “Group” covers the consolidated data of the AKKA SE Group.

France: The scope referred to as “France” includes all non-financial data relating to the following entities: Aéroconseil,
AKKA I&S, AKKA Informatique et Systèmes, AKKA Ingénierie Produit, AKKA Life Science, AKKA Manager, AKKA
Research, AKKA Services, AKKA Technologies, EKIS France, Real Fusio, OPERANTIS, Corialis Engineers, MATIS Hightech,
and MATIS SA.
Germany: The scope referred to as “Germany” includes CSR data relating to the following entities: AKKA Co GmbH
KGaA; AKKA Management Services GmbH; AKKA DNO GmbH; AKKA DSW GmbH; AKKA EMC GmbH, AKKA DSO GmbH;
AKKA Germany GmbH; AKKA Deutschland GmbH, Proceda GmbH and ATP Automotive Testing Paperung.
Czech Republic: The scope referred to as “Czech Republic” includes CSR data relating to the entity MBTech Bohemia.
PRELIMINARY REMARKS:

The number of units included in the CSR reporting scope consolidates its progress. For 2018, the report covers all French
and German entities and includes a subsidiary company belonging to the International BU.
As far as possible, the indicators are presented for the 2017-2018 period. However, we would like to draw the reader’s
attention to the fact that the indicators are not always comparable, given the regular extension of the reporting scope.

The reporting scope is confined to operational data and only partially includes indicators relating to assigned projects.
DEFINITION OF INDICATORS:

The AKKA Group operates in numerous countries where legislation and cultures differ. Hence, some indicators relating
to the French non-financial reporting have been subject to adjustment in terms of definition. As such, the Group has
established its own CSR reporting standards.
Workforce

All types of contracts are taken into account in the workforce (permanent contracts, fixed-term contracts and
apprenticeship contracts) with the exception of suspended contracts, parental leave and sabbaticals).
Distribution of workforce by geographical zone
%

France

546

532

4,984

Group

17,228*

*Excluding PDS TECH (+ 3,791). Total: 21,019

2017

6,996

Germany

Czech Republic

2017

2018

7,795

3,951

15,587

2018
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Distribution by type of contract
2018

Permanent

France

Germany

1,827

1,086

7,463

of whom women

Temporary

4,852

332

of whom women

Group*

44

3,808

400

132

102

* Excluding PDS TECH

Czech Republic

16,307

146

37

921

21

Full-time

Part-time

The rate is calculated by dividing the number of days of absence by the theoretical number of days worked over the
period.

France

Germany

Czech Republic

1,658

813

56

4,437

233

of whom women

361

415

169

Czech Republic

4.67

6.03

2.82

3.40

2.55

Number of hours worked: actual work time within the contractual definition of the term (paid leave and holiday leave
excluded).

13

Numbers of working days lost: days lost due to workplace accidents are counted in calendar days.
Frequency rate: Number of accidents with lost time per year / hours worked x 1,000,000.
France

<25 years

2018

2017

1,956

1,697

478

25-30 years

553

Germany
2018

2017

1,181

804

242

148

30-40 years

2,936

2,533

1,926

1,561

50-55 years

442

406

352

303

40-50 years

1,576

>50 years

407

* Excluding PDS TECH

France

Women
Men

* Excluding PDS TECH

1,456
351

2018

2017

76

76

24

24

957

326

Germany

869
266

2018

2017

78

78

22

22

Czech
Republic
2018

2017

142

146

32

218
117
15

22

Czech
Republic

28

213

2018*

2017

4,630

3,794

1,163

6,241

101

3,226

21

992

23

2018

2017

87

88

13

Group

12

Severity rate: Number of days lost per year due to workplace accidents in that year or following a fall/hours worked
x 1,000

976

Group

995

5,951
3,117
890

840

Lost-time accident

Frequency rate

Severity rate
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France*
2018

2017

3.04

3.45

35

Germany

36

0.106

2018

2017

9.41

5.31

76

0.06

Czech
Republic

32

0.11

2018

2017

0.3

1.05

3

1

0.38

0.06

0.02

Training

Training is represented in hours. If detailed information is not available, 1 day equals 7 hours (France) or 8 hours (Germany)
of training.

2018*

2017

77

77

23

Workplace accidents

23

All types of internal and external training are included for all types of contracts.

Exclusions France: Individual Training Leave (CIF), hours of training given to interns and employees on apprenticeship
contracts.
Exclusions Germany: Coaching sessions and on-the-job training.
France
Training (hours)

20

2017

3.14

Number of workplace accidents with lost time: accidents are those recognised by the official authorities.

39

354

2018

Workplace accidents

* Group data unavailable

%

The types of absences taken into account in the absenteeism rate are sick leave and workplace accidents.

Absenteeism

214

France
7,230

of whom women

Gender breakdown

Absenteeism:

Germany

Distribution by type of permanent contracts*

Distribution by age
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2018

41,900

2017

46,246

Germany
2018

60,897

2017

47,882

Czech
Republic
2018

31,624

2017

31,330
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Employment of disabled persons

The % of employees with disabilities out of the total workforce.
Employees with disabilities

Elimination of forced or compulsory labour and the effective abolition of child labour.

%

2018

2017

Germany

0.87

1.03

France

2.80

Czech Republic

Sum of provisions and guarantees for environmental risks.

 easures to reduce waste or remedy discharges into the air, water and soil that have a serious adverse impact on
M
the environment.

2.01

1.20

Awareness of noise pollution and all other forms of pollution specific to a given activity.
Combatting food waste.

0.94

Water consumption and supply in relation to local constraints.
Land use.

Energy consumption

Reported energy consumption covers: buildings (offices, workshops), company vehicles and industrial processes.
France

ENERGY CONSUMPTION (GWH)
Of which buildings

OF WHICH COMPANY CARS (L)
Diesel

Petrol-powered

2018

2017

6.6
448,143

6.7

-

Germany
2018*

2017

6

15.8

402,884

643,446

6

-

23.1

35,248

Czech
Republic
2018

2017

20.4

1.8

1.4

734,750

208,322

20.5

11,621

3

4,720

2.7

208,464
1,624

* Data provided in 2018 and estimates based on consumption in 2017 (hot water, heating oil, other).

Greenhouse gas emissions

Greenhouse gas emissions under Scope 1: Direct emissions from fixed or mobile installations located inside the
organisational perimeter (except for leaks of refrigerants for which data is not available), Scope 2: Indirect emissions
related to electricity consumption / heating networks and a part of Scope 3: emissions associated with business travel.
France
2018

2017

TOTAL EMISSIONS (TCO2)

7,235

4,769

Of which company cars

1,124

1,055

Of which buildings

Of which processes

Of which business travel

417
-

5,693*

404
-

3,310

Germany
2018**

2017

12,102

11,709

1,967

2,169

5,890
2,715

1,529

8,010
-

1,529

Czech
Republic
2018

2017

1,714

1,606

557

552

596

498
50

510

510
46

*As far as France is concerned, the marked increase of TCO2 in France is due to the increase in the number of long-haul operations because of the
acquisition of PDS Tech, which is based in Dallas. Global consumption of CO2 is increasing because of the change in DEFRA methodology in 2018,
compared to that of 2017, 130.81% of which was for long-haul operations.
**Data provided in 2018 and estimates based on 2017 emissions (hot water, heating oil).

This information was established in line with the nature of the activities of AKKA Technologies and the associated social,
environmental and societal impacts. The following information required by law is less relevant to the services of the
AKKA Group, performed primarily in offices:
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Adaptation to the consequences of climate change. Moreover, given their links with projects conducted by the Group
on behalf of its customers, the following topics cannot be addressed. The Group is nevertheless aware of the impact
that its projects may have on the environment.
Consumption of raw materials and measures taken to improve efficiency in their use.
Measures taken to preserve or develop biodiversity.

Measures taken to protect the health and safety of the consumer.
Correlation Table GRI, ISO 26000, and Global Compact
Indicator

SOCIAL
Total Employees by type of employment
Total Employees by type of contract
Total Employees by age group
Total Employees by gender
Social dialogue
Absenteeism
Workplace accidents
Quality and well-being at work
Training policy and hours of training
Annual career appraisal

Internal mobility policy
Gender equality
Recruitment and integration of disabled persons
Anti-discrimination and diversity policy
Respect for fundamental freedoms and the right of association
Eliminating discrimination in employment and professional life

ENVIRONMENT

Treatment and recycling of waste
Energy consumption
Greenhouse gases
SOCIAL CHALLENGES
Territorial and local presence
Talking to the stakeholders
Partnership and sponsoring
Importance of subcontractors
Research and development

Anti-corruption

Global Reporting
Initiative (GRI)

ISO 26000

G4-10

6.4.3

G4-LA7
G4-LA6
GRI 403-6
G4-LA9

Referencing

5.1

3
3
3

5.2.2
5.2.2
5.2.3

3
6
6
6
3

5.2.5
5.1.5.3
5.1.5
5.1.5
5.1.5.1

7, 8 and 9

5.4.3.3
5.4.3
5.4.3

G4-EC9

6.8.5
5.3.3
6.8.4 /9
6.6

1, 2 and 9

G4-56

6.6.3/4

10

5.1.2/3/4
5.4.2
5.1.2
5.4.4
5.3.3 and
R&D section
(Chapter 3)

G4-LA11

GA-LA11
G4-LA12
G4-HR3
G4-HR3
G4- 11

G4- HR4/LA13/LA14
G4-EN22
G4-EN3
G4-EN15/16/17
EC8

6.4.4/5/6

Global
Compact

6.4.7

6.4.4.

6.4.7
6.3.7/8/9/10
6.3.5
6.3/7/10
6.3.10

6.5.4
6.5.5

3

5.2.3

6

6.8.4

5.1.5

5.4.4
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