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THINGS DONE
THE FOLLOWING SECTION FOCUSES
PRIMARILY ON EMPLOYEES, AND
SECONDLY ON THE STAKEHOLDERS
THAT INTERACT WITH CNH INDUSTRIAL
BUT DO NOT PLAY AN ACTIVE ROLE
IN THE LIFE CYCLE OF ITS PRODUCTS:
TRADE UNIONS AND EMPLOYEE
REPRESENTATIVES, LOCAL COMMUNITIES
AND NGOs, AND PUBLIC AND PRIVATE
ORGANIZATIONS.
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63

VERY IMPORTANT

HUMAN AND LABOR
RIGHTS

IMPORTANT

SIGNIFICANCE TO CNH INDUSTRIAL STAKEHOLDERS

SUSTAINABILITY
GOVERNANCE,
POLICY AND
MANAGEMENT

IMPORTANT

VERY IMPORTANT

SIGNIFICANCE TO CNH INDUSTRIAL

Material aspects described in chapter. For further details, see Materiality Matrix, page 21.
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2014 STAKEHOLDER INTERVIEWS

CNH Industrial believes that a robust Corporate Governance model is essential to
effectively manage the interests of all its stakeholders, as emerged from the materiality
Doing things that bring benefits to
analysis (see also page 19). The Company’s Governance model for sustainability issues
people ensures sustainability
originated within Fiat Industrial, which, in turn, inherited the Governance model adopted
by Fiat S.p.A. prior to the demerger, effective January 1, 2011, of automobile operations
from the capital goods operations (Agricultural Equipment, Construction Equipment,
Commercial Vehicles, and Powertrain) that now form the scope of CNH Industrial.
C. Socol, TechPro2 project, China
The central pillars of CNH Industrial’s Governance model include: compliance with applicable
legal requirements; ongoing alignment with international best practice and the
Dutch Corporate Governance Code; a clear and comprehensive Code of Conduct, with policies for
implementing the principles established within this Code; and an advanced risk management system.
As emerged during the 2014 stakeholder engagement (see also page 19), sustainability governance, policy and
management need to be embedded in the corporate system and in company operations, going beyond existing
rules and regulations and creating added value. Socially Responsible Investors (SRIs) have a particular interest in
this aspect, as do the sustainability rating agencies. For investors and analysts, a governance model that attaches
sufficient importance to sustainability issues promotes a long-term corporate outlook and contributes to riskadjusted returns. A robust Governance model ensures that the Company’s performance is not due to chance or
random behavior and that continuous improvement is possible, based on analysis and results achieved each year.
Above all, it ensures that risk management controls are in place to safeguard the value of investments.
Specifically, in EMEA, stronger demands for transparency from governments and regulators in non-financial information
highlights the importance of integrating governance and sustainability factors.

CORPORATE AND SUSTAINABILITY GOVERNANCE
At CNH Industrial, the integration of economic decisions with those of a social and environmental nature constitutes
a fundamental commitment towards long-term stakeholder value creation.
To meet this commitment, CNH Industrial has adopted a robust Governance model. Firmly rooted in the Corporate
culture of CNH Industrial, the model has evolved year on year, incorporating best practice benchmarking and
implementing the recommendations of the major sustainability rating agencies.
The main elements of CNH Industrial’s Governance model are described below, while full disclosure on this
aspect is available in the Annual Repor t, pages 94-114, as well as in the Governance section of the Company’s
website, where all updates throughout the year are repor ted.
The Annual Report can be downloaded from the CNH Industrial website.

GLOSSARY
APAC; DMA;
EMEA; LATAM;
NAFTA; SRI; Stakeholders
GRI
G4-DMA
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The Board of Directors
The criteria used to select and appoint members of the Board of Directors are contained in the relevant Guidelines,
available on the Company website.
The Guidelines stipulate that, in consideration of the size of the Company, the complexity and specific characteristics
of the segments in which it operates, and the geographic distribution of its businesses, the Board of Directors
should be composed of individuals with: skills, experience, and cultural backgrounds, both general and specific,
acquired in an international environment and relevant to an understanding of the macro-economy and global
markets, more generally, as well as the industrial and financial sectors, more specifically. An appropriate and
diversified mix of skills, professional backgrounds, and genders is fundamental to the proper functioning of the
Board as a collective body.
There should also be an appropriate balance between the number of executive directors (i.e., those vested
with representative and executive powers) and non-executive directors, with a majority of the directors being
non-executive.
The independent directors have an essential role in protecting the interests of all stakeholders. Their contribution
is also necessary for the proper composition and functioning of the Committees, whose advisory function includes
preliminary examination and formulation of proposals relating to areas of potential risk.
Additionally, with regard to gender diversity, it is generally recognized that diverse boards are more effective in
performing their monitoring and advisory activities, due to the variety of professional experience, perspectives,
insights, skills, and connections to the outside world that gender diversity can add.
The independence requirements for members of the CNH Industrial Board of Directors were established with
reference to the Dutch Corporate Governance Code, the NYSE Rules, and Rule 10A-3 of the U.S. Securities
Exchange Act.
The composition of the Board of Directors, elected by the shareholders at the General Meeting on April 16, 2014,
reflects these guidelines and international best practice:
there are 11 directors, ensuring the effective functioning of the Board and its Committees
the independence of directors is verified with reference to the criteria of the Dutch Corporate Governance
Code, the Exchange Act, and the NYSE Listed Company Manual
seven out of the 11 directors are independent, or 64% of the total
the Board is composed of three women and eight men, women making up 27% of the total
one Board member is in the thirty-to-fifty age group, and ten are in the over-fifty age group
the roles of the Company Chairman and Chief Executive Officer are separated; both are executive directors,
with responsibility for the day-to-day management of the Company.
To improve the performance of the Board of Directors, regular updates are provided at meetings on CNH
Industrial’s operations, as well as training on the activities of the Board’s committees, including those relating to
risk and sustainability. In 2014, in conjunction with the presentation of the new Business Plan to shareholders, the
Directors held several meetings with management (brand, product, and segment managers) to examine the new
Business Plan in detail and learn about changes to the operating environment and organizational aspects.
The Board of Directors is supported by three Committees:
Governance and Sustainability Committee
Audit Committee
Compensation Committee.
For these Committees, a minimum number of meetings per year is stipulated in the relevant charter: once a year
for the Governance and Sustainability Committee, four to six times for the Audit Committee, and once for the
Compensation Committee.

GLOSSARY
Audit;
Stakeholders
GRI
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Process for Evaluating the Performance of the Board of Directors
Among its functions, the Governance and Sustainability Committee assists the Board of Directors in its periodic
assessments of the Board’s size and composition and of the performance of individual Board members, reporting
on this to the Board of Directors itself. Specifically, it is the Committee’s responsibility to review the Board of
Directors’ performance annually, and the performance of its Committees. The Committee is provided with the
resources, funding, and authority, at its sole discretion and without requiring approval from the Board of Directors,
to select, retain, and obtain the advice of external advisors as necessary or appropriate to assist with the execution
of its duties and responsibilities.
In 2014, the Committee did not conduct such an evaluation but plans to do so in 2015.
The Governance and Sustainability Committee
Sustainability is a core element of CNH Industrial’s system of Governance, with top management playing a direct
and active role. The Governance and Sustainability Committee is a subcommittee of the Board of Directors,
and is the highest decision-making body on sustainability. Among other things, the Governance and Sustainability
Committee is responsible for assisting the Board of Directors in monitoring and evaluating reports on the
Company’s sustainable development policies and practices, management standards, strategy, global performance
and Governance, and for reviewing, assessing, and making recommendations on strategic guidelines for sustainability
issues, as well as for reviewing the annual Sustainability Report.
The Committee has three members, two of whom are women; two are in the over-fifty age group, and one in
the thirty-to-fifty age group.
The Group Executive Council
The highest decision-making body after the Board of Directors is the Group Executive Council (GEC). The GEC
is responsible for reviewing the operating performance of the Company and for making decisions on specific
operational matters. It also advises the Board of Directors on certain key operational aspects. The activities of
the GEC are subject to supervision, examination and, where necessary or appropriate, ratification or overruling
by the Board.
The GEC reviews strategic approach, evaluates the Sustainability Plan’s alignment with business objectives, and
receives regular updates on the Company’s sustainability performance. The GEC, as at December 31, 2014, is
headed by the Company Chairman and its membership is composed of four main groupings. The first of these is
the four Regional Operating Groups (EMEA, NAFTA, LATAM, and APAC) that oversee the production and sale of
Agricultural Equipment, Construction Equipment, Commercial Vehicles, and Powertrain (engines and transmissions).
Each Regional Operating Group is headed by a Chief Operating Officer (COO) that drives the regional organization
via a regional management team, and reports to the CEO. Alongside these, a COO for the Iveco brand and a COO
for the Powertrain segment were appointed, on a temporary basis, in order to provide a single point of full-time
leadership for all operations within each business. The second group reflects the Company’s focus on its brands:
each manager is tasked with enhancing and developing an appropriate product portfolio for each brand and with
implementing commercial and marketing strategies tailored to each of the Company’s operating Regions. The third
group is composed of industrial leaders that drive a rigorous and consistent business approach across the four
operating Regions, optimizing Company decisions on capital allocation. The fourth group is made up of Company
support functions, including the Chief Financial Officer and the Chief Human Resources Officer.
The GEC (at December 31, 2014) has 19 members, including the Company Chairman; two members are women,
representing 10.5% of the total. Ten members are in the thirty-to-fifty age group (53% of the total), nine members
are in the over-fifty age group (47% of the total), while no member is under thirty years of age.
The GEC was directly involved in defining the materiality matrix approved by the CEO.

GLOSSARY
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The Sustainability Team
The Sustainability Team consists of the Sustainability Unit, the Sustainability Business Points of Reference, and
Regional Sustainable Development Owners.
The primary mission of the Sustainability Team is to contribute to the promotion of a Corporate sustainability
culture that integrates social and environmental issues into ordinary business processes, thus contributing, in
coordination with and in support of the business functions, to risk management and long-term value creation.
The Sustainability Unit has an operational role and reports to the Chief Financial Officer, who is a member
of the GEC and is usually invited to attend the meetings of the Board of Directors. The Unit is responsible
for regularly updating the sustainability management system by monitoring developments regarding its various
aspects, implementing the recommendations of sustainability experts, sustainability rating agencies and investors,
benchmarking the competition and, together with CNH Industrial’s segments, making adjustments to Key
Performance Indicators (KPI). The Sustainability Unit plays a key role in promoting a culture of sustainability
across the Company: through an analysis of the Company’s operations it identifies opportunities and risks arising
from environmental management, defines actions and targets for the Sustainability Plan aimed at improving the
Company’s sustainability performance, and monitors progress with respect to achieving these targets. In addition,
it prepares the Sustainability Report and manages the sustainability section on the Company’s website. Together
with Investor Relations, it also completes questionnaires required by sustainability rating agencies, responds to
queries raised by Socially Responsible Investors (SRIs), and supports Company segments in their dealings with
stakeholders on environmental and social aspects.
In March 2014, the Sustainability Business Points of Reference were appointed, as representatives from
within the various operating areas, with the role of: ensuring the support and alignment required from across
the Company, bringing expertise to specific issues relating to the Company’s reporting process, and formulating
proposals for sustainability improvements. They provide a direct link between the Sustainability Unit and the
various operating areas, giving both technical and organizational support.
In addition, a Regional Sustainable Development Owner was also appointed for each operating Region, to
support and track activities having a social or environmental impact on local communities, employee welfare, and
employee commuting.
In 2014, 392 targets, including social, environmental and climate change issues, were incorporated into the variable
compensation system for specific sustainability project leaders, Energy and Environmental Health and Safety
managers, and relevant staff at plant level.

THE ORGANIZATIONAL MODEL

BOARD OF
DIRECTORS

GEC

CHIEF FINANCIAL
OFFICER
GOVERNANCE AND
SUSTAINABILITY
COMMITTEE
SUSTAINABILITY UNIT
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CNH Industrial Compliance and Ethics Committees
The Company’s Global Compliance and Ethics Committee provides assistance to the Company’s management and
the Company’s Audit Committee to enable the Company and its operating subsidiaries to continue to operate
according to the highest ethical business standards and in accordance with applicable laws and regulations.
The activities of the Committee are: facilitate the development, implementation, and operation of an effective
compliance and ethics program; promote an organizational culture that encourages law-abiding and ethical conduct;
and consider and resolve any issues of interpretation regarding any aspect of the compliance and ethics program.
The Committee consists of the following members: the Chief Executive Officer, Chief Financial Officer, Chief
Human Resources Officer, General Counsel, Chief Compliance Officer, Chief Internal Audit Officer and the heads
of the Company’s Financial Services business and ICT function.
The Company’s Chief Executive Officer serves as the chair of the Committee. In the absence of the Chief Executive
Officer, the Chief Compliance Officer serves as chair of the Committee.
The Committee meets at least quarterly, or more frequently as deemed necessary or appropriate by its members.
The Committee reports to the Audit Committee of the Board of Directors, at least quarterly, on:
the operation, contents, and effectiveness of the Company’s compliance program
any alleged material compliance and ethics violations, and the disposition (or proposed disposition) of material
compliance and ethics violations which have been investigated.
The Company has also established Regional Compliance and Ethics Committees for each operating Region
(EMEA, NAFTA, LATAM, and APAC). These regional committees are responsible for overseeing the Company’s
compliance and ethics system in their respective Regions and for providing assistance to Company management in
each Region and to the Global Compliance and Ethics Committee. The regional committees are composed of the
regional counterparts of the members on the Global Compliance and Ethics Committee.

THE SUSTAINABILITY MANAGEMENT SYSTEM
The sustainability management system consists of the following tools:
the Code of Conduct and related Corporate policies, approved by the Board of Directors (see also page 56),
which set out the Company’s approach to key issues
a set of guidelines to manage specific issues - the Human Capital Management Guidelines, Green Logistics
Principles, and Sustainability Guidelines for Suppliers
a set of approximately two hundred sustainability-related Key Performance Indicators (KPIs), designed to
provide maximum coverage of all the key environmental, social, and governance aspects, in line with GRI-G4
requirements and those of the major sustainability rating agencies
the Sustainability Plan, which identifies action priorities and confirms commitments undertaken
the annual Sustainability Report, which discloses the Company’s performance on sustainability aspects,
expanding on and completing the information provided in the Annual Report
a summary included in the Annual Report of material sustainability-related issues, supplementing the financial data
the CNH Industrial website, which includes a dedicated top-level sustainability area presenting the contents of
the most recent Sustainability Report, along with regular updates throughout the various reporting cycles.
The Sustainability Unit also has a dedicated email address and phone number where stakeholders can make requests
ask questions or provide feedback. Both can be found under the Contacts section of the Corporate website. Emails
are checked daily and any requests that cannot be managed directly are forwarded to the appropriate office. Emails or
calls may concern social or environmental aspects, or even violations. After assessing their importance and severity, they
are submitted to the Governance and Sustainability Committee or to the Audit Committee of the Board of Directors.

SUSTAINABILITY PLAN PROCESS
The commitments, actions, and targets that make up the Sustainability Plan are initially deﬁned on the basis of areas
for improvement identiﬁed by the Sustainability Unit in collaboration with the segments and Corporate functions
(planning phase). To support this process, the Sustainability Unit performs continual benchmarking throughout
the year and benefits from the feedback and assessments of the major sustainability rating agencies, international
organizations, and socially responsible investors (SRIs) with whom CNH Industrial has established relations. The
Sustainability Plan draft is then submitted for review and approval to the General Executive Council (GEC), which
evaluates alignment with Company strategy and makes appropriate recommendations. Once approved by the GEC,
the Plan is submitted to the Governance and Sustainability Committee, a subcommittee of the Board of Directors.

GLOSSARY
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Responsibility for individual projects and achievement of agreed targets in the Sustainability Plan rests with the
various operating and Corporate functions, which have the resources, tools, and expertise required for their
implementation (management phase). To further ensure adherence to commitments made, the Sustainability Unit
is periodically updated on the progress of projects (control phase).

CODE OF CONDUCT
On July 31, 2014, the Board of Directors adopted a new code of conduct (hereinafter the Code of Conduct), which
forms an integral part of the internal control system and sets out the principles of business ethics to which CNH
Industrial adheres and which directors, employees, consultants, and partners are required to observe. The new
Code of Conduct was adopted to better meet the needs of CNH Industrial’s new structure.
The main changes to the previous Code of Conduct are summarized below:
a message from the CEO was added at the beginning of the document to underline top management’s
commitment to the Code of Conduct
structure and language were simplified, and length reduced, to enhance clarity and readability
new chapters were added (e.g., Training)
question and answer sections were added, related to the specific sections of the Code, providing practical
examples.
Furthermore, new global Corporate policies related to the Code of Conduct were implemented in 2014. These
include:
Conflict of Interest Policy
Insider Trading Policy
Anti-Corruption Policy
International Trade Compliance Policy
Competition Policy
Compliance Helpline Policy
Health and Safety Policy
Human Rights Policy
Environmental Policy
Community Investment Policy
Corporate Communications Policy
Data Privacy Policy
Use of Company Property Policy
Safe Harbor Employee Privacy Policy
U.S. Lobbying Activities and Other Contacts with U.S. Government Officials
Political Action Committee Activity and Other Political Contribution
The Code of Conduct is available in the Corporate Governance section of the Company’s website.
The Code of Conduct is one of the pillars of the CNH Industrial Corporate Governance System, which regulates
decision-making processes and the approach used by the Company and its employees when conducting business
for or on behalf of the Company and in interacting with stakeholders. The Code encompasses the values that
the Company recognizes, adheres to, and fosters, in the belief that diligence, integrity, and fairness are important
drivers of social and economic development.
The Code of Conduct addresses the ethical aspects of economic, social, and environmental issues, underscoring
the importance of dialogue with stakeholders. Explicit reference is made to the UN’s Declaration on Human Rights,
the relevant International Labour Organization (ILO) Conventions, and the OECD Guidelines for Multinational
Companies. In addition to the Code of Conduct, CNH Industrial has established Corporate policies and internal
and business processes that supplement the Code.

GLOSSARY
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The Company encourages its employees to actively engage in the detection and prevention of misconduct, through
the reporting of any illegal activity or activities that violate the Company’s Code of Conduct or policies. Reporting
potential violations allows the Company to investigate matters and take corrective actions, reducing the risk or
damage that could otherwise impact the employee in question, co-workers, the Company, or the communities in
which it operates.

APPLICATION AND MONITORING
Available in 16 languages (Chinese, Czech, Danish, Dutch, English, French, German, Hindi, Italian, Polish, European
Portuguese, Latin American Portuguese, Russian, European Spanish, Latin American Spanish, and Turkish), the contents
of the Code of Conduct will be circulated to all employees in 2015. The Code of Conduct can be viewed and downloaded
via the Company’s website and Intranet, and hard copies are available from the Human Resources Department. The
Code of Conduct applies to the members of the CNH Industrial Board of Directors, to all employees of CNH Industrial,
and to all other individuals or companies that act in the name or on behalf of CNH Industrial.
The principles and values of good Corporate Governance established in the Code of Conduct are conveyed, through
periodic training and other communication channels, to all employees irrespective of their level or role, with Human
Resources providing any clarifications required. Specifically, CNH Industrial is implementing an internal communication
campaign for the first quarter of 2015, to inform and educate employees on the new Code of Conduct.
The campaign involves communication via email and Corporate Intranet for salaried employees, and via bulletins
at sites and plants. Training on the Code of Conduct is expected to be provided to all employees during 2015.
The Company also advocates the Code as a best practice standard in business ethics among the partners, suppliers,
consultants, agents, dealers, and other parties with whom it has long-term relationships. Indeed, Company contracts
worldwide include specific clauses relating to the recognition of, and adherence to, the fundamental principles of
the Code of Conduct and related policies, as well as compliance with local regulations, particularly those related
to bribery, money laundering, terrorism, and other Corporate criminal liabilities.
Compliance Helpline
In January 2015, the Company implemented a new global Compliance Helpline1, that is available in 14 languages and in
every country where the Company operates.
The Compliance Helpline is a comprehensive and confidential reporting tool to assist CNH Industrial employees,
clients, suppliers, and other third parties, to work together to address questions and concerns regarding the
Company’s principles outlined in the Code of Conduct or other Corporate policies (including alleged fraud, abuse,
or other misconduct in the workplace), or concerning applicable laws. An independent third party vendor was
selected to operate the Compliance Helpline on the Company’s behalf.
Through the Compliance Helpline, submitters can ask questions or report potential violations of the Code of
Conduct, Company policies, or applicable laws, either anonymously (where permitted by applicable law) or by
providing contact information that will be held in the strictest of confidence. Retaliation of any type against a person
who, in good faith, brings forward a concern will not be tolerated. Reports submitted through the Compliance
Helpline are managed with the assistance of a case management system.
Compliance Risk Assessment Project
In the first half of 2014, the Company performed an updated compliance risk assessment. The assessment process
involved, among others, Legal and Compliance personnel, the Regional Compliance and Ethics Committees,
Internal Audit, Human Resources and representatives of the various business functions. The matrix developed for
the compliance risk assessment takes three main areas into account:
identification of the compliance risks based on the nature of CNH Industrial’s business
the Company’s processes, procedures, policies and other existing means of managing the applicable risks
identified
risk likelihood.
In July 2014, the compliance risk assessment was consolidated and approved by the Company’s Global Compliance
and Ethics Committee and illustrated by means of a global matrix, presenting data for evaluating what training or
other initiatives would be most effective to prevent or mitigate the various risks.
During 2014, the Compliance and Training function conducted targeted training on critical issues as a result of the
compliance risk assessments, including antitrust training in EMEA and anti-corruption training in APAC.
GLOSSARY
APAC; Audit;
EMEA
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www.cnhindustrialcompliancehelpline.com
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VIOLATIONS OF THE CODE OF CONDUCT
Violations of the Code of Conduct are essentially determined through:
checks that are part of standard operating procedures
periodic internal audits carried out for each legal entity
reports received through the Compliance Helpline.
Violations of the Code of Conduct are identified by the Internal Audit function, in collaboration with the Legal
and Compliance and Human Resources departments, through standard procedures and specific compliance audits
related to, among others, business ethics, anti-bribery and corruption, and health and safety.
For all substantiated Code of Conduct violations, corrective actions and disciplinary measures are commensurate
with the severity of the case and comply with local legislation. Regardless of whether criminal charges are brought
by prosecuting authorities, these violations are communicated to the relevant Corporate functions.
Material cases of fraud at any level within the organization, and all substantiated violations of the Code of Conduct
by top managers, are submitted to internal control and to the Board of Directors of CNH Industrial.
During 2014, there were 135 breaches of the Code of Conduct that resulted in dismissal. Detail regarding these
matters is provided in the table below by type of violation.

DISMISSALS FOR BREACHES OF THE CODE OF CONDUCT
CNH INDUSTRIAL WORLDWIDE (no.)

2014
32
32
26
17
9
7
5
4
3
135

Misconduct (i.e., insubordination, violence)
Misuse of Company assets
Providing false or misleading information
Violation of alcohol or drug policy
Harassment
Fraud
Adulteration of travel expenses / violation of travel policy
Violation of safety policy
Unjustified absence
Discrimination
Violation of environmental policy
Total

Periodic Auditing
In 2014, the Company conducted and disclosed the results of 28 compliance audits: 4 regarding business ethics
issues, 18 environmental and occupational health and safety issues, and 6 specific issues related to bribery, money
laundering, and other aspects included in the Code of Conduct. The audits revealed substantial compliance with
the main standards, and did not draw attention to any Code of Conduct violations.
Whistleblowing Activities
During 2014, 106 reports of alleged violations were received under the Company’s former whistleblowing
procedures. Of these, 43 were confirmed as actual Code of Conduct violations, resulting in disciplinary
actions; seven led to the implementation of measures to strengthen the internal control system; and 37 were
unsubstantiated. Investigations are still underway for the remaining 17 cases.

WHISTLEBLOWING ACTIVITIES
CNH INDUSTRIAL WORLDWIDE (no.)

Actions taken
Region

Whistleblowing
(Jan.-Dec. 2014)

Of which on
HR matters

Ongoing
investigations

Closed

No
action

Disciplinary
measures

Procedural
measures

EMEA

22

11

6

16

10

3

3

NAFTA

20

19

-

20

18

2

-

LATAM

58

27

8

50

7

38

5

APAC

6

4

3

3

2

-

1

Total

106

61

17

89

37

43

9

Individuals who fail to comply in any way with the Code of Conduct or Corporate policies may be subject to
criminal sanctions, as well as Company disciplinary actions, up to and including termination as per applicable law.
GRI
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ANTI-CORRUPTION
CNH Industrial’s global anti-corruption policy is implemented through a regional model that takes account of the
specific corruption risk factors of each operating Region. The Corruption Perception Index published by Transparency
International is generally used as a guide by the Company’s Compliance personnel and the Regional Compliance and
Ethics Committees in assessing and categorizing the specific risks and prevalence of corruption in each Region, and
the type of controls needed. In addition, the Company periodically assesses factors such as the risks associated with
its businesses, the likelihood of a violation, its potential consequences, and the effectiveness of applicable internal
controls. The Company also provides corruption prevention training, using both online and in-person scenario-based
classroom training. In 2014, 1,278 people were involved in training courses, of which 571 in EMEA, 294 in NAFTA,
1 in LATAM, and 412 in APAC; 5% of participants were managers, 64% were professionals, 30% were salaried, and
1% were hourly employees. Company employees are encouraged to report compliance issues (including corruption)
by any of multiple means e.g., by reporting to managers or via the Corporate Compliance Helpline.
CNH Industrial regularly engages in benchmarking with competitors to assess its approach and verify the continued
adoption of best practices in preventing and detecting corruption.
CNH Industrial’s internal audit program verifies, among others things, corruption prevention processes and
controls. The results are submitted to both the Company’s Audit Committee and management, so as to implement
any required changes identified for strengthening controls. The Company also investigates and tracks all corruption
allegations to evaluate the need for additional controls and training, and surveys all employees annually, reminding
them of their obligation to report compliance issues. Senior employees are required to formally declare themselves
unaware of any violations of the Code of Conduct.
The Company’s Legal and Compliance Department created a Global Anti-Corruption Practice Team composed of
internal legal advisors for each Region, with representatives for each Company segment. The Team meets regularly
to provide updates on new developments in corruption prevention, regulations and enforcement, and to share
best practices across the Company’s segments. Additionally, it develops training materials, provides classroom
training, and develops and distributes legal alerts and other information to all applicable Company employees.
The Global Practice Team assesses various aspects of the Company’s compliance and ethics program, identifying
opportunities for, and assisting in, program development and improvement.

OUR PROJECT

CNH INDUSTRIAL CAPITAL EMEA ANTI-MONEY
LAUNDERING (AML) FRAMEWORK
In connection with the integration of the pre-existing CNH Capital and Iveco Capital organizations, and to
enhance AML practices in light of external developments related to risks and regulations, the AML framework
was upgraded to monitor and analyze business relationships according to know-your-customer principles,
through a proportional approach that takes into account the type of business being conducted and locally
applicable regulations. The revised framework relies on the use of an automated screening tool for
customer assessment, which is performed according to relevant lists (Sanctions, Black List, Politically
Exposed Person, and Crimes) both at contract inception and throughout the relationship.
The CNH Industrial Capital team also supports the implementation of AML standards at
parent company level to ensure that every business counterpart is reputable, qualified, and
involved in a legitimate business (see also page 225).

HUMAN AND LABOR RIGHTS MANAGEMENT
CNH Industrial is committed to the creation of long-term sustainable value for all its stakeholders, and is firmly
convinced that respect for fundamental human rights is a pre-requisite for achieving this.
Respect for human rights is one of the Company’s most significant material issues.
CNH Industrial operates in 190 countries, has over 69 thousand employees, and approximately six thousand
suppliers, with 95% of procurement spending in favor of local suppliers. The Company’s global presence
requires the adoption of generally accepted principles in each geographic area where CNH Industrial operates.
CNH Industrial is therefore committed to respecting fundamental human rights and basic working conditions in all
its operations, as stated in the Code of Conduct and in the Human Rights Policy that supplements it.
The materiality analysis reflects that, among international standards, human rights are considered as fundamental
evaluation criteria. Additionally, they are at the center of current global discussions on post-2015 Sustainable
Development Goals. In 2014, stakeholder engagement revealed greater relevance for this aspect compared to the
previous year. The operating Regions that emerged as more receptive to Human and Labor Rights were NAFTA,
followed by LATAM, and then EMEA and APAC.
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In NAFTA, the perceived relevance of this aspect is linked to the maturity of the Region’s economies. In LATAM,
the analysis revealed that the main problems regarding Human and Labor Rights arise from the considerable
fragmentation of trade unions and their limited bargaining power since, apart from salaries and benefits, they
do not sufficiently tackle the issues relevant to employees. In EMEA, Human and Labor Rights are treated as
an indisputable right, with stakeholders preferring to prioritize other issues. In APAC, the aspect’s relevance,
although still high, is lower than in the other Regions and is focused specifically on the rationalization and proper
management of employee workloads to promote wellbeing and work-life balance.
Approach to Human Rights
The commitment to safeguarding Human Rights is stated in the Code of Conduct, with implementation guidelines
provided in the CNH Industrial Human Rights Policy.
Code of Conduct principles are consistent with the spirit and intent of the United Nations Universal Declaration of
Human Rights, the OECD Guidelines for Multinational Companies, and the relevant Declaration on Fundamental
Principles and Rights at Work of the International Labour Organization (ILO). See also page 56.
CNH Industrial’s commitment to verifying respect for human rights along the supply chain is another key aspect, with
supplier assessment on environmental and human rights emerging as particularly relevant in the materiality analysis.
In its Code of Conduct, CNH Industrial is committed to selected suppliers, while also considering their social and
environmental performance and the values outlined in the Code.
The head of each department is responsible for respect for human rights.
Human Rights Assessment
When drawing up the materiality matrix in 2013, the relevant functions carried out an assessment (see also
page 19) to identify the key impacts of CNH Industrial’s business and operations on human rights. In 2014, the
assessment was further developed through stakeholder engagement, where the theme of Human and Labor
Rights was among the 25 aspects brought to stakeholders’ attention.
An impact assessment of the Company’s operations on child labor and freedom of association was carried out
by the Industrial Relations function, covering the entire scope of the Company through each Region’s Human
Resources function. The most recent one was conducted in 2013; a further assessment will be conducted in the
event of any relevant operational changes.
In 2014, CNH Industrial’s Internal Audit function oversaw the pilot project launched in 2013 to monitor respect
for human rights within the Company, involving the Human Resources function. In 2013, the scope included Italy,
Spain, Belgium, France, and Germany, with a coverage of about thirty thousand employees, representing 42%
of the total CNH Industrial workforce. In 2014, the assessment was integrated into standard procedures and
extended to the APAC Region, where a survey was carried out in India involving more than 90% of CNH Industrial
India’s workforce. The main aspects covered in the questionnaire were child labor, non-discrimination, freedom of
association, and employment and working conditions. The assessments complied with the requirements of Art. 17
and Art. 18 of the Guiding Principles on Business and Human Rights, 20111 (the Ruggie Framework).
The following emerged as important factors:
non-discrimination
child labor
freedom of association and collective bargaining
occupational health and safety.
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United Nations’ “Guiding Principles on Business and Human Rights: lmplementing the United Nations ‘Protect, Respect and Remedy’ Framework” 2011.
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Non-Discrimination
CNH Industrial does not accept discrimination against employees in any form on the basis of: race, gender, sexual
orientation, social or personal status, health, physical condition, disability, age, nationality, religion, or personal
beliefs. The Company recruits employees on the basis of their experience, qualities and skills and is committed
to providing equal opportunities to all employees, both on the job and in their career advancement. The head of
each department shall ensure that in every aspect of the employment relationship, such as recruitment, training,
compensation, promotion, transfer, or termination, employees are treated according to their abilities to meet job
requirements and all decisions are free from any form of discrimination.
In 2014, no cases of discrimination were revealed through standard operational checks (see also page 58).
For further information on how CNH Industrial manages diversity and equal opportunities, see also page 69.
For the approach to this aspect in the management of the supply chain, see also page 152.
Child Labor
As stated in the Code of Conduct, CNH Industrial does not employ any form of forced, mandatory, or child labor
and does not employ anyone younger than the legal working age established by the legislation of the jurisdiction
in which the work is carried out and, in any case, employs no one younger than fifteen, unless an exception is
expressly provided by international conventions and by local legislation.
CNH Industrial is also committed to not establishing or maintaining working relationships with suppliers that
employ child or forced labor, as defined above, (see also page 152).
To the Company’s knowledge, there is no use of child or forced labor at the plants of its suppliers.
Freedom of Association and Collective Bargaining
According to the Code of Conduct, CNH Industrial recognizes and respects the right of its employees to be
represented by trade unions or other representatives established in accordance with local applicable legislation. When
engaging in negotiations with such representatives, CNH Industrial seeks a constructive approach and relationship.
For further information on freedom of association and collective bargaining, see also page 77.
For the approach to this aspect in the management of the supply chain, see also page 152.
Occupational Health and Safety
CNH Industrial recognizes health and safety in the workplace as a fundamental right of employees and a key
element of the Company’s sustainability efforts. All Company choices must respect the health and safety of
employees in the workplace. CNH Industrial has adopted and continues to improve an effective occupational
health and safety policy which implements preventive measures, both at the individual and collective level, to
minimize the potential for injury in the workplace.
CNH Industrial also seeks to ensure industry-leading working conditions, in accordance with principles of hygiene,
industrial ergonomics, and individual organizational and operational processes. CNH Industrial believes in and actively
promotes a culture of accident prevention and risk awareness among workers, in particular through the provision of
training and information. All employees are required to be personally responsible and to take all preventive measures
established by the Company for the protection of health and safety and communicated through specific directives,
instructions, information, and training (see also CNH Industrial’s Health and Safety Policy).
For further information on occupational health and safety, see also page 90.
For the approach to this aspect in the management of the supply chain, see also page 152.
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Conflict Minerals
Another aspect related to respect for Human Rights is the importance CNH Industrial places on the aspect of natural
resources extracted in conflict zones. Specifically, CNH industrial has defined a policy intended to promote responsible
sourcing of conflict minerals in the Democratic Republic of Congo and surrounding region. CNH Industrial’s Conflict
Minerals Policy was adopted in 2013 and is posted on the Corporate website. CNH Industrial is committed to
making all reasonable efforts to establish, and to require each supplier to disclose, whether such conflict minerals (i.e.,
tin, tantalum, tungsten, or gold) are used or contained in products purchased by the Company. If such minerals are
contained in the products purchased from suppliers, they must identify their sources and eliminate the procurement,
as soon as commercially practicable, of products containing tin, tungsten, tantalum, or gold obtained from sources
that fund or support inhumane treatment in the Democratic Republic of Congo or the surrounding region.
For further information on conflict minerals, see also page 157.

FINAL RULINGS
Significant Final Rulings
In this section, the Company reports final court judgments or final arbitration awards that had an adverse material
effect on the Company (referred to as significant final rulings).
In 2014, no significant final rulings were issued against the Company for violations of laws in the following areas:
environment, rights of local communities, marketing and advertising, privacy, anti-competitive behavior and
antitrust, intellectual property, contractual liability, product responsibility, product and service information and
labelling, and labor and social security.
Additional Information
Starting January 2011, Iveco and certain of its competitors have been subject to an ongoing investigation conducted
by the European Commission into certain business practices of leading manufacturers of medium and heavy trucks
and commercial vehicles in the European Union in relation to possible anti-competitive behavior. The investigation
is still pending. For further information see Note 30 “Guarantees granted, commitments and other contingent
liabilities” to the Consolidated Financial Statements at December 31, 2014 in the Annual Report.
Labor and social security disputes culminating in a final court judgment in 2014 involved a total payment
corresponding to 0.09% of labor costs for the year. The level of litigation was proportionately higher in Brazil,
where such judgments, mainly relating to the interpretation of particularly controversial legislation, accounted for
95% of the total, corresponding to approximately 93% of the Company’s total payout. However, in the specific
context of Brazil, these judgments were not exceptional in nature or in number. Moreover, none of the final
judgments against the Company related to discrimination at work.
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RISK MANAGEMENT
ENTERPRISE RISK MANAGEMENT MODEL
In accordance with the regulatory guidelines requiring companies to adopt appropriate Corporate Governance models,
and in response to market demand for ever-increasing transparency and disclosure on the risks associated with company
activities, CNH Industrial has implemented and adopted its own Enterprise Risk Management (ERM) system.
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The ERM process was also driven by the need for a systematic approach to identifying the risk profile of business
activities, and adopted to manage business performance from an integrated risk-return perspective. Furthermore,
this process reflects the Company’s commitment to sustainability, as it provides for internal audits to incorporate
regular assessments of potential risks deriving from the environmental and social impact of the Company’s business
activities.
CNH Industrial’s ERM methodology defines risk as any event that could impact the Company’s ability to meet its
objectives.
The model, developed internally in 2004 by Fiat S.p.A. prior to the demerger, and since adopted by all current
CNH Industrial legal entities, enables the timely identification of risks and the evaluation of their significance, and
allows action to be taken to mitigate and, where possible, eliminate them. Taking the framework established by the
Committee of Sponsoring Organizations of the Treadway Commission (COSO) as a starting point, the model was
then adapted to the Company’s specific requirements, and has been updated to incorporate the experience gained
over the years and the best practice indicators that emerged through comparison with other industrial groups. The
current catalogue consists of 52 risk drivers, further broken down into 85 possible risk events. Risk driver mapping
includes several significant issues, such as climate change, macro-economic developments, joint ventures, etc. The
model classifies risks according to the probability of occurrence and potential impact on profitability, business
continuity, and reputation (or on a combination of these elements), which determine the significance of a risk when
analyzed as a whole. For events that exceed predetermined significance thresholds, existing measures are analyzed
and future containment measures, action plans, and persons of reference are identified. This process, supported
by a dedicated information system, follows a bottom-up analysis starting at business unit level. The heads of the
business segments involved are required to approve the evaluations, while Corporate Control is responsible for
their coordination and consolidation within the Company.

PURE RISK MANAGEMENT1
CNH Industrial believes in preventing losses that could potentially lead to property damage or business
interruptions. The Risk Management Center of Competence2 addresses all stages of pure risk management
including risk identification, analysis, and treatment (including loss prevention).
The four pillars of risk management consist in:
preventing accidents or limiting their effect
adopting the highest standards for the prevention of property loss
minimizing the cost of risk by optimizing loss prevention, investments, self-insurance, and risk transfer programs
centralizing and consolidating relationships with global insurance markets.
The Risk Management Center of Competence is responsible for overseeing pure risks (e.g., fires, explosions, or
natural disasters) and related insurance coverage, and plays a central role in the management of events that could
potentially impact the continuity of operations or the integrity of physical assets (in particular, the Company’s 500
sites worldwide3).
The risk management process is executed with maximum transparency and the highest level of expertise, supported
by consulting companies specializing in industrial risk that perform field audits to ensure in-depth, continuous, and
impartial risk assessments across the entire Company.
In 2014, the Risk Management Center of Competence managed 92 sites, representing 91% of the insured value.
To achieve constant and efficient industrial risk monitoring, a selection process ensures that 98% of the sites within
the perimeter scope are surveyed every 3 years, and more than 50% surveyed every year.
In 2014, 36 sites were inspected (covering approximately 58% of CNH Industrial) and 126 new projects were
tracked, verifying the highest level of compliance with international loss prevention standards.
During the year 4, CNH Industrial’s investment in loss prevention and mitigation measures totaled around $10.09
million, of which $7.44 million in recommended improvements to align the sites to CNH industrial’s loss prevention
referenced standards, and $2.65 million in major extension and green field investments.
These targeted investments cut loss expectancies by approximately $0.8 billion, resulting in a Global Efficiency
Index (GEI) of 0.965 in line with the highest international standards.

GLOSSARY
Audit

(1)

(2)
(3)

GRI
G4-46

2014_Sustainability Report_1-133.indd 64

(4)
(5)

Pure risks are risks resulting from natural causes or accidental or malicious acts (fires, explosions, floods, etc.) that may result not only in damage to goods
or facilities, but also in the short- or long-term interruption of operations.
The risk management process is led by FCA Risk Management, which provides its services to CNH Industrial.
Source: 2015 Insurance Renewal; the term “site” refers to an individual unit, identified by a company, employer or business area, on which a specific risk
assessment is performed. Therefore, every manufacturing plant may be broken down into more than one site.
Figures relate to the period from July 1, 2013 to June 30, 2014 (Insurance Year).
Global Efficiency Index for loss mitigation measures (GEI = reduction of expected damage/cost of protection) is recognized as a measure of best practice
for industrial risk management.
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CNH Industrial’s Risk Management Center of Competence works to develop forward-looking, risk engineering
approaches and solutions. This is particularly evidenced by the development of specific projects that highlight the
contribution of risk management to addressing climate change issues.
Current Company Risk Management projects include:
a new approach to insurable environmental risks
earthquake risk re-engineering
climate change impact analysis
carbon emissions avoidance through effective loss prevention
supply chain risk mitigation through improved confidence.
The Risk Management Center of Competence provides a critical, real-time contribution to the Company’s sustainable
development and competitive advantage in a fast-changing, competitive, and global business environment, with a
focus on:
fine-tuning existing tools, processes, measurement, and modeling of risks, in order to facilitate a more complete
risk-based business decision analysis and the evaluation of emerging risk-based opportunities
integrating and consolidating risk management programs
developing risk awareness across the organization
creating a cross-functional risk management committee that will periodically review all areas of CNH Industrial’s
enterprise risk management.
Insurable Environmental Risks
CNH Industrial’s Risk Management has developed an innovative risk management methodology in collaboration
with: the Company’s EHS (Environmental Health and Safety) departments, a major international consultancy and
certification firm, and an insurance partner. This methodology has enabled CNH Industrial to:
obtain objective, quantified knowledge of insurable environmental exposures
improve risk profiles according to the segments’ EHS strategies
identify and clearly communicate priorities and benefits
effectively inform the insurance market about the loss prevention activities in place to prevent or mitigate
potential environmental losses
obtain adequate environmental insurance coverage, commensurate with risk exposures and current loss
prevention activities
carry out prevention activities in line with Company strategies.
The methodology, which is scientific and implemented via a certified self-assessment tool, was used to assess and
analyze 46% of the Company’s total insured value in 2012-2013 (100% of EMEA).
To validate the data obtained in 2013 and 2014, a field visit campaign was launched to a selected number of sites
considered representative in terms of size, occupancy, and geographical distribution. Visits were organized by the
central EHS Department of each legal entity, and conducted by the specialized environmental risk engineers of a
leading environmental insurance company.
This extraordinary effort resulted in the development, for both CNH Industrial and its subsidiaries, of the first
environmental maps quantifying the overall levels of risk.
These results were presented to the insurance market as evidence that CNH Industrial’s environmental risks are
known, well-quantified, and properly managed. The results also led to comprehensive global insurance coverage.
Earthquake Risk Re-engineering Project
Today, CNH Industrial’s Risk Management benefits from the long-standing research project carried out with AXA
MATRIX Risk Consultants and the Università degli Studi di Napoli Federico II, aimed at developing cutting-edge,
quantitative, seismic risk assessment methods and scientifically-based, risk management procedures.
The workgroup developed an Integrated Approach to Seismic Risk Assessment and Management, which is a multilevel
framework simultaneously allowing for advanced seismic risk assessment and a rational allocation of resources.
The methodology enabled the Company to:
efficiently assess
properly quantify
proactively manage
the seismic risks the Company’s industrial manufacturing sites are exposed to.
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The research project adopts a multilevel and quantitative approach, i.e., a procedure capable of considering
different knowledge levels as inputs and of providing a quantitative measurement of seismic risk:
level 1 – relative, mainly for prioritization purposes
level 2a – absolute analysis based on existing fragility curves
level 2b – absolute analysis based on computed fragility curves.
The procedure allowed classifying and prioritizing the Company’s sites based on seismic risk, facilitating decision
making and the identification of the top ranked facilities potentially in need of closer analysis.
In 2014, the application of the Integrated Approach was extended in order to focus not only on building performance
under seismic excitation, but also on a more rational assessment of the consequences of earthquakes in terms of
economic impact on activities and contents.
Moreover, the research project was launched after the final phase of 2012’s earthquake in Emilia (Italy), marking the
first ever installation of an advanced device for real-time seismic risk monitoring at a pilot plant. The objective was
to provide a tool to help decision making during the hours/days after an event (during the aftershocks following a
strong earthquake).
Recent seismic events affecting industrialized countries (Japan, 2011; Emilia, 2012) readily corroborate the
importance of an efficient, transparent, and proactive seismic risk management system within a global manufacturing
organization.
Quantitative seismic risk assessment, providing sound probabilistic estimates of potential earthquake impacts, is a
key step in any meaningful and grounded decision-making process.
Climate Change Potential Impact Analysis
This project was launched to study potential new risks posed by climate change, with three main goals in mind:
to raise awareness across the entire organization of the potential new risks posed by climate change
to explain the nature of the risks associated with climate change
to verify that all risk management processes in place, as well as new measures under development or yet to be
developed, take account of climate change.
The rainwater project was implemented to develop a methodology to analyze potential rainwater risk based on
the gap analysis between the design data used at the time of building construction, and the current design data
according to occupancy and latitude (as per internationally recognized construction standards).
The rainwater risk project allowed:
identifying relevant data on plants’ rainwater collection and disposal networks
creating an ad hoc form to collect and report key data
developing a methodology to identify and extract current design data based on specific occupancy and latitude
developing specific gap analysis software (to compare construction design data with current design data)
identifying intervention priorities considering both the gap and the values at risk.
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Mitigating Supply Chain Risk through Improved Confidence
Managing supply chains in today’s competitive world is increasingly challenging. This is particularly true in the
equipement industry due to:
market globalization
processes that are more intertwined and integrated between companies
increased use of manufacturing, distribution, and logistics partners resulting in complex international supply
network relationships
reduced buffers
increased demand for on-time deliveries in shorter time windows and with shorter lead times
shorter product life cycles and compressed time-to-market
sudden and substantial ramp-up capacity limitation of key components.
Supply chain risk management, with an internal and external focus, is progressively becoming a common
management priority, given that any company proactively handling risk will not only focus on its own, but also on
the risk within its supply chain.
In 2013, Risk Management reassessed, identified and listed key suppliers, based on a semi-quantitative approach
using the data collected by field engineers during plant surveys and discussed with plant management.
In 2014, Risk Management developed a second project with the support of the Purchasing Departments and
Sustainability Teams.
The project’s goal is to collaborate with suppliers in collecting adequate information to verify and ensure that the
suppliers’ Risk Management departments are implementing the necessary processes to secure supply flow.
This project was approved by top management in June, and four key suppliers were selected for pilot testing.
Precautionary Principle
CNH Industrial’s commitment to safeguarding the environment is based on a precautionary approach, aimed
at anticipating potential risks that could impact the environment and human health. CNH Industrial applies the
precautionary principle introduced by the Rio Declaration on Environment and Development, both in designing
its products and in managing its manufacturing processes. The process of product development (see also page
146) identifies, within its various phases, appropriate deliverables designed to anticipate future regulations on
environmental issues related to product use. Special focus is given to solutions that favor the use of recycled
materials and exclude the use of hazardous substances that are monitored through the IMDS database, which is
updated directly by suppliers (see also page 145). Furthermore, innovation projects carried out in partnership with
leading universities across the world ensure CNH Industrial access to the latest scientific developments regarding
product aspects (see also page 137).
Through a consolidated environmental management system and the implementation of World Class Manufacturing
(WCM), CNH Industrial evaluates the magnitude and importance of all impacts, as well as governing processes
systemically and managing its environmental and social aspects, aiming at continuous improvement. Many voluntary
initiatives are carried out within plants to mitigate the environmental impact of manufacturing processes. In 2014,
over $56 million was spent on environmental protection (over 13% increase compared to 2013), of which $21
million was spent on prevention and environmental management. This demonstrates CNH Industrial’s strong
commitment to reducing its environmental footprint, involving all impact factors, including: the selection and
use of raw materials and natural resources, their processing, the management of product end-of-life, component
remanufacturing (see also page 227), and product disposal.
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CNH Industrial considers its people an essential asset. Operating in dynamic and highly competitive industries,
success is achieved first and foremost through the talent and passion of skilled individuals. Indeed, the Company
strongly believes that business growth is made possible by personal growth, and invests the fruit of its business
growth into the growth of its people in a kind of virtuous circle.
The materiality analysis evidenced the significance of aspects relating to Human Resources, such as respect for
human and labor rights, the promotion of diversity and equal opportunities, the management and development
of expertise, the building of a common internal culture, the promotion and protection of occupational health and
safety, and the balance between professional and private life.
CNH Industrial is committed to ensuring respect for fundamental human and labor rights wherever it has
a presence. Indeed, the Company is aware of the role it must play as a large global enterprise in contributing
to the economic growth and social development of the countries in which it operates (see also page 59). CNH
Industrial strives to build a corporate culture whereby the Company selects, assigns, evaluates, and cultivates
talent according to well-founded criteria and principles, while employees can present diverse opinions freely and
communicate with one another openly.
The safeguarding of diversity and the respect for equal opportunities are important aspects for a multicultural
enterprise operating globally. In addition to preventing discrimination and ensuring the inalienable rights of every
person, the Company manages these aspects proactively through inclusion and by enhancing diversity, thus
boosting its competitiveness and ability to attract personnel. From the stakeholders’ viewpoint, it is important that
the people who form part of the Company see their differences respected and valued. Indeed, it emerged from the
stakeholder engagement in 2014 that leveraging diversity helps a company strengthen its reputation and increase
talent attraction. It is also important for investors, who increasingly consider these aspects as reputational risks
for companies, as well as development opportunities, owing to the stimulating environment that emerges where
different genders, races, ages, religious beliefs, and any other such factors or attributes are adequately respected
and represented.
Managing and developing expertise is vital for the Company to select, develop, motivate, and retain the best
talent. It is important for people to have clearly defined goals in order to make personal career choices, and
to have adequate support in terms of training specific to their goals. This is why CNH Industrial adopted the
Performance and Leadership Management process. Stakeholder engagement conducted during the
year underlined the differences in perception on this issue across the different Regions. In NAFTA, specifically,
stakeholders showed that a performance and leadership management tool is important both to support talented
people within the Company and to attract highly skilled individuals. Indeed, they believe that personnel evaluation
through competition and comparison with peers is a good method to improve skills and strengthen commitment.
The Company aims to help people adapt in real time to change in an increasingly complex world. Shared internal
culture development is thus an essential means for the Company to divulge its strategies in a timely manner
and engage its personnel, across the globe, in achieving common targets. As evidenced by the stakeholder
engagement results, one of the challenges that large multinationals will have to face over the coming years is linked
to globalization and the resulting increased importance of cross-cultural communication and organizational policies
and procedures. The ability to manage a wide range of talents in an international context is thus seen as a challenge
for the success of a company.
Occupational health and safety management is one of the most important aspects to emerge from the
materiality analysis. CNH Industrial recognizes the inalienable right of every employee to a safe and healthy work
environment. It is also aware that investing in safety is crucial to prevent risk of injuries, accidents at work, and
disruptions to production. This also contributes to boosting the Company’s competitiveness, its public profile, and
staff motivation. The stakeholder engagement results showed that health and safety management is recognized as
a prerequisite for a large enterprise like CNH Industrial: an essential requirement that a company cannot afford
to overlook, although interpretations may differ across the different Regions. Specifically, in NAFTA, stakeholders
perceive that health and safety management is an important aspect to avoid reputational damage. In LATAM and
APAC, on the other hand, this aspect is linked to the Company’s efforts in guaranteeing good working conditions,
reducing the risk of occupational accidents and diseases, which are widespread both in Brazil and Asia.
Wellbeing and work-life balance are considered material aspects as they are essential to ensure that
employees are effective, productive, and satisfied in all dimensions of their lives. Improving the balance between
work and private life while continuing to deliver excellent performance is a challenge that the Company and its
people share.
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CNH Industrial’s commitment to all of these material aspects is stated in the Code of Conduct1, in its Policies (such
as the Health and Safety Policy and Human Rights Policy) - which are an integral part of the Code itself - and in
the Human Capital Management Guidelines. The Code of Conduct and Policies were approved by the Board of
Directors, distributed to all employees, and made available on the Corporate website and Intranet portal.
From an operational point of view, the Chief Human Resources Officer (CHRO), who is also a member of the
Group Executive Council (GEC), is responsible for the management of human capital.
The process ensures control over all material aspects identified and is managed by global representatives from
Leadership Development and Internal Communications, and by the Heads of Human Resources of each Region.
The latter are responsible for the management at regional level of diversity and equal opportunity aspects and
for work-life balance initiatives. Health and safety protection in the workplace, on the other hand, in every area
of activity and in every country, is promoted by a dedicated organizational structure (Environmental Health and
Safety - EHS) identified in each Region within the scope of manufacturing.
The objectives and actions that fulfill the Company’s commitments to continuous improvement provide a clear
measure of the effectiveness of human capital management. Targets are set annually on a voluntary basis and
included in the Sustainability Plan (see also pages 29-33); their progress is regularly monitored to enable corrective
actions, should they become necessary. Through the Sustainability Plan, CNH Industrial not only makes public
the targets to be achieved each year, it also indicates the instruments used and results obtained, in the name of
transparency regarding all stakeholders. In the following pages, further details are given of the initiatives and projects
developed to promote the management of our people, as well as the resources allocated and the mechanisms to
evaluate their effectiveness.

LABOR PRACTICES
People are the lifeblood of any organization, and indeed CNH Industrial considers its employees as its top priority.
Efforts to implement an inclusive recruitment practice, and the optimal use of available talent in the different
Regions, is the basis for developing the ability to attract a diverse and qualified workforce. The Company strives to
provide its employees with a compensation system comprising a number of different components, believing this to
be a key factor in retaining employees. Base salary, benefits, and long-term incentives are determined by marketdriven benchmarks, therefore ensuring fair and objective treatment for all employees in the different markets
around the world. To develop the most talented individuals, CNH Industrial offers challenging, rewarding careers
where employees never stop learning and, above all, see their value recognized (see also page 83).

EMPLOYMENT
A total of 98% of the Company’s current employment contracts are no-term, 99% of which are full-time. Fixed-term
contracts represent approximately 2% of all contracts. During the year, 1,189 contracts were changed into no-term
contracts, 10.8% of which refer to female employees. Around 1% of the Company workforce is employed part-time,
of which approximately 73% are women (see also page 249). Fixed-term hiring takes place in response to a temporary
need for personnel, in line with applicable laws and the provisions of the Collective Labor Agreement (CLA).
As at December 31, 2014, agency contracts accounted for around 3,657 personnel, of which 77% in EMEA, 10%
in NAFTA, 1% in LATAM, and 12% in APAC. This type of contract is entered into or renewed, in compliance with
the applicable legislation and CLA provisions, in relation to business needs, and thus ultimately subject to variation
in relation to the specific market requirements.

EMPLOYEES BY REGION, BY CONTRACT AND EMPLOYMENT TYPE
CNH INDUSTRIAL WORLDWIDE (no.)

EMEA
NAFTA
LATAM
APAC
World

Total
41,756
11,647
10,485
5,319
69,207

No-term
Full-time
40,352
11,608
10,298
5,261
67,519

Part-time
541
3
544

Fixed-term
Full-time
Part-time
863
39
187
55
1,144
-
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The CNH Industrial Code of Conduct complies with national laws, the UN Universal Declaration of Human Rights, and the fundamental conventions of
the International Labour Organization (ILO).
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FIXED-TERM AND NO-TERM CONTRACTS
CNH INDUSTRIAL WORLDWIDE (%)

98.3

2014

1.7

2013

96.3

3.7

2012

96.3

3.7

n
n

Fixed-term
No-term

As of December 31, 2014, CNH Industrial had 69,207 employees, a decrease of 2.8% on the previous year. Part of
this change was due to the difference between new hires (5,016) and departures (7,800) during the year.

EMPLOYEE TURNOVER
CNH INDUSTRIAL WORLDWIDE (NO.)

2014
71,192
5,016
(7,800)
799
69,207

Employees at January 1
New Hires
Departures
∆ scope of operation
Employees at December 31

2013
68,257
8,753
(6,967)
1,149
71,192

2012
66,998
8,100
(7,159)
318
68,257

Most hiring occurred in EMEA, with 36% of total new hires. As many as 53% of new hires were aged thirty or less.
Female employees accounted for 18% of the year’s new hires. In 2014, approximately 81% of new hires were
employed under no-term contracts.

NEW HIRES
CNH INDUSTRIAL WORLDWIDE

BY AGE GROUP

BY REGION
NAFTA

31 TO 40 YEARS

21%

26%

LATAM

41 TO 50 YEARS

22%

14%

EMEA

UP TO 30 YEARS

36%

53%
OVER 50 YEARS

7%

APAC

21%

Among new hires, 256 were recent graduates, a drop compared to the previous year overall, yet in line with the
decrease in hiring in the salaried, professional, and manager categories.

TALENT ATTRACTION
CNH INDUSTRIAL WORLDWIDE (no.)

New graduates recruited
Traineeships

2014
256
3,411

2013
343
3,256

2012
439
2,921
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In 2014, approximately 7,800 people left the Company, 15% of which were collective redundancies following
the reorganization or rationalization of operations, in some instances initiated in previous years. Wherever possible,
redundancies were managed through temporary social welfare mechanisms provided for by law and through
social programs, aimed at minimizing the impact on employees, established in collaboration with trade unions.
Specifically: 65% of collective redundancies were managed through contract terminations at the initiative of the
Company, with payment of severance packages and other supporting measures as per agreements with unions/
employee representatives; 20% through voluntary resignations with exit incentives; and 10% through retirement/
early retirement schemes. The residual 5% were exits related to collective dismissals, including individual voluntary
resignations at sites affected by collective redundancies (1.5%), and employee exits due to the end of their recall
right according to the applicable permanent layoff rules (3.5%) see also pages 106-109.
CNH Industrial also provides opportunities for transfers between segments and countries. During the year, four
hundred CNH Industrial employees transferred between countries, or between legal entities within the same
country. As regards departures, the highest percentages were reported in LATAM (37%) and EMEA (30%), in the
group aged thirty or less.
More details on turnover data are available in the Appendix (see pages 244-245).

COMPENSATION
In its commitment to ensure an inclusive work environment and equal opportunities for all employees, CNH
Industrial adopts a progressive total compensation system based on equitable and fair criteria. At the heart of
the Company’s compensation philosophy lies the concept of meritocracy, which acknowledges the value of a high
performance culture and the importance of a market-driven approach. To support this, the Company has defined
a compensation system that comprises a number of different components. The comprehensive package rewards
employees for their contribution to the Company’s results, provides development opportunities, and allows them
to share in the business success they help create. Base salary, benefits, and long-term incentives are determined
by market-driven benchmarks, therefore ensuring fair and impartial treatment for all employees in the different
markets around the world. The specific criteria for adjustments focus on closing competitive gaps with respect to
market position, giving priority to top performers. Variable compensation and career development are impacted
by individual contributions, which are vigorously evaluated through a Performance and Leadership Management
program that is deployed consistently throughout the entire organization (see also page 83).
In the assessment of annual performance, the same metrics and methodology are applied to all eligible employees
worldwide. Additionally, CNH Industrial employs a formal process to monitor the application of its core equity
and fairness principles to compensation levels, annual salary reviews, and promotions. These reviews are based
on standard criteria, and do not allow manager discretion for those receiving compensation actions. Combined
together, all of these measures ensure the Company’s total compensation system, in line with all other internal
processes related to people management, effectively contributes to equal opportunities and fair treatment for all
individuals regardless of age, gender, race, religious belief, or other such factors or attributes.
Local Minimum Wage
In many countries, minimum wage levels are set by law and, in some cases, are subject to variations by Region/
state or other criteria. Where no specific law exists, a minimum wage is often established by collective bargaining
agreements between employer associations and trade union representatives. This is the case in Italy, Germany,
and Belgium, for example, where pay and employment conditions are negotiated at regional or national level, with
the possibility of further agreements on their application or supplementary terms and conditions at Company
level. Lastly, minimum wage levels are also established on the basis of specific economic, social, and political
circumstances and, therefore, do not allow for cross-border comparisons.
To evaluate the adequacy of entry-level salaries in each country, in 2014, CNH Industrial carried out an analysis
in a number of countries, representing 99% of its employees. In all countries, CNH Industrial entry-level salaries2
were at or above the statutory minimum or the levels set by non-company collective labor agreements, as can be
seen in the graph.
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In accordance with the GRI-G4 guidelines, entry-level salary refers to the full-time wage offered to an employee in the lowest employment category, on
the basis of Company policy or agreements between the Company and trade unions. Interns or apprentices are not considered. For each country, results
are based on the segment with the lowest entry-level salary. Figures reported are as at October 31, 2014.
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COMPARISON BETWEEN ENTRY-LEVEL SALARY AND MINIMUM WAGE
CNH INDUSTRIAL WORLDWIDE (minimum wage = 100)

152

171

176

295

308

178

TURKEY

RUSSIA

ARGENTINA

POLAND

BRAZIL

USA

Minimum wage
in each country
100

VENEZUELA

UK

CANADA

127 139 140

BELGIUM

AUSTRIA

UZBEKISTAN

121 122 123

CHINA

112

FRANCE

SWITZERLAND

SOUTH AFRICA

ROMANIA

PORTUGAL

ITALY

INDIA

GERMANY

DENMARK

CZECH REPUBLIC

AUSTRALIA

100 100 100 100 100 100 100 100 100 100

111

SPAIN

283

EMPLOYEE BENEFITS
Benefits provide employees with value beyond salaries and cash incentives, and can be a significant part of the total
reward package received. For this reason, CNH Industrial offers a competitive range of benefits, normally available to
all full-time employees, and in many countries also provides competitive benefits to part-time or temporary employees.
Benefits differ according to an individual’s level of remuneration and country of employment, and depend on local policy.
CNH Industrial conducted a survey on 99% of its workforce worldwide, covering all major Company sites as at October
31, 2014, on the availability and adoption of various Company benefits (supplementary health plans, financial support for
those with accident-related permanent disabilities, life insurance, and employee cafeterias or meal vouchers).

EMPLOYEES ENTITLED TO BENEFITS
CNH INDUSTRIAL WORLDWIDE (%)

Financial benefits
Pension plans
Supplementary health plans
Life insurance
Financial support for disability/invalidity
Employee cafeterias or meal vouchers
Othera
Social benefits
Childcareb
Sports Facilitiesc
Wellness and nutrition programsd
Other (e.g., flexible working schemes, emergency care/first aid, referral
programs, leave of absence, or other flexible benefits)e

2014
88.2
83.3
55.8
87.6
74.9
7.8

2013
85.2
80.4
58.2
87.0
75.0
10.3

2012
92.7
82.8
55.5
78.8
78.3
10

13.8
10.3
41.2

7.0
7.2
47.2

23.2
21.4
33.3

47.8

46.1

53.5

Includes benefits such as Company cars, housing, and interest-free loans.
Includes kindergarten, free gymnasiums for children, assistance with homework, summer camps/holidays, and other child care services.
Includes free gymnasium access, gym/fitness courses, and other sports initiatives.
(d)
Includes nutrition coaching, training on stopping smoking, medical check-ups, medical screening, and other wellness programs. See also page 95.
(e)
For more details on flexible working schemes and leave of absence see also page 97.
(a)

(b)
(c)

Health care plans are available for CNH Industrial employees, and about 67.3% of the total workforce has joined
one. There are also childcare services in place to meet employees’ needs and help them be more effective in their
working life. Finally, CNH Industrial promotes a healthy lifestyle through comprehensive wellness programs (see
also page 95), and facilitates access to dedicated sports facilities.
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Supplementary Pension Plan
According to the survey3, approximately 88.2% of employees were eligible for a supplementary pension plan,
73.3% of which joined such a plan, representing 64.6% of those surveyed.
Supplementary pension plans fall into two categories:
defined contribution pension plans, in which contributions (by the employee, the Company, or both) are defined
at the outset, and benefits paid out depend on the total payments into the pension fund and the financial returns
of the fund itself
defined benefit pension plans, in which benefits paid out to employees are defined at the outset, while
contributions may vary over time to guarantee the pre-defined benefit levels.
Most existing pension plans at CNH Industrial legal entities are defined contribution plans.
Health Care Plans
Nearly all CNH Industrial subsidiaries participate in supplemental health care plans, which in most cases are
insurance-based. Levels of coverage vary from country to country depending on the public health care system, tax
and regulatory restrictions, and local market conditions.
In Italy, in addition to the services provided by the national health system, all CNH Industrial employees and
their family members have access to supplemental health care plans: FASIF for hourly, salaried, and professional
employees and FISDAF for managers. The two plans were developed in agreement with trade unions. Two thirds
of expenses covered by the FASIF and FISDAF plans are funded by CNH Industrial and the remaining third by the
employee. Hourly and salaried employees also pay an additional amount for any family members enrolled. If an
employee uses public health care facilities, the plans reimburse any expenses not covered by the national health
system. On the other hand, if an employee uses private facilities, the plan provides high cover ceilings, with full
payment of expenses incurred at approved health care facilities, and partial reimbursement of specific expenses
incurred at other non-approved medical practices and facilities. Prevention programs with regular check-ups and
a maternity package are also provided. In 2014, the health care plans in Italy provided services to more than ten
thousand employees plus their family members: FASIF to 6,350 hourly and salaried employees and around 3,400
professionals, and FISDAF to 448 managers. FISDAF also assists managers after retirement and their widows, on
a voluntary basis.
Childcare Services
Balancing work and childcare is a challenge that many of CNH Industrial’s employees face, particularly those with
young children. In order to assist employees in better managing their time and resources, CNH Industrial offers a
number of childcare support options to its employees throughout the Regions.
In several locations throughout the EMEA Region, CNH Industrial helps in arranging access to local daycare
centers. One of various services offered to employees is the Mirafiori Baby nursery in Turin (Italy), which offers
assistance to parents of children aged three months to three years. At other locations, CNH Industrial joined
forces with companies in the vicinity of its sites to set up childcare options in the community. In 2014, it renewed
a partnership with local companies in Jesi (Italy), assisting ten employees with children aged three years and under,
while in Sankt Valentin (Austria) a kindergarten was opened for employees’ children (three years and under) in
conjunction with another company in the area. For the sixth year, CNH Industrial continued its collaboration with
other local firms to make three daycare centers available to employees in Venissieux (France).
Alternatively, CNH Industrial also offers direct childcare assistance to parents with young children, allowing
employees to select the best daycare option. In Spain, 588 employees and a total of 643 children benefited from
direct funds provided by the Company to parents of children aged three years and under for use towards daycare
centers of their choice. In the UK, the Company offers a flexible benefits package to salaried employees, which
allows them to allocate a portion of their health care funds towards childcare expenses, while in the US, eligible
employees have the option to set aside pre-tax sums for childcare by contributing to a Dependent Day Care
flexible savings account offered by the Company.
School supports is one of the various childcare services CNH Industrial offers its employees. In Brazil and Argentina,
for example, the Company provides school kits, through a special program, for elementary and secondary school
children (six to 12 years). In 2014, 1,485 school kits were delivered in Sete Lagoas (Brazil) and 901 in Argentina.
In Spain, parents with children aged between three and 16 benefitted from direct funds from the Company for
school support.
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The Company recognizes the academic excellence of employees’ children through several grants and scholarship
programs at both corporate and regional level.
The largest and most significant of these is the Company’s Student Achievement Awards. This program honors
the children of employees for their academic excellence and is open to students with a high-school or
university diploma or a university degree. The Awards policy is overseen by the Grants and Scholarship
Committee and implemented through regional committees that have contacts in all countries involved. The
initiative covers all countries where the Company has a significant presence, and reflects its commitment to
promoting growth and development opportunities for young talent in an increasingly globalized marketplace. In
2014, two hundred grants and scholarships totaling approximately $330 thousand were awarded worldwide.
On a regional level, for example, CNH Industrial supports the Niños de Mejor Promedio program in Mexico,
which awards the children of employees for excellent school results. The main purpose is to motivate children
to develop positive work ethics and habits and, in 2014, 274 children with final grades between 9 and 10
received the award. In India, a program has been in place for seven years to give recognition to the children
in
of employees. In 2014, 22 children were awarded Special Talent scholarships.
Moreover, in Italy, CNH Industrial organizes summer camps for hundreds of employees’ children between
the ages of 8 and 16. Options for children include camps at the seaside, in the mountains, and even a Juventus
soccer summer camp. In 2014, in addition to these offerings, the Company introduced a new two-week study/
vacation English learning summer camp, held in Italy or England.

$330
thousand

grants & scolarships

awarded

Sports Facilities
Supporting physical fitness and teamwork is an activity fostered by CNH Industrial for employees in all of its
Regions. The Company offers its employees a variety of opportunities to participate in recreational sports,
including gym memberships, tournaments, and race sponsorships.
A number of plants worldwide provide onsite fitness equipment and/or classes where employees can exercise:
Sankt Valentin (Austria), Trappes (France), Lugano (Switzerland), along with sites in the UK and USA. In other
locations, the Company works with local fitness clubs, such as Sisport (Italy), to provide employees with discounted
memberships to gyms for swimming and other sports.
In the UK, as part of their flexible benefits, employees are offered gym memberships or participation in cycling programs.
In Russia and Poland, the Company provides rented spaces where employees can organize matches, such as Friday
soccer games or volleyball, while at three plants in the US, CNH Industrial sponsors recreational sports leagues for
young people and adults.
Sports clubs and tournaments are also popular among employees. In Antwerp and Zedelgem (Belgium), seven
hundred employees participated in the 11 different clubs organized by the Company. In Turin (Italy), three hundred
athletes participated in 15 competitive sports, in partnership with other companies. In India, 190 employees
participated in cricket and volleyball tournaments.
Sports also provide a great opportunity for employees to interact. CNH Industrial supports the participation of its
employees in a variety of foot races, including the Chase Corporate Challenge in the USA and Australia.
In 2014, in Trappes (France), 14 female employees took part in la Parisienne race, which raised money to support
breast cancer research (see also page 118).
In Brazil, a Sports Day is organized each year for six thousand employees and their families, offering everything from
volleyball to training facilities, gymnastics, dancing, and activities for children. In India, Sports Days events are held
lasting for three days.
Courtesy Services
To assist employees in maximizing time and saving money throughout the work day, CNH Industrial offers a variety
of courtesy services at its sites.
At several of its locations, including in Brazil, China, Italy, Spain, Czech Republic, Poland, Russia, the USA, and
Australia, CNH Industrial continues to offer on-site cafeterias or other meal services for its employees. Other
services, like on-site dry cleaning drop-off and pick-up, are available at plants in Italy and the USA. At three facilities
in Italy, employees are able to renew their driver’s licenses at work, and in Brazil, employees are able to do their
banking onsite as part of the Internal Banking Program.
In the NAFTA Region, employees can benefit from discounted tickets to local museums and zoos through the
Company’s corporate memberships. Through negotiated employee purchase plans, employees in the USA can
also save money on certain expenses, such as phones or computers. In the UK, the flexible benefits portal gives
employees information on discounts they can receive at a variety of shops.
GLOSSARY
NAFTA
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In India, an Employee Help Desk Service was started in 2014 to provide support to all plant-based employees for
activities such as train ticket reservations, payments of school fees, check deposits, and miscellaneous bill payments.
Furthermore, in Regions where traffic congestion is a particular concern, CNH Industrial eases employees’
commutes to work by offering flexible working hours (see also page 97), bus services, or memberships of carpooling
programs (see also page 99).

LONG-TERM INCENTIVE PROGRAM
In 2014, CNH Industrial introduced a new long-term incentive program, covering a five year performance
period, 2014-2018, designed to engage and retain key leaders across CNH Industrial. Awards were granted
to approximately four hundred managers worldwide with the aim to strengthen key leaders’ commitments to
achieving the Company’s long-term goals.

GRIEVANCES ON LABOR PRACTICES
In 2014, formal labor grievances leading to collective disputes were filed worldwide against the Company by either
works councils, employee representative bodies, or unions.
In Spain, two complaints (both in favor of a group of employees) related to school subsidies for employees’
children, as envisaged by the Collective Labor Agreement (CLA) in force, were filed by a union, and
addressed and resolved by the conciliation body in charge of the mediation.
One grievance, related to the lack of information provided to the works council as per general local practice,
was addressed and resolved by a conciliation body established by the industry/area-specific CLA in Belgium.
Two grievances - one related to the transfer of employees from a company belonging to the joint venture
partner, and one related to the suspension of three employee-members of a union - were filed in South
Africa and settled before the Dispute Resolution Center of the Motor Industry Bargaining Council.
The aforementioned extra-judicial mechanism is common practice at unionized sites/plants in the USA and
Canada for individual complaints on various matters, provided that trade unions file their grievances against
the Company according to the procedures and mechanisms set forth by the applicable CLA.
Almost 39% of the 126 grievances filed in North America in 2014 were related to attendance, 12.7% to
issues associated with either CLA or Company policy violations, 11.9% to overtime and pay, 10.3% to
job performances, and the same percentage to misconduct. The remainder was equally divided between
grievances related to termination and to discipline. In total, 72% of the grievances were resolved, with the
highest percentage of resolutions relating to misconduct (92%), attendance (90%), and overtime and pay
(87%). If a grievance cannot be resolved by the conciliation body, the employee can appeal to an arbitrator.
However, there have been very few such cases in North America, and just one ruling on labor matters
against CNH Industrial in the past four years. A similar practice is in place at certain US non-unionized sites,
where conciliation bodies, known as Peer Review Committees for Suspension and Termination (see page
82), are established according to Company policy. In 2014, these committees dealt with 37 complaints and
resolved all of them.
In the LATAM Region, two complaints were filed against the Company in Venezuela, and addressed by the
conciliation body established as per Company agreement. Both disputes - one related to the applicable
CLA, and one related to dismissals resulting from a restructuring plan - were settled by the mediator.
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HUMAN AND LABOR RIGHTS
2014 STAKEHOLDER INTERVIEWS
CNH Industrial respects and promotes human rights in keeping with national laws, the
fundamental Conventions of the International Labour Organization (ILO), the UN’s
Universal Declaration of Human Rights, and the OECD Guidelines for Multinational
Respecting and supporting human
Enterprises.
In addition to setting out principles of professional conduct, the Company’s Code of
rights by global organizations can
Conduct also underscores the importance of respect for the individual.
influence local companies in emerging
The Company is committed to ensuring respect for fundamental human rights wherever
markets to improve workers’
it operates and seeks to promote respect for these principles by others where it has an
conditions and community wellbeing
influence, particularly contractors, suppliers, and all other entities and individuals with
whom it has a business relationship. In fact, the Company will not establish or continue a
relationship with an entity or individual that refuses to respect the principles of the Code.
CNH Industrial is opposed to any form of forced labor. The Company is committed
to providing equal opportunities to all employees in the workplace and in their
M. Grisanti, National Committee for UNICEF
professional advancement, free from any form of discrimination, particularly that
based on race, gender, disability, age, nationality, religious or personal convictions, or
regarding other protected groups. CNH Industrial does not employ any form of child
labor, meaning individuals younger than the legal working age in the country where the work is carried out, and, in
any event, employs no one younger than fifteen, except where an exception is expressly provided by international
conventions or local legislation.
CNH Industrial respects freedom of association. The Company recognizes the right of its employees to be
represented by trade unions or other representatives established in accordance with local applicable legislation.
When engaging in negotiations with such representatives, CNH Industrial seeks a constructive approach and
relationship (see also page 59).
The Company seeks to implement a variety of measures to help employees address human rights in the course
of their regular work. Specifically, in 2014, approximately four hundred hours of training were given to over five
hundred employees, focusing on human rights and on the principles of non-discrimination.

DIVERSITY AND EQUAL OPPORTUNITIES
The Code of Conduct confirms CNH Industrial’s commitment to offering all employees equal opportunities in the
workplace and in their professional advancement. The head of Human Resources of each Region is responsible for ensuring
that, in every aspect of the employment relationship, be it recruitment, training, compensation, promotion, relocation,
or termination of employment, employees are treated on the basis of their ability to meet the requirements of the job.
The Company rejects all forms of discrimination, and specifically discrimination based on race, gender, sexual orientation,
personal and social status, health, physical condition, disability, age, nationality, religious or personal beliefs and regarding
other protected groups.
Offering career opportunities and advancement free from discrimination while encouraging and respecting
diversity are among the commitments emphasized in the CNH Industrial Human Capital Management Guidelines
and CNH Industrial Human Rights Policies available on the Corporate website and on the Intranet portal.
Given CNH Industrial’s global presence, there may be significant differences in legislation among countries where
the Company operates, as well as different levels of awareness, concern, and ability among employees in applying
the principles of non-discrimination. The Company Code of Conduct and specific policies ensure that the same
standards are applied worldwide. Indeed, as stated in the Code of Conduct, Company standards supersede in
jurisdictions where legislation is more lenient.
In addition, a variety of Company initiatives are in place to build awareness of the importance of a diverse and
inclusive workforce. This is the case in the NAFTA Region, where a specific Equal Employment Opportunity Policy
ensures that relationships with employees, applicants, suppliers, and subcontractors are non-discriminatory, that
management practices are developed aiming at affirmative action goals in compliance with the law, and that a work
environment is fostered free from discrimination and harassment.
The responsibility for diversity management lies with the heads of Human Resources of each Region, who report
to the Chief Human Resources Officer, a member of the GEC. Each one of them is responsible for the overall
implementation of the Code of Conduct, and for the internal and external communication of the principles of the
Code and its policies. A Compliance Helpline was activated in 2014, i.e., a web platform managed by a third party,
enabling customers to ask questions or report possible violations of the Code of Conduct, Company policies, or
applicable laws (see also page 57).
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Men and Women
The promotion of equal opportunities for men and women in the workplace is an objective shared by the Company
and by employee representatives alike. This issue forms part of the social dialogue of each country, and follows
local regulations and practices. In Italy, CNH Industrial legal entities with more than one hundred employees are
required (under article 46 of Italian Legislative Decree no. 198 of April 11, 2006, and subsequent amendments) to
present a report on male and female employment every two years.
In 2014, the report for the period 2012/2013 was presented to union representatives and to the Regional equal
opportunities advisor. These complex and multifaceted reports contain information on, among other things, training,
rates of pay, promotion, and turnover.
The specific collective labor agreement envisages the setting up of an equal opportunities commission in each
CNH Industrial legal entities, made up of Company representatives and workers. The commission is tasked with:
monitoring employment conditions for women (also with reference to the two-year report); studying the feasibility
of, and implementing initiatives aimed at, promoting affirmative action and encouraging behaviors consistent with
equal opportunity principles; preventing discrimination, including that linked to workers’ gender, race, or lifestyle;
and examining any other disputes from an equal opportunity standpoint. It is worth mentioning that, of the 192
trade union agreements stipulated at Company level worldwide in 2014, nine also deal with equal opportunities
matters (see page 105).

FEMALE EMPLOYEES
CNH INDUSTRIAL WORLDWIDE

BY REGION

BY CATEGORY
SALARIED

NAFTA

33.9%

22.6%

LATAM

12.6%
EMEA

PROFESSIONAL

24.0%
HOURLY

57.8%
APAC

41.0%

7.0%
MANAGER

1.1%

A study carried out in October 2014 on 99.8% of CNH Industrial’s workforce globally showed that around
20% of workers are represented by joint committees, i.e., organizations comprising Company and worker
representatives, with expertise in equal opportunities. It should be noted that, within the scope of trade
union agreements and joint bodies, the concept of equal opportunities is not limited to gender equality.
Women at CNH Industrial represent approximately 14% of the global workforce. In 2014, the percentage
of women in the Company’s workforce increased by 3% over the previous year. There was an increase
in women employees in all Regions (except APAC) compared with 2013. Despite a 10% increase,
LATAM has less female employees (approximately 13%) compared to Company average, mainly due
in percentage to the predominance of hourly employees, which represent 71% of the Region’s total workforce and of
employees which the majority are men.
Specifically, female employment is concentrated in the 31 to 40-year age group, and among those with 6 to
10 years of employment at CNH Industrial.
The proportion of female workers in each employment category has remained more or less unchanged compared
to the previous year, apart from an approximately 4% increase in women employees within the manager category.
As regards distribution by qualifications, 75% of female employees have a medium/high level of education
(37% hold a university degree or equivalent, and 38% a high school diploma). About 73% of the Company’s
GLOSSARY
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APAC; EMEA; LATAM;
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For more information, see the tables in the Appendix on pages 246-249.
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Minorities
CNH Industrial’s commitment to diversity and inclusion involves a range of initiatives to help employees work in an
open, flexible, and challenging environment. Studies are carried out every one or two years to monitor quantitative
changes and improvements.
In 2014, a survey1 was carried out in 44 countries, covering 99% of the Company’s workforce, to monitor
employment of disabled workers. The regulations in certain countries (including Austria, Brazil, France,
Germany, Italy, and Spain) require companies to employ a minimum percentage of disabled workers, which may
also vary in relation to the headcount of the company or plant, since in many cases the requirement is only applied
to facilities with a headcount exceeding a certain threshold. These laws also give employers the alternative option
of paying contributions to specific funds for the differently abled, or of establishing agreements with the relevant
bodies for the phased-in hiring of these individuals, or of pursuing other arrangements specifically defined by legal
provisions. The survey showed that in these countries (15 mapped, accounting for about 68% of the Company’s
global workforce) disabled workers make up 3.3% of total employees (versus the 3.1% reported in the 2012
survey). This average is the result of different scenarios and of local legislation which establishes minimum quotas
ranging from 1.6% to 7%. These are calculated on, or with reference to, the headcount.
The survey also showed that differently abled women account for 24% of the total surveyed, ten percentage
points more than the percentage of total female employees in the entire workforce (14%). In many other countries
(including Argentina, Australia, Belgium, Canada, Mexico, Poland, the UK, and the USA there is no legislation
relating to the employment of disabled people that establishes minimum quotas, although in some cases other
forms of protection exist (i.e., related to working hours or workplace environments, specific grants/benefits for
companies employing differently abled workers, etc.). In these countries (29 mapped by the survey) there are
objective limitations to reporting the number of disabled workers, as the information is sensitive and often subject
to data protection legislation; as a result, the Company is only aware of an employee’s personal status if he/she
chooses to disclose it.
In Brazil, due to the limited presence in the labor market of disabled workers and/or disabled workers with the
skills necessary for employment, the FPT Industrial and Iveco plants in Sete Lagoas continued the Inclusão Eficiente
(Efficient Inclusion) project launched in 2010 in collaboration with the Ministry of Labor. The project envisages
twice yearly meetings between the Company and the relevant authorities and determines the number of disabled
workers to be hired, together with the best approach (including training and educational programs) and timescale
for their integration. It is envisaged that the program will be completed in 2015 with the fulfilment of all the
remaining quotas for disabled employees.
In November 2012, Iveco France drew up a three-year agreement, with the approval of all five trade unions
represented, which sets out specific policies and actions aimed at the recruitment, training, and development of
differently abled people, along with their long-term employment. In Italy, in order to fulfill its obligations under
Italian Law 68/99, various CNH Industrial legal entities defined or restarted the agreements process with the
relevant authorities (suspended in previous years, in accordance with the law, due to the implementation of
extraordinary temporary layoff benefits and collective redundancy schemes), designed to promote the inclusion
of disabled people in the workforce. These agreements, provided for under current legislation, are a suitable
mechanism for meeting society’s wish to find employment for differently abled people, in that they balance the
needs of the individual with the organizational and productivity requirements of the company. However, persisting
economic difficulties for some business lines, and the consequent recourse to extraordinary temporary layoff
benefits and collective redundancy schemes at certain Company plants/sites, resulted in both the suspension of
these obligations, under applicable law, and the deferment of hirings scheduled for certain plants/sites.
An employee nationality survey2 was carried out in 11 countries at CNH Industrial legal entities, comprising
85% of the Company’s workforce worldwide. The survey evidenced that 3% of employees (same percentage
in 2013), evenly distributed between men and women, belonged to a nationality other than that of the
country surveyed. As in previous years, Germany was once again the country where CNH Industrial legal
entities employed the highest percentage of workers of a nationality other than that of the host country, with
9% non-German employees.

(1)
(2)

The survey, carried out on October 31, 2014, is performed biannually.
Survey carried out on October 31, 2014 in Argentina, Belgium, France, Germany, Italy, Poland, Canada, USA, Brazil, Spain, and the UK.
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Managers of Local Nationality
CNH Industrial encourages the appointment of local managers in all countries. However, international appointments
may be made if considered as development opportunities for talented individuals, or to bring specific skills and
expertise to other countries. When that happens, the appointed manager is required to invest in the selection and
development of a local successor. This also ensures that specific skills and expertise are successfully transferred
across countries.

MANAGERS OF LOCAL NATIONALITY BY REGION
CNH INDUSTRIAL WORLDWIDE (%)

EMEA
NAFTA
LATAM
APAC

2014
82
91
81
52

2013
81
91
68
42

2012
80
91
57
42

Based on a CNH Industrial worldwide survey, figures in EMEA and NAFTA in 2014 were consistent with the
previous year, whereas in LATAM and APAC local managers increased by 19% and 24% respectively. For details,
see also page 247.

CHILD LABOR
As stated by the Code of Conduct, CNH Industrial does not employ child labor. Specifically, it does not employ
people younger than the minimum legal age for employment in force where the work is carried out and, in any
case, younger than fifteen, unless an exception is expressly provided for by international conventions and by local
legislation. CNH Industrial is also committed to not establishing or maintaining working relationships with suppliers
that employ child labor, as defined above (see also page 159).
In 2014, CNH Industrial surveyed 100% of its total workforce 4 to assess the level of compliance with the Code
of Conduct with regard to child labor, confirming that none of its legal entities employed individuals under the
statutory minimum age for employment or apprenticeship set by local legislation.
The survey also showed that no minor under the age of 18 employed by CNH Industrial under a regular employment
or apprenticeship contract was exposed to hazardous working conditions5.

FREEDOM OF ASSOCIATION AND COLLECTIVE BARGAINING
Under the CNH Industrial Code of Conduct, Company employees are free to join a trade union, in compliance
with local law and the regulations of the various trade union organizations.
CNH Industrial recognizes and respects the right of its employees to be represented by trade unions or other
representatives established in accordance with applicable local legislation and practice.
In 2014 (figures as at October 31, 2014), a survey on unionization was carried out in 28 countries where CNH
Industrial operates, and where, at the time the data was collected, 83.7% of the total workforce worldwide was
employed. Freedom of association is regulated by country-specific legislation.
In certain countries (such as Australia, France, Germany, and Switzerland), surveys on the level of trade union
representation cannot be conducted because union membership is considered an employee’s personal and private
choice and, as such, is not communicated to the employer. In others (such as Denmark, Sweden, Norway, and
Finland) this information can only be obtained following a request, with grounds, from the employer. At the time
the survey was conducted, the countries excluded due to privacy data protection employed 15.6% of CNH
Industrial employees, whilst the remaining countries not included in the survey employed 0.7% of the global CNH
Industrial workforce.
It should be noted that, at the time of the survey, the countries with no employees affiliated with a trade union
employed 1.2% of the population mapped.

GLOSSARY
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(4)
(5)

Study conducted on the total workforce as at October 31, 2014.
For the purposes of the study, hazardous working conditions include: work with dangerous machinery, equipment or tools; the manual
handling or transport of heavy loads; exposure to hazardous substances, agents or processes; exposure to health-damaging temperatures, noise levels, or
vibrations; and work under particularly difficult conditions (long hours or night shifts).
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a

UNION MEMBERSHIP

CNH INDUSTRIAL WORLDWIDE (%)

Key
Union membership
non Union membership

84.52

Venezuela

15.48

Belgium

80.59

19.41

Mexico

79.63

20.37

75.04

Poland
Austriab

70.19

24.96
29.81

Spain

66.80

33.20

Ethiopia

66.67

33.33

Argentina

61.85

UK

54.78

38.15
45.22

Czech Republic

42.89

57.11

Italyc

42.00

58.00

Netherland

39.22

South Africa

38.36

USA

20.90

Brazil
India

10.67
7.08

China

4.12

Canada

3.25

60.78
61.64
79.10
89.33
92.92
95.9
96.75

Slovakia

100

Serbia

100

Russia

100

Romania

100

Portugal

100

Luxemburg

100

Lithuania

100

Ireland

100

Bulgaria

100

Ukraine

100

(a)
(b)
(c)

Survey carried out on October 31, 2014.
In Austria, this information is permissible only in some legal entities. 68.1% of the workforce was mapped.
Figures for Italy updated as at December 31, 2014.
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Representative Bodies
Representative bodies, normally elected by workers at the plant concerned, have the right to be informed and/or
consulted and/or to enter into negotiation on issues that, as defined by law or applicable collective agreements,
may include health and safety in the workplace, wages and benefits, organizational issues (working hours, shifts,
collective vacations, etc.), training, equal opportunities, company restructuring, collective redundancy, etc.
In the countries of the European Union, the establishment of employee representative bodies is envisaged
for companies and/or sites where employee numbers exceed the minimum limits specified by national
laws or procedures. In North America, these organizations are only present at sites where a trade union
is already established. A survey carried out on October 31, 2014 in 47 countries, where 99.7% of CNH
Industrial workers were employed, revealed the absence of any employee representative body in 23 of
these countries (comprising only 0.8% of the sample surveyed). Worldwide, almost 78% of employees
were covered by representative bodies.

78%

of employees covered
by representative

Joint Committees
In October 2014, a survey conducted on 99.8% of all Company employees located in 44 countries showed
that about 80% were represented by occupational health and safety joint committees (i.e., committees
made up of company and worker representatives). Other joint committees with responsibility for equal
opportunities, training, and pay were found to represent 20%, 9%, and 10%, respectively, of the employees
surveyed. Moreover, 40% of those surveyed were represented by joint committees that deal with other issues,
including:
Peer Review Committees for Suspension and Termination, in place at several locations in the USA and Canada.
The Company has a Review Panel procedure in place for the timely resolution of eligible employees’ complaints
about formal disciplinary actions, including suspensions and discharges. The Company may, at its sole discretion,
exclude from panel review any formal disciplinary action that involves a violation of the Company’s discrimination,
harassment, or workplace violence policies. A Review Panel consists of three employees and two supervisors,
and is facilitated by a Plant Human Resources representative or other trained individual. The facilitator is not
a voting member of the Panel, but is responsible for facilitating the Panel Review hearing and seeing that the
process is administered in a fair, consistent, and orderly fashion
Joint Committees, mainly established in the EMEA Region, for the interpretation of collective agreements, the
management of apprenticeships, and for social issues relating to single workers, housing, employee transportation,
and cafeterias
Joint Committees focusing on Production Systems and Organization at plant and/or production unit level, with
the aim of facilitating the implementation of initiatives to achieve shared goals such as the optimization of work
station ergonomics, as well as joint committees overseeing absenteeism, established in Italy according to the
Collective Labor Agreement (CLA).

bodies

DISTRIBUTION OF JOINT COMMITTEES BY TYPE
CNH INDUSTRIAL WORLDWIDE

a

PAY

7%

OCCUPATIONAL HEALTH AND SAFETY

40%

TRAINING

8%

EQUAL OPPORTUNITIES

7%

OTHER

38%
GLOSSARY
EMEA

(a)

Data refers to the 44 countries covered by the survey.
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HUMAN CAPITAL DEVELOPMENT

2014 STAKEHOLDER INTERVIEWS

One of CNH Industrial’s key challenges is growing and adapting to a constantly changing
Having the best people is key to
environment. The Company understands that the nature of today’s socio-economic
being the best company
context calls for leaders able to evolve. A solid people management process is the key
to success because it includes employees in the Company’s business goals, makes the
most of employee talent, and fuels workforce motivation. CNH Industrial is committed
to supporting its employees through training initiatives, and by recognizing and rewarding
Novak, Martin Implement Dealer, USA
their achievements and contributions to business results. In this manner, the Company
not only measures itself against today’s expected levels of global competitiveness, but also
gains insight into potential improvements and succession plans that are essential for building the Company’s future.
The Leadership Development function comes under the Human Resources Department, directly reporting to
the Chief Human Resources Officer (CHRO), and is committed to developing human capital within the Company.
This corporate team has dedicated resources in all Regions that directly support the Chief Operating Officer’s
Human Resource Business Partners (HRBP). The main responsibilities of the function are to oversee and deploy the
Performance and Leadership Management (PLM) process throughout the organization, to define and implement
the Succession Planning and Talent Review process, as well as more broadly to oversee talent management. As part
of the latter process, Leadership Development partners with internal stakeholders (senior business leaders and the
HRBPs) and with external institutions to identify the most critical business needs, and develop the best leadership
development solutions specifically to answer those needs. The goal is to help the organization develop an internal
pipeline to fill critical leadership roles in the future, thus contributing to the long-term success of the Company.
The conviction that people are the Company’s greatest asset is the baseline principle of the Human Capital
Management Guidelines, which aim to increase organizational effectiveness. These guidelines provide indications
for all HR functions and managers worldwide on supporting and promoting the development of employees.

PERFORMANCE AND LEADERSHIP MANAGEMENT
Five key principles, set out in the CNH Industrial Human Capital Management Guidelines (publicly available on the
Corporate website), underpin the Company’s approach to the management and development of human capital:
meritocracy – rewarding excellence
leadership – a key driver in managing change and people
competition – a factor to be embraced and encouraged
best-in-class performance – a core benchmark
accountability – delivering on promises.
These principles are embodied in the Performance and Leadership Management (PLM) appraisal system, adopted
worldwide to assess employees (managers, professionals, and salaried). It is one of the key processes used by CNH
Industrial in the management and development of human resources. Through the PLM process, specific targets are
set to help guide and assess employees based on their results, attitude, and behavior.
The CNH Industrial Leadership Development function implements the five key principles according to the following
pillars, which are also defined in the guidelines:
skills are an asset to be developed and shared. CNH Industrial is committed to helping people adapt in real-time
to change in an increasingly complex world. As employee development and the continuous improvement of
Corporate performance are closely interrelated, the Company’s main objective is to increase the value of human
resources through targeted programs. Indeed, training and knowledge management contribute to continuous
improvement by developing cultural skills, reinforcing the Company’s identity, and spreading its values
leaders are the best guarantee for the future. To promote the value of leadership, CNH Industrial leverages a
specific model based on two main dimensions - leading the change process and leading people. This is achieved
by encouraging cultural change and enhancing leadership values to achieve outstanding results
Talent Management and Succession Planning are central. Talent Management is a key lever in achieving the
Company’s talent development goals and releasing the potential of its people. Attracting, retaining, and
developing leaders that can face future challenges, prioritizing the development of internal resources, is crucial
to effective succession planning. A consistent, global approach that encourages cross-functional and crosssegment mobility across Regions allows Company-wide capitalization of the talent management process, and
constitutes an essential competitive advantage. This process ensures that the leadership pipeline is continuously
fed at all levels of the organization.

GLOSSARY
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Performance Management System
As part of the performance management system, managers and employees sit down at the beginning of each
year and discuss individual targets to be achieved during that year. Then, at year-end, individuals are evaluated on
performance (i.e., achievement of business targets) and leadership (i.e., the ability to lead change, work as part
of a team, and manage people). These two dimensions – performance and leadership – are plotted on a ninesquare grid, to provide a brief assessment of the employee’s results. Consistency in the evaluation process
is achieved by comparison with the ratings of other employees in the same category/role. Calibrations
within an expected distribution curve reduce the risk of inequity and align appraisal outcomes through
defined criteria. The final results are discussed in an open dialogue between manager and employee on
areas identified for improvement, contributing to validating the employee’s performance and strengthening
his/her bond with the organization. Upon completion of the process, employees can access their evaluation
online, enter details on their professional aspirations, and request specific training to address areas identified for
improvement, such as coaching, exposure to top management, etc.
This unique skills-mapping and appraisal process is supported by IT systems that give managers full access to upto-date information on the people within their organizational unit, as well as those only indirectly in their reporting
line. In this way, individual employee performances are accessible and can be examined by top management within
the organizational structure.
During 2014, performance and leadership mapping was carried out on 23,912 employees (of whom 5,258 were
women), including all managers and professionals and 87% of salaried employees. The latter was a significant
increase from the 66% mapped in 2013, and comprised more than 1,800 new employees, mainly in France,
Germany, Czech Republic, and Spain. Every year, a training program on Performance and Leadership Management
(PLM) for managers and employees is rolled out in each Region. In 2014, more than three hundred training
sessions were managed worldwide (more than 230 in EMEA) with over 3,400 employees and managers taking
part. Additional web-based training was made available to all managers and employees worldwide to support the
process, and Leadership and PLM sections are available on the Corporate Intranet.
CNH Industrial’s Chairman and CEO firmly believe that an organization’s success is based on its personnel and, for this
reason, they directly involve themselves in the PLM process. In 2014 they spent a day analyzing the results of the PLM
process, focusing on top managers. In addition, the CEO spent more than two full days with the Regional and business
Chief Operating Officers, focusing on their leadership teams. This process serves as the basis for all employee-related
management decisions, and is a fundamental element in Talent Management and Succession Planning.
In addition to the PLM evaluation process, other individual performance appraisal processes are in place around
the world. In 2014, such systems were applied to 4,338 men and 567 women, for a total of 4,905 employees (of
which 87% were hourly).
In line with CNH Industrial’s Achieve and Earn philosophy, designed to promote a high-performance culture and
reward those who achieve results based on performance and leadership, the results of PLM assessments are
used as the basis for the individual contribution component of eligible employees’ variable compensation. This
demonstrates the extent to which the Company values a high-performance culture focused on results, and
rewards achievements (performance) and the means to achieve those results (leadership).

TALENT MANAGEMENT AND SUCCESSION PLANNING
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CNH Industrial operates in dynamic, highly competitive industries where success is achieved through the presence
of talented individuals within the organization, and by appointing the right people to key positions. These objectives
form the basis of the Talent Management process, which identifies the most talented employees and fast tracks their
development. The selected individuals are offered professional opportunities that allow them to gain experience in
other geographic areas or segments, enabling the Company to develop effective succession plans that give priority
to candidates from within the Company.
The process is conducted in a uniform manner across countries, functions, segments, and levels of the organization.
Key individuals, selected on the basis of their professional profile (in terms of performance and leadership) and
potential for growth in positions of greater responsibility, are evaluated through a process that directly involves
management, from the immediate supervisor to top management.
In June 2014, the CEO held the first CNH Industrial Talent Review together with top management. The Group
Executive Council (GEC) dedicated one full day to review 160 key leadership positions and 332 successors for first
line positions, including the assignment of key roles, the assessment of 274 talents along with initiatives to support
their development, and international/cross-functional career plans.This was the final step in a comprehensive
company-wide process led by each GEC member within their individual functions.
The program focused on ensuring that all key leaders were developing both a short-term and long-term succession
plan. Through this process, attention was focused on talented individuals with less experience, not yet widely
known within the organization but meriting investment as potential leaders for the future.
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Top Management Seniority
The importance that CNH Industrial gives to the development of its internal human resources is demonstrated
by an average length of service within the Company of 19 years for the members of the GEC, ranging from 6 to
44 years. The 184 Business Leaders that report directly to GEC members have an average length of service of 15
years, ranging from less than 1 to 44 years.
In 2014, 211 managers were promoted internally, while 33 were hired from outside the Company.

TRAINING AND DEVELOPMENT
CNH Industrial believes that employee training is key to skill management and development. Training allows sharing
operational and business know-how, as well as the Company’s strategy and values.
CNH Industrial applies a Training Management Model to enable a more effective and flexible response to evolving
training needs arising from changes within the Company and in the economic environment.
The Company manages training through a four-step process: training needs identification, content development,
program delivery, and reporting. Ownership of each lies with different corporate functions, depending on the
areas of content or expertise to be enhanced.

CNH INDUSTRIAL TRAINING MANAGEMENT MODEL

Management, leadership and
development

CONTENTS

14%
Business and job related skills
(manufacturing, product development,
marketing, etc.)

81%

TRAINING
NEEDS
DEFINITION

CONTENT
DEVELOPMENT

PROGRAM
DELIVERY

REPORTING

Shared tools, languages, soft skills,
legal and compliance, ethics, etc.

5%
BUSINESS &
HR FUNCTION

BUSINESS &
HR FUNCTION

BUSINESS &
LOCAL/REGIONAL HR

BUSINESS &
LOCAL/REGIONAL HR

The Training Management Model is business-oriented; business functions are therefore deeply involved in the four
steps of the training process for content areas such as:
management, leadership, and development
business and job-related skills
shared tools, languages, soft skills, legal aspects and compliance, ethics, etc.
The Leadership Development function of Human Resources facilitates the overall training process by providing
both functional and regional support.
CNH Industrial manages the overall training process through a global Learning Management System, an
Internet-based corporate tool available to employees via Corporate Intranet. The Learning Management System
allows defining and managing a comprehensive learning process for each employee based on business, location,
and/or specific individual needs.
The Leadership Development team serves as the Training Committee, specifically monitoring the implementation
of CNH Industrial’s Training Management Model. It comprises representatives of HR Leadership Development
EMEA, NAFTA, LATAM, and APAC, HR Training EMEA, and HR Leadership Development FPT Industrial.
The head of Leadership Development, reporting to the Chief Human Resources Officer, serves as the Chairman
of the Training Committee.
CNH Industrial builds upon segment-specific training programs, deeming that the most effective solutions are
specifically tailored to individual needs.
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Training effectiveness and efficiency is monitored and measured on an ongoing basis using KPIs such as the
Kirkpatrick scale1. Training effectiveness is evaluated on the basis of:
participant satisfaction with the initiative (reaction)
improvement in individual knowledge/skills (learning)
applicability of concepts learned to work processes (behavior).
To verify whether the desired outcomes have been achieved, the Leadership Development team centrally monitors:
number of participants involved in training initiatives
hours of training
direct cost of training.
Each function is then responsible for providing and for locally following up on the above information.
Training in Numbers
In 2014, CNH Industrial invested $6.2 million in training. The training strategy relies on the use of inhouse experts in the teaching process, reducing the total investment. A total of 803 thousand training
hours were provided to approximately 42 thousand individuals, of whom 84% were men and 16%
were women. Of the total employees participating in training, 49% were hourly, 49% salaried and
professionals, and 2% managers.
Each employee received an average of approximately 19.1 hours of training (hourly employees
averaged 18.0 hours, professionals and salaried employees 20.7 hours, and managers 11.9 hours)
compared with the average of 13.9 hours in 2013. Female employees received an average of 17.9
training hours each, male employees an average of 19.3 each.
In addition, around 253 thousand hours of training on occupational health and safety
topics were delivered to about 32 thousand employees (of whom 24 thousand were hourly),
and approximately 42 thousand hours of training on environmental issues delivered to around
24 thousand employees (see also pages 90; 170).
Investments in classroom, online, and on-the-job training focused primarily on the development of jobspecific expertise (81%), language and other programs (5%), and management skills (14%).
Most corporate learning campaigns are delivered online, which allows individuals to pursue training when most
convenient and minimizes work disruption by allowing them to remain in their place of work.
The Company disseminates the principles of the Code of Conduct and the values of good Corporate Governance
to all employees, irrespective of level or role, through specific periodic training and other information channels.
In 2014, approximately 18 thousand hours of training on human rights and other Code of Conduct aspects,
along with anti-corruption training, were given to approximately 18 thousand employees (see also pages 59; 77).

$6.2 million

spent on employee

training

EMPLOYEE DEVELOPMENT PROGRAMS
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CNH Industrial firmly believes that a more skilled and knowledgeable workforce enhances the value of human
capital and contributes to employee satisfaction, which correlates strongly with improved performance. Key to
individual development is the relationship with the manager, who regularly guides and coaches employees. In
addition, and to complement and further support development, the HR Department proposes specific programs,
for the most part customized according to people’s individual needs.
Specifically, the Lead to Win development program was launched for selected, talented non-managerial employees
with the aim of involving them in an Action Learning Project. In NAFTA, 2014 marked the second year of this
initiative, and CNH Industrial is working to bring the program to other Regions in the coming years.
The Lead to Win program was created to accomplish several key objectives:
assess the leadership capabilities of emerging talent and create an individual development plan to help prepare
for success in a CNH Industrial leadership role
help employees grow in their understanding of the business, beyond their normal day-to-day experience,
working on projects that offer real solutions to business problems
provide participants with an opportunity to collaborate and build relationships with talented peers from across
the organization
allow participants significant exposure to senior leadership in the organization.
In 2014, the Working as One Company campaign, promoted by the Internal Communications Department, was
rolled out globally with the aim of actively building a culture to support and drive behaviors aligned with business
strategy. The campaign was deployed through specific communications and training initiatives, such as town hall
meetings, and staff and team meetings.

(1)

The Kirkpatrick scale is a methodology for evaluating the effectiveness of training courses; it involves different levels of measurement, and is applicable to
any organization.
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CNH Industrial continually works on enhancing the employability of its personnel. The Job Posting program is active in
the majority of the countries in which CNH Industrial operates, with the aim to promote internal mobility.
Job Posting works as an internal marketplace where supply and demand for professional opportunities come
together in a transparent and efficient manner, following some key principles:
giving visibility and priority to internal candidates
encouraging a self-driven and proactive approach from employees
developing a new relationship at various levels of the organization between the individual and his/her manager
fostering transparent relations with the employee (giving clear feedback to all candidates during the selection process).
Each Region posts open positions, making them visible to all employees within the Region. In some cases, employees
are also allowed to apply for positions outside of their Region.
Over the course of 2014, the program advertised 1,220 positions, and more than three thousand internal candidacies
were received from all over the world. The majority of the positions were posted in NAFTA and EMEA.
The Company also develops specific programs to manage career endings, helping employees transition to new jobs
and re-orient themselves in the job market. An internal analysis revealed that outplacement services, outsourced
to external partners, are available in 21 countries. Based on specific needs, and at the Company’s discretion, CNH
Industrial offers outplacement services to managers, provided by carefully selected external partners. In 2014, the
service was utilized by approximately thirty people, mainly in Italy and the USA.

PEOPLE SATISFACTION SURVEYS
CNH Industrial recognizes that people satisfaction surveys are a useful tool not only for measuring the level of
employee satisfaction, but also for identifying improvement opportunities that meet the needs and expectations
of the entire organization.
In 2014, across Regions, CNH Industrial started to gather information provided by departing employees during
their exit interviews/surveys. The goal was to help organizations understand what employees look for in a new
organization, to determine how actively they had been seeking new employment (or were recruited by other
organizations), and to design action plans addressing any potential areas of dissatisfaction.
In NAFTA and LATAM, for example, departing employees are asked to complete a questionnaire about
management, career development, Company culture, and the work environment. Human Resources consolidate
data on a monthly/quarterly basis and share specific business unit feedback with the relevant managers, in order
to address specific concerns within their areas. CNH Industrial’s results and reputation are benchmarked against
external competitors, based on comments and feedback from current employees.
Interviews provide the Company with important and useful information that is ultimately an indication of employee
satisfaction.
Furthermore, in 2014, 850 employees in Mexico took part in the annual Great Place to Work Institute survey, to
assess their level of labor culture improvement since receiving the Institute’s certification.

FOCUS ON

CNH INDUSTRIAL AMONG BEST COMPANIES
TO WORK FOR IN BRAZIL
In 2014, CNH Industrial was classified among the 150 Best Companies to Work For in Brazil, within the scope
of the most important organizational climate survey in the country. The survey was conducted by Voce SA
Magazine (published by Editora Abril, one of the largest and most influential media and educational groups in
Latin America), in partnership with Fundação Instituto de Administração of the University of São Paulo, one of
Brazil’s leading higher education institutions, recognized throughout the world in a number of rankings. CNH
Industrial successfully completed a series of stages in order to be included on the list. First, a report was drawn
up summarizing various human resources policies and practices in the Company, divided into seven categories:
strategy and management, leadership, compensation, careers, health, development, and corporate citizenship.
At the same time, nine hundred employees were selected at random by the publisher to answer an
online satisfaction questionnaire consisting of 64 questions covering various issues relating to identity,
satisfaction and motivation, learning and development, and leadership. In the final stage, a journalist
from the magazine visited the Company to meet employees and the heads of Human Resources.
The result reflects the efforts and commitment of all employees to making CNH Industrial
one of the most respected and high-profile companies in Brazil.
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INTERNAL CULTURE DEVELOPMENT AND COMMUNICATION
In 2014, one of the Company’s primary objectives was to support change management and integration, continuing
the process started in 2013.
As part of these efforts, CNH Industrial carried out a series of internal communication initiatives focused on:
aligning employees with Company goals and results
spreading and fostering the Company culture through a variety of communication tools and initiatives
supporting motivation and people engagement.
At CNH Industrial, the Internal Communications function is a center of expertise within Human Resources. The
global head of Internal Communications reports directly to the Chief Human Resources Officer and is responsible
for a team organized according to Company-wide processes (Corporate Messages and Publications, Intranet and
New Media, and Internal Campaigns and Events) and regional activities. The manager of each process reports
directly to the head of Internal Communications, as do the four managers responsible for communications activities
in the EMEA, NAFTA, LATAM, and APAC Regions. The Regional Internal Communications managers also work in
coordination with the Regional heads of Human Resources.
In 2014, CNH Industrial continued to ensure internal alignment and constant information throughout
the organization via several communication channels. In particular, its employee magazine LINK, printed quarterly
in 14 languages and with a circulation of over seventy thousand, delivered success stories from across the globe to
unite the Company and align employees with common goals. The Company also circulated the CNH Industrial Post
newsletter, designed to deliver information on the quarterly results to both salaried and hourly employees in local
languages and in easy-to-read digital and poster formats.
Moreover, a Company results presentation, designed specifically for internal use, was shared through town hall
meetings held across all Regions. Thanks to these events, employees had the opportunity to listen directly to
top management on the subject of earnings results, and to ask questions. A survey was carried out following
the meetings, and the response in each of the Regions showed that the events were appreciated by over 90% of
participants.
During the year, CNH Industrial continued to develop initiatives aimed at spreading and fostering the
Company culture. Among these was the Working as One Company campaign, a flash video designed to present
figures and specifics on CNH Industrial and its brands, explain the new organizational structure, and illustrate
required behaviors and ways of working (see also page 86). Moreover, an Orientation Handbook was created for
new employees to present the Company in a consistent way, while providing specific information on local policies
and services.
CNH Industrial improved its monitoring and feedback system in 2014, with a focus on enhancing the measurement
of the effectiveness and reach of its communication tools. For salaried employees, the Company utilized electronic
surveys to solicit feedback on local events in all Regions. Moreover, in the NAFTA Region, a feedback campaign
and quiz was carried out locally at three plants to better understand how to improve communication to hourly
manufacturing employees.

OUR PROJECTS

SUSTAINABLE BEHAVIOR CAMPAIGNS
CNH Industrial launched several campaigns to promote sustainable behaviors and foster education and awareness on key
subjects. The Action for Road Safety initiative continued to educate employees on best practices and safe driving etiquette, in
particular through a series of communication highlights related to the Ten Golden Rules of Road Safety (see also page 124).
The Traveling to Cost Savings and Smart Traveling campaigns were aimed at informing employees of relevant
policy changes through animated infographics, while educating them to take a responsible approach to
business travel. The Videomeeting campaign encouraged employees to use telepresence, as a more
sustainable option to business meetings, instead of traveling (see also page 101). The A Call for
Cost Savings campaign informed employees of ways to reduce spending by adopting the
correct use of Company telecommunications devices.
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A variety of events were also planned to support motivation and people engagement in 2014. To benefit
employees and their families, CNH Industrial continued to organize Family Days.
In EMEA, the Company held events celebrating significant brand and plant anniversaries at Ulm, Germany
(150 years), Basildon, UK (fifty years), and Antwerp, Belgium (fifty years).
With a focus on hourly employees, in 2014 the Company launched the Fairs Award initiative in the EMEA Region.
This activity was designed to boost employee motivation and strengthen their commitment and sense of belonging
to CNH Industrial. Participants, selected from different plants, were offered the opportunity to see the products
they work on every day displayed at trade fairs, along with those of the Company’s main competitors. Similar
initiatives were also carried out in the LATAM Region.
As usual, CNH Industrial took advantage of national holidays to organize specific engagement initiatives. In India,
employees attended a Company-organized event for the Vishwakarma Pooja festival and, in Italy, more than
7,500 children under ten participated in the Natale Bimbi Christmas celebrations, held yearly for CNH Industrial
employees.
In NAFTA, over five hundred people attended the annual family day celebration at the Chicago Children’s Museum,
with free food and entrance to the museum thanks to the Company’s corporate membership.
In LATAM, year-end parties were held for around 7,600 employees in Brazil, nearly four hundred employees and
family members in Argentina, and seven hundred employees and their families in Venezuela. In addition, in Brazil,
more than 1,200 family members were invited to visit employees at their place of work during family days.
In the APAC Region, a special day was arranged for the opening of the new agricultural plant in Harbin, China,
involving around four hundred employees and their families. In India, employees took part in a family day held at the
Case Construction plant. Moreover, in APAC, the Company dedicated space to different cultures through tailored
communications to commemorate locally significant holidays and festivities.
To engage employees in their local working environments and meet specific information needs, CNH Industrial
continued to improve and enrich its local publications. In 2014, ten newsletters and seven magazines were available
in support of local communication and engagement. An important addition was the Close to You Chinese newsletter,
especially created to connect and involve employees at the various sites in the country.
As per previous years, all communication activities carried out in 2014 were supported and enhanced through the
Company Intranet, a long-term, large-scale communication tool to inform and unite employees worldwide. During
the year, this source of daily information and news was enriched with new features and content, including the
promotion of sustainable campaigns, such as the UN World Environment Day, to further reinforce Company values
and culture. Furthermore, a news publishing tool was created to enable users in different regions to contribute
with local content. These features improved the Company’s capacity to reach employees and deliver information
to them in a timely and tailor-made manner.
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OCCUPATIONAL HEALTH AND SAFETY
As stated in CNH Industrial’s Code of Conduct, occupational health and safety is an employee’s fundamental right and a
key part of the Company’s sustainability model. This is why occupational health and safety is one of the most significant
aspects for the Company, as evidenced in the materiality matrix (see also page 21).
CNH Industrial’s approach to occupational health and safety is based on effective preventive and protective
measures, implemented both collectively and individually, aimed at minimizing risk of injury in the workplace. CNH
Industrial endeavors to ensure optimal working conditions, applying principles of industrial hygiene and ergonomics
to managing processes at organizational and operational level. The Company implements the same standards in
all countries in which it operates, even where regulatory requirements are less stringent, believing this to be the
only way to achieve excellence.
Safety management engages all employees in creating a culture of accident prevention and risk awareness, sharing
common, ethical occupational health and safety principles to achieve improvement targets (the proactive approach)
via different tools, such as training and awareness campaigns. Specifically, in 2014, approximately 253 thousand
hours of training on occupational health and safety topics were delivered to about 32 thousand employees (see
also page 86).
CNH Industrial also requires its suppliers and partners to comply with all worker health and safety regulations,
focusing on continuous improvement by fostering high standards throughout the value chain. These principles are
outlined in the CNH Industrial Health and Safety Policy, adopted by CNH Industrial at its foundation. The policy is
available to all employees and interested stakeholders on the Corporate website.
Safety is integral to corporate and manufacturing processes, and exceeds regulatory requirements; this is evidenced
by the compliance of management systems with both the OHSAS 18001 international standard and the continuous
improvement principles of World Class Manufacturing (WCM). Occupational safety is one of the WCM pillars.
Different criteria apply, depending on the level of WCM implementation within a plant: to be eligible for the Bronze
Level, a plant’s accident frequency index1 must be less than one per one hundred thousand hours worked. More
stringent requirements apply to silver and gold levels (see also page 164).
CNH Industrial sets ambitious annual targets for occupational health and safety, aimed at continuous technical,
educational, organizational, and procedural improvements. Continuous improvement is achieved through preventive
and corrective action plans in which targets take account of the particular nature of the work, experience, and
technical advancement, while safeguarding employee health and the surrounding environment. These targets are
then included in the Sustainability Plan (see also page 31), which is periodically monitored and updated.
Each management phase, from planning to implementation, is integrated into Company processes, encompassing
adherence to guidelines, operational procedures and directives, as well as periodic internal audits and management
reviews. The combination of these elements enable effective management, the evaluation of results, and their
subsequent disclosure through the corporate website and the Sustainability Report.

RESPONSIBILITY AND ORGANIZATION
Occupational health and safety is safeguarded and promoted in every sphere of operations and in every country
where CNH Industrial is present, and implemented through an organizational structure shared across the
Company’s global Regions.
Specific responsibilities in the fields of health, safety, and the environment are defined in compliance with national
regulations, and assigned by employers with clearly identified areas of competence. Management at plants and in
the workplace rests with local employers.
Every manufacturing plant has an Environment, Health and Safety (EHS) unit, responsible for dealing with
occupational health and safety issues, as well as for providing specialized technical assistance to production
managers and to those in charge of all other Company processes.
Plant EHS units are coordinated by Regional EHS units, which ensure adherence to the Health and Safety Policy
and compliance with all applicable regulations. In addition, Regional EHS units provide specialized assistance for all
Company processes that impact safety.
The Governance and Sustainability Committee, a subcommittee of the Board of Directors, is informed of the
health and safety results published in the Sustainability Report, and makes comments where appropriate.
Individual health and safety targets were included in the Performance and Leadership Management system
(see also page 31) of both plant managers and of most of the managers responsible for the projects indicated in
the 2014 Sustainability Plan.
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CERTIFICATION PROCESS
The certification of occupational health and safety management systems as per the OHSAS 18001
international standard covers 54 CNH Industrial manufacturing plants worldwide, and almost
47.8 thousand people.
Certifications are awarded by accredited international bodies that are themselves continuously and
rigorously monitored by international organizations, such as Accredia and SAS, to ensure and certify
their high levels of reliability and operational and procedural standards.
In 2014, the occupational health and safety management systems at some non-manufacturing sites were OHSAS
18001 certified, accounting for about 2,200 people at eight different sites and locations. A total of 62 CNH
Industrial sites worldwide (manufacturing and non-manufacturing) are now OHSAS 18001 compliant, covering
almost fifty thousand people. In 2014, OHSAS 18001 certification was extended to all joint venture plants in which
CNH Industrial has at least a 50% interest.

OHSAS 18001

certified
plants

OHSAS 18001 CERTIFIED PLANTS
CNH INDUSTRIAL WORLDWIDE (no.)

Certified plants
Employees working at certified plants

2014
54
47,795

2013
53
49,024

2012
56
45,933

2014
8
2,181

2013
6
1,291

OHSAS 18001 CERTIFIED NON-MANUFACTURING SITES
CNH INDUSTRIAL WORLDWIDE (no.)

Certified non-manufacturing sites
Employees working at certified sites

The effectiveness of management systems is verified through regular, documented, and substantiated audits. These
are performed by qualified internal auditors, as well as by either industry-specific auditors or external, independent
certification bodies (second and third party external audits).

AUDITS AND EMPLOYEES COVERED
CNH INDUSTRIAL WORLDWIDE

Internal audits (no.)
External audits (no.)
Total employees covered by external audits (thousands)
Audited employees out of total headcount (%)

2014
798
75
48.09
69.48

2013
595
91
53.16
77.86

2012
565
106
49.02
78.35

In 2014, the Enterprise Management System, compliant with the ISO 14001, OHSAS 18001, and ISO 50001
standards, was launched in NAFTA to harmonize and enhance the effectiveness of the management system. This
creates closer links between plants and corporate functions, increasing efficiency.

SAFETY CULTURE
The Company’s Health and Safety Policy fosters individual participation through communication and awareness
activities designed to stimulate and motivate staff to play an active role in the improvement process. This approach
is all the more important in a multinational and interdisciplinary environment embracing multiple cultures and legal
frameworks, and large numbers of people.
One of the initiatives implemented in 2014 to promote a culture of safety was the Safety Golden Rules. All CNH
Industrial plants in Latin America issued the nine safety rules to each of its employees, visitors, and contractors.
The Golden Rules are a set of procedures and regulations, with examples, based on best practices and on the
experience of the organization. They were implemented to assist and guide all employees, contractors, and visitors
on safe behavior in their everyday work.
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In addition, the Top 15 Safety project was implemented at all plants worldwide, with the gradual phasing-in of the
guidelines. The project provided standardized methods to draw the attention of employees, visitors, and external
companies on plant premises to safeguarding health and safety in the workplace. Specifically, it defined new
guidelines and introduced new universal standards relating to staircases, entrances, and pedestrian passageways,
work attire for logistics departments, and the visual management of machine lock-out and testing.
The Corporate Intranet is an important communication tool used by the professional team dedicated to safety. It
enables access to a broad range of informational and educational material, including the documentation regarding
OHSAS 18001 certification programs (guidelines, and general and operational procedures). Furthermore, in 2014,
all employees were notified online about the World Day for Safety and Health at Work, an initiative promoted by
the International Labour Organization (ILO) to promote the prevention of occupational accidents and diseases
globally. This year’s theme was Safety and Health in the use of chemicals at work. The Company took advantage
of the event to circulate information pills on, among other themes, how to deal with the risk of chemicals at home.
CNH Industrial’s plants have launched many initiatives worldwide to spread the culture of safety. Between 2013
and 2014, every plant manager and Manager of the Business Unit (MBU) in the EMEA Region took part in a twoday hands-on workshop on an internationally recognized safety management method. In total, seven training
sessions were organized at different locations, involving about 150 managers.

AN APP TO INNOVATE ACCIDENT PREVENTION
OUR PROJECTS

In 2014, testing began at the Basildon plant (UK) on an application, financed by the European Union, involving
CNH Industrial and City University London. The app is called Safety Risk Hunting, and enables digitalized risk hunting.
The aim of the project is to enhance plant safety, helping personnel to be more aware and attentive when reporting
safety issues. With the app, employees at Basildon can send suggestions and report issues simply and intuitively.
The application is intended for devices such as tablets, smartphones, and PCs, which for the first time
are becoming a means for enhancing safety. The app employs a semantic engine that analyzes and
understands what the user is typing, before offering solutions from the memory relating to similar
situations, collected over the years at Basildon according to the principles of World Class
Manufacturing. If an employee has additional suggestions, these can be added to the database.

OCCUPATIONAL HEALTH AND SAFETY PERFORMANCE
In 2014, approximately $114 million was spent on improving health and safety protection, representing 2.5%
of personnel costs2. The yearly expenditure on improvements to occupational safety and working
conditions (worker protection, structural improvements, inspections of plants and working
environments) totaled almost $102 million, while approximately $12 million was spent on employee
health (health care costs).
The investments in health and safety led to savings on the insurance premiums paid to the Italian
National Institute for Insurance against Accidents at Work (INAIL) of over $7 million in 2014, and
approximately $4 million in 2013. The difference in savings between the two years was due to
factors such as the increase in wages insured and the improvement in safety performance.

$114
million

spent on health
and safety

Accident Rates
Accident rates are a clear indicator of how successful a company has been at preventing industrial accidents.
Owing to the Company’s many initiatives mentioned above, the overall frequency rate in 2014 fell to 0.25 injuries
per one hundred thousand hours worked, an 11% drop compared to the previous year. The severity rate was 0.09
days of absence per one thousand hours worked (-10% compared to 2013). The reporting scope covered 95% of
the Company’s total headcount.
The breakdown by gender showed that the percentage of accidents causing an absence of at least three days
among female employees was 8.5%3 of total accidents, less than the percentage of female personnel in the total
workforce covered (11%).
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In 2014, for accidents involving contractors operating at CNH Industrial plants worldwide, the overall frequency
rate was 0.44 injuries per one hundred thousand hours worked, a 32% drop compared to the previous year. As
regards the breakdown by gender, the percentage of accidents causing an absence of at least three days among
female employees of external companies was approximately 28%3 of total accidents.
No fatal accidents were reported in 2014 involving employees, contractors, or anyone else working at CNH
Industrial facilities worldwide.

FREQUENCY RATE

a

SEVERITY RATE

CNH INDUSTRIAL WORLDWIDE (accidents per 100,000 hours worked)

0.37

-11%

in accident
frequency rate

b

CNH INDUSTRIAL WORLDWIDE (days of absence per 1,000 hours worked)

0.28
0.25
0.12

2012
(a)

(b)

2013

2014

2012

0.10

2013

0.09

2014

The frequency rate is the number of injuries reported (resulting in more than three days of absence) divided by the number of hours worked, multiplied by
100,000.
The severity rate is the number of days of absence divided by the number of hours worked, multiplied by 1,000.

In 2014, 3,887 near misses3 were reported and analyzed, leading to remedial actions that further reinforced preventive
measures (a drop of 19% versus 2013). Activities continued in 2014 across CNH Industrial to develop and disseminate
tools to collect, analyze, and trace events (injuries, events requiring first aid, and near misses), unsafe acts, and unsafe
conditions, in order to improve their respective management as well as the effectiveness of preventive measures.
Occupational Diseases
Specific occupational disease indicators reflect a company’s success in providing a healthy work environment for
its employees. Occupational diseases are the result of lengthy, gradual, and progressive exposures during work
activities to chemical, physical or biological agents harmful to workers.
Occupational diseases are constantly monitored in order to identify persistent working conditions that may have caused
their onset, assess any residual risks and, if necessary, implement corrective and improvement measures to prevent
recurrence. The onset of occupational diseases today is mostly associated with working methods and environmental
conditions that no longer exist within the Company, as they have long since been improved and/or eliminated.

OCCUPATIONAL ILLNESS FREQUENCY RATE (OIFR)

a

CNH INDUSTRIAL WORLDWIDE (cases of occupational illness per 100,000 hours worked)

0.027
0.020

2012
(a)

2013

0.017

2014

2013 data restated with respect to the 2013 Sustainability Report.

In 2014, 18 cases of occupational diseases were ascertained by the relevant insurance authorities within the
countries of reference.
(3)
(4)

Data does not include CNH Industrial plants in NAFTA.
Near miss: an unplanned event that did not result in injury, illness, or damage, but had the potential to do so.
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SAFEGUARDING HEALTH
At CNH Industrial, safeguarding employee health goes beyond reducing accidents and illnesses: the Company
is committed to promoting the psychological and physical wellbeing of its people through specific disease and
disorder prevention programs, backed up by assistance and support services (see also page 95).
Work-Related Stress
For some years, CNH Industrial has undertaken initiatives to assess work-related stress. Specifically, it has adopted
a structured process of risk analysis, consistent with the nature of the Company in relation to the workplace, and
in compliance with the specific regulations in each country. Work-related stress risk assessments are influenced
by environmental, cultural, and psychosocial factors; consequently, employee response may differ from country to
country. The systematic assessment of this type of risk therefore helps to identify the most appropriate mitigation
tools and promote employee wellbeing at all Company plants. The outcomes of this process are continuously
monitored to assess the effectiveness of measures and to implement new tools.
Workstation Ergonomics
To foresee potential problems before they arise, as well as to identify and contain critical situations, CNH Industrial
continually monitors workstation ergonomics at numerous plants across the Regions. The probability and severity
of an injury can be reduced by taking account of human physiology and of how people interact with equipment,
right from the design phase of working environments. To improve health, safety, and comfort, as well as employee
performance, CNH Industrial makes use of in-house expertise to study workplace ergonomics, often through
virtual simulations and often in close collaboration with qualified university institutions.
Specifically, during the year, the Agricultural Equipment and Construction Equipment segments further developed
the EM-MURI IT tool enabling the ergonomic analysis of assembly lines. The system, tested at pilot plants in 2013,
provides results via a color-coded, traffic-light display. From 2015, it will be implemented at the plants in Basildon
(UK), Sankt Valentin (Austria), and Antwerp (Belgium). The ERGO UAS4 method, on the other hand, continued to
be tested at the plant in Lecce (Italy) up until July 2014, followed by implementation in September, and is currently
under evaluation for introduction at the plant in Jesi (Italy) in 2015.
The Commercial Vehicles segment also launched the ERGO UAS system at the Brescia plant (Italy) in June 2014.
Risk evaluation analysis as per the ISO 11228 standard (Manual handling of loads) is ongoing.
In 2014, the Bolzano plant (Italy) completed the training program for plant ergonomists with the support of
external consultants, as well as an ergonomic screening according to the ISO/TR 122955 system. A detailed
analysis using risk assessment methods is planned for the first quarter of 2015. The Piacenza plant (Italy) also
completed the training program for plant ergonomists with the assistance of external consultants, while ergonomic
screening according to the ISO/TR 12295 system is planned for launch in the second quarter of 2015. In LATAM,
an ergonomics management program was launched to improve health and safety, and monitoring of ergonomic
risks and employee training continued.
In 2014, the Powertrain segment promoted the application of international ergonomics standards within the
EMEA Region through specific training courses. At plants in Italy and France, teams of ergonomics experts were
established to create highly skilled specialists in the field. The ERGO UAS system was extended to all Italian plants,
aimed at the continuous improvement of workstations, with the target to extend the system to all plant areas by
2015, concluding the work begun at the Driveline plant in Turin (Italy) in 2014. The Ergo UAS method enabled
further improvements to working conditions by means of several technical measures.
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2014 STAKEHOLDER INTERVIEWS

WELLBEING AND WORK-LIFE BALANCE

An organization is built on its
people. If they feel challenged and
respected then they will be more
committed and more enthusiastic
about their work

CNH Industrial believes that people are its most valuable asset. As well as enhancing
professionalism, offering growth opportunities without discrimination, and ensuring
a safe working environment, the Company promotes several initiatives for the health
and welfare of its employees and to reconcile work and private lives. Indeed, CNH
Industrial believes wellbeing and work-life balance enhances employees‘ personal
satisfaction at work, beyond salaries and the provisions of local legislation. Indeed,
as stated in the Company Human Capital Management Guidelines, in order to
P. Magni,
promote respect for all employees as individuals, CNH Industrial promotes care and
Fondazione Politecnico di Milano, Italy
attention to people by supporting them in achieving a sustainable work-life balance.
The Heads of Human Resources of each Region are responsible for the management, at Regional level, of work-life
balance initiatives and, together with the Regional Environmental Health and Safety (EHS) functions, for promoting
health in the workplace.

HEALTH AND WELLBEING
Overall health and wellbeing are critical parts of a functioning workplace. To encourage wellness among its
employees, CNH Industrial organizes several different programs in the various locations in which the Company is
present.
Health Programs
Throughout the year, the Company supported efforts aimed at preventing specific diseases and health issues.
With regard to the prevention of cardiovascular diseases, in 2014, the Health Factory campaign
continued in the EMEA Region. Free of charge, the project is designed to raise awareness among
employees to promote the prevention of medical conditions, particularly cardiovascular diseases.
Initiated in Italy, the program was extended to the Basildon and Watford plants (UK) in 2014, and
involved 8,670 employees.
At three plants in Italy, a new initiative called Benessere Donna was launched, aimed at promoting
wellness and reducing health risks for women. The program specifically seeks to raise female
employees’ awareness of women’s cancers and to offer advice on prevention. The service offers
visits, pap smear tests, and breast ultrasounds free of charge. In 2014, the program was offered to
employees
1,475 employees at plants in Turin and Modena-San Matteo. A total of 28% of the women targeted
signed up for the initiative and almost 40% of those registered took advantage of the free medical visits.
Additionally, in Italy and Spain, campaigns involving specialists were organized to provide employees
with further guidance on healthy eating. In Pregnana Milanese (Italy), a nutrition education campaign
called We Are What We Eat was started to educate employees on a healthy diet to reduce risks of disease
and improve fitness. Employees were also offered three visits to specialists in occupational medicine from the
University of Turin. In Turin (Italy), a campaign was carried out with a focus on seasonal and healthy eating, and
meetings with nutritionists were offered to employees.
In Spain, a nutritionist and physiotherapy service is offered to employees, and campaigns delivered aimed at
reducing health risks, such as smoking, high cholesterol, high blood pressure, and obesity.

8,670

involved in

Health Factory

In North America, for several years, CNH Industrial has run the Picture of Health program, promoting a series of
activities (physical exercise, nutrition education, etc.) aimed at reducing health risks such as high cholesterol,
high blood pressure, stress, and lack of physical activity. Since its inception, the program has sought to increase
awareness of personal health issues among employees, encouraging behavioral changes to improve their health.
The program is delivered through regular communications to employees about health, annual biomedical
screenings at plants, the Walk this Way physical fitness program, health coaching, and a financial incentive for
employees who succeed at improving or maintaining good health results on a yearly basis.
In 2014, the Picture of Health program was relaunched with a focus on increasing the participation and engagement
of employees and encouraging the development of healthy behaviors. A new website was launched, and the
incentives, previously available to employees as an optional activity, were integrated into the health plan for all
eligible employees in the US.
In the US, employees are offered opportunities to learn about their health from guest speakers at complimentary
Lunch and Learn sessions held onsite.
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In the LATAM Region, the Company organized the yearly Quality of Life program, which aims to spread
awareness among employees about health and wellness through a series of 12 campaigns focusing on a variety of
topics, such as breast cancer, cardiovascular diseases, and hepatitis prevention. A special Quality of Life week was
also held, during which employees can enjoy several wellness activities, including massage and relaxation exercises,
cultural presentations and shows. The Quality of Life program has been in place for eight years in Brazil and six
years in Venezuela; in 2014, it reached a total of approximately six thousand employees. In Curitiba (Brazil), the
Bem Nascer program provides information and care to pregnant employees. The program, also available to contract
workers and other members of the community, assisted eighty pregnant women in 2014.
Health screenings are in place in the APAC Region, where an Eye Camp event in India was accessed by
two hundred people. Health check-ups have taken place at the New Holland plant in Greater Noida (India) for
the last 16 years; in 2014, 422 hourly employees received eyesight, color blindness, pulmonary lung function,
and audiometric tests. In Australia and New Zealand, the Company continued to encourage healthy behaviors
through its health care provider BUPA, with site visits and consultations on benefits and discounts. In Dandenong
(Australia), a team-walking challenge was started to incentivize employees to complete ten thousand steps on a
daily basis. Furthermore, the program offering free fruit on certain days was continued.
In Australia and the US, the Employee Assistance Plan continued to be offered through local health care schemes.
In China, the annual medical examination plan was upgraded, and seasonal medical and health communications on
the theories and practice of health care and wellbeing were issued four times a year.

12

thousand

flu vaccines
to employees

Information Campaigns
CNH Industrial engages in initiatives and information campaigns to raise awareness among employees of health
risks and preventive measures. In Italy, the Tips on Health initiative has been in place for several years, promoted
through the Company Intranet. Regularly updated information is offered promoting good habits and the prevention
of minor illnesses and potential future health problems.
Seasonal flu prevention campaigns were organized at plants worldwide, advertised through posters and
communications on corporate bulletin boards and the Intranet portal. The initiative, offering workers
voluntary vaccinations, led to the administration of 12 thousand vaccines.
CNH Industrial also contributed to the fight against tobacco use by continuing several anti-smoking
projects in 2014. In EMEA, the Suzzara plant (Italy) completed the Smoking Cessation pilot project in
2013, which followed criteria approved by the Italy’s National Institute of Health and the Italian Society
of Tobaccology. The first phase of the project focused on identifying different types of smokers through
a questionnaire distributed to all employees, who then attended individual or group meetings held to
encourage cessation and strengthen personal motivation. During the year, the project was extended
to the Piacenza plant (Italy), where it continued until completion in 2014. At the plants in Modena and San
Matteo (Italy), an initiative organized by the ASL (local health authority), the city’s general hospital, and other
local organizations, continued for the fourth year running, consisting of a competition for smokers in Modena,
challenging them to quit smoking for at least four weeks. Another project, called Liberi dal fumo (Smoke Free),
was launched in 2013 and completed in 2014 at the Driveline plant in Turin (Italy) to motivate people to quit
smoking, offering employees direct assistance in reaching this goal. The Anti-Smoking Center at San Giovanni
Bosco Hospital in Turin took charge of the project’s practical aspects, with the operational support of the plant’s
management. A total of 55% of smokers joined the initiative, expressing their intention to quit smoking. A similar
initiative was launched in 2014 at the Annonay plant (France) with the help of the Company’s medical service. A
screening campaign, as well as individual support for employees wanting to quit smoking, was put in place. In Sankt
Valentin (Austria), a one-day training session was organized to help employees stop smoking, and around 70% of
the 15 attendees quit smoking after the training.
After the completion of the Stop Smoking Program, efforts continued across plants in LATAM through an information
campaign on the harm caused by tobacco, which reached about 1,500 people.
HIV and AIDS campaigns continued in the LATAM Region against the spread of sexually transmitted infectious
diseases, involving two thousand employees.

GLOSSARY
APAC; EMEA;
LATAM

2014_Sustainability Report_1-133.indd 96

31/03/15 18:35

97

WORK-LIFE BALANCE
CNH Industrial believes that work-life balance is an integral part of enhancing employee satisfaction, productivity, and
efficiency. Through its policies, such as those related to flexible working, the Company seeks to create an atmosphere
allowing employees time to manage the demands of both their professional and private lives. In order to promote
respect for all employees as individuals, CNH Industrial also offers many services to support its employees in their
daily lives, such as daycare options and other time and money-saving initiatives (see also page 75).
Flexible Working
Flexibility in working hours, including part-time employment (see also page 70), allows employees to balance their
time when needs arise, such as for childcare or care for the elderly, or other personal requirements. CNH Industrial
offers flexible working hours according to the customs and regulations in place in the Regions in which it operates.
In 2014, CNH Industrial carried out a survey on the flexible working arrangements offered to its employees,
focusing on flexible working hours, parental leave, and other forms of leave. The results provided a wide
range of information, helping to identify appropriate action for improving employee work-life balance. Flexible
arrangements, along with tools to reconcile work needs with the responsibilities of family life, enable a positive
working environment to be established and maintained for all employees within the Company. The survey revealed
that more than 80% of the employees surveyed1 took advantage of flextime, and that the system is most used in
the NAFTA and LATAM Regions, at 100% and 97% respectively. The survey also showed that, between January
and October 2014, 7% of employees took leave of more than three days for the care of family members, for
personal treatment and care (excluding all forms of compulsory leave for illness), or for study and sabbatical leave;
4% of these types of leave, which are defined by Company policy or agreements with trade unions or employee
representatives, exceeded the provisions set by law, and 17% were granted to female employees. The type of leave
most taken by employees was family-related (nearly 76% of the total), with 17% of this taken by female workers.
Study leave comprised 16% of the total, 93% of which was taken by male workers, while leave taken for personal
treatment and care amounted to approximately 8% of the total, 31% of which was taken by women. Sabbatical
leave in 2014 was negligible. These benefits form part of a corporate philosophy which aims to achieve a healthier,
more motivated, and sustainable workforce that actively participates in the Company’s success.

LEAVE OF 3 DAYS OR MORE
CNH INDUSTRIAL WORLDWIDE

STUDY LEAVE

15.8%

PERSONAL CARE

7.7%
FAMILY CARE

75.7%

SABBATICAL

0.8%

Parental Leave
The equal opportunities CNH Industrial offers in terms of maternity, paternity, and adoption are evidence of
its commitment to encouraging both female and male employees to balance parental responsibilities with their
careers. The Company grants parental leaves to all its employees in compliance with local regulations (labor law
requirements may vary from country to country).
During 2014, 2,113 employees2 (approximately 3% of Company personnel) took maternity, paternity, parental,
adoption, or breastfeeding leave. Overall, 68% of leave was in EMEA, 25% in LATAM, 4% in APAC, and 3%
in NAFTA. In terms of gender, 62% of overall leave was taken by male workers. Paternity leave accounted for
approximately 57% of the total, maternity leave 29%, while breastfeeding leave accounted for 14%. The percentage
of leave for adoption was negligible.
Over the total workforce, parental leave was most frequent in LATAM (5%) and EMEA (3%).

(1)
(2)

Survey of all Company employees, excluding hourly employees, carried out on October 31, 2014.
Survey covers the period from January 1, 2014 to October 31, 2014, and only includes leave of 3 days or more.
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NAFTA has the highest percentage of maternity leave offering conditions more favorable than is required by law,
or 80% of the total leaves over the year. At the CNH Industrial sites in the US and Canada, maternity leave is
covered under short-term disability policy, which entitles employees to up to 26 weeks of paid leave. The first
13 weeks are paid at 100% of the employee’s normal remuneration, and the remainder at 60%. The duration of
maternity leave is determined by the employee’s doctor (typically six weeks). In the US, the Family Medical Leave
Act provides for 12 workweeks of unpaid leave in a 12-month period, for specific reasons including the birth of
a child; employees on paid maternity leave of less than 12 weeks may thus extend their leave, as unpaid, up to a
total of 12 weeks. In Canada, the Employment Insurance Act provides for 52 weeks of maternity/parental leave,
covered by supplemental employment pay from a government fund financed by employers; at the end of paid
maternity leave, recognized according to Company policy, employees may thus extend their maternity leave to up
to 52 weeks, as per the Employment Insurance Act.
In October 2014, another survey was conducted on the percentage of employees, by gender, who had returned to
work after parental leave. The survey was carried out in Italy, Belgium, Spain, and Poland. The results showed that
in these countries, which represent 39% of the Company’s employees, 61% of those who took parental leave were
male, 0.4% of whom were still on parental leave as of October 31, compared with 9% of female employees still on
leave at the same date. A total of 99.6% of men and 97% of women returned to work after taking parental leave,
and 97% of men and 98% of women surveyed were still Company employees 12 months later.
Volunteering During Working Hours
CNH Industrial supports corporate volunteer programs in the various Regions in which it is present and, in 2014,
organized several campaigns to encourage volunteering among employees.
In the NAFTA Region, CNH Industrial organizes games and lively fundraising activities at its sites in
favor of the Relay for Life and United Way charitable campaigns. In addition, during the annual
Habitat for Humanity initiative in the USA, employees spent 500 hours of their work day building
houses for the homeless (see also page 117).

500

hours volunteered
by employees

to build houses

Through a similar initiative in Argentina, called Un Techo para mi Pais, twenty employees
helped build three houses for underprivileged people.
In Brazil, Children’s Day celebrations were organized in conjunction with employees in three
cities. Activities ranged from a performance put on by employees, to an arranged lunch and
other recreational activities. In 2014, a total of 980 children benefited from such events. In
Mexico, 16 employee volunteers organized leisure activities for a children’s day event held at a
public school near the Company’s plant in Querétaro; a total of 48 volunteer hours were dedicated
during the work day.

FOCUS ON

BLOOD DRIVES
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CNH Industrial also offers employees the opportunity to participate in blood drives while at work. In Italy, more than thirty
thousand hours were dedicated to blood drives, resulting in the donation of approximately 3,800 cases of blood. In
France, a dedicated information campaign was launched in 2014 to encourage blood drives. Following this campaign,
blood donations were organized at all main sites in the country (Etampes, Trappes, Rorthais, Annonay, Vénisiseux,
and Saint Priest), resulting in the collection of over six hundred blood bags.
In Spain, at its sites in Madrid and Valladolid, the Company offers employees the opportunity to participate
in blood drives twice a year while at work, through the Cruz Roja; approximately one hundred people
participated in 2014.
In the US, blood drives are regularly held at select locations. In Burr Ridge (USA), approximately
one hundred units of blood were collected in 2014.
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In 2014, a program in Curitiba (Brazil), offering employees the chance to meet during work hours to
organize volunteer initiatives, was extended to plants in Contagem, Sorocaba and Piracicaba, involving
a total of 263 volunteers. At the Sete Lagoas plant (Brazil), the Company continued the Programa
Formare training program, which encouraged 101 employees to share their knowledge with local
young people (see also page 123).
Several volunteer programs took place in Argentina, encouraging employees to donate goods
to support their local communities, such as the Toys Collecting campaign, which benefitted 370
people, and the Warm Clothing campaign, which benefitted one thousand people. Employees
in Argentina also took part in initiatives with local young people. Through the Junior Achievement
Program, 12 employees helped local school students to prepare business projects, developing
skills such as initiative and project management. Another 13 employees shared a work day with
young people in different areas to encourage them to continue studying to improve and develop their
future careers.

980

children benefited
from Children’s Day

In the APAC Region, the Company renewed a contract in Australia to encourage employees to help out as
volunteer firefighters in emergencies.

EMPLOYEES’ ENVIRONMENTAL FOOTPRINT
COMMUTING
CNH Industrial is committed to improving employee commutes to work by encouraging the efficient use and
integration of available transport systems and by subsidizing eco-friendly mobility solutions. This approach is
beneficial not only in terms of environmental impact, but also of employee satisfaction and wellbeing, as it lowers
commute times and costs, the risk of accidents, and stress, and increases opportunities for socializing among
colleagues.
The Company takes part in collaborative initiatives for sustainable mobility, exploiting all available synergies
with its neighboring plants. These projects are designed in collaboration with both local authorities and public
transport companies. From an organizational viewpoint, there is a mobility manager at every plant, responsible
for implementing solutions to improve sustainable mobility with the support of other corporate functions.
Furthermore, in 2014, a unified team was established to oversee the mobility management at all Italian plants; the
team meets regularly to coordinate activities and exchange good practices.
All initiatives related to mobility in Italy are encompassed within the project Easygo - Muoversi con intelligenza (i.e.,
smart commuting), which is built around:
collaborations with local public transport companies
carpooling
the redevelopment of parking areas for bicycles and motorcycles
shuttle services in addition to regular public transport.
Several initiatives were developed in Italy in 2014, including an agreement signed to promote sustainable mobility
plans to improve employee commutes to/from the plants in Modena and San Matteo. The collaboration with local
public transport management authorities and CNH Industrial’s commitment enabled employees to enjoy multiple
benefits on train and/or bus services, such as: the purchase of a yearly pass at the workplace; payment for the yearly
pass in ten installments via payroll deductions; and an 11% discount on the yearly pass.
Moreover, the ongoing collaboration on sustainable mobility between local authorities and plants in the Italian
Commercial Vehicles segment led to a new line of public buses serving the plant in Piacenza, and to more parking
areas for bicycles (quite popular among employees, especially in the warmer seasons) at the plant in Bolzano.
Meanwhile, a course on safe and eco-friendly driving was offered to employees at the plant in Vittorio Veneto.
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An awareness campaign, including a contest and giveaway prizes, was launched at the Powertrain plants in Foggia
and Pregnana Milanese to promote use of the Easygo portal. At both plants, 5% of employees adhered to the
initiative in the portal’s first year. Information on available means and services to commute efficiently to Company
facilities are available online via a dedicated website, which can also be used by employees to submit suggestions
for service improvement.
In 2014, mainly thanks to mobility management activities, the Italian Commercial Vehicles and Powertrain plants
combined cut CO2 emissions by 1,061 tons.
Mobility Plans were also implemented at the plants in Basildon (UK), and Madrid and Valladolid (Spain), in parallel
with plants in Italy, providing for the evaluation of local contexts, the analysis of employee commuting habits
and related CO2 emissions, and potential improvement measures, also aiming at motivating employees
to use more sustainable means of transport. Moreover, the plant in Basildon received the Bronze Award
from the local municipality for the processes implemented in favor of alternative mobility.
At the Powertrain plant in Bourbon Lancy (France), the data collected during the 2013 internal survey
was analyzed, showing that 17% of employees use local public transportation, an option enthusiastically endorsed
by the plant. In 2015, the plant will evaluate supporting the carpooling system already in use at other French sites.
In 2014, in keeping with previous years, the Commercial Vehicles plants in Vénissieux and Saint Priest (France)
participated in the fourth mobility challenge Au travail, j’y vais autrement, organized by the Rhône-Alpes Regional
Authority. The initiative promotes all alternative transportation methods through recreational competitions
organized at various public and private companies. More than 550 kilometers were covered in Venissieux and
Saint Priest using alternative means of transport (on foot, bicycle, and public transportation, and via carpooling),
preventing the emission of more than 60 kilos of CO2 in one day.
Numerous other initiatives for sustainable mobility are in place at various plants worldwide. In particular, plants
often offer shuttle services to enable employees to commute from the workplace to nearby strategic points, as in
Annonay (France), Madrid and Valladolid (Spain), Pithampur (India), Harbin (China) and multiple locations in
Brazil (Contagem, Curitiba, Piracicaba, Sete Lagoas and Sorocaba).

CO2

BUSINESS TRAVEL
Since 2011, CNH Industrial has continuously monitored the CO2 emissions deriving from employees’ business
travel by air to assess the impact. In 2014, the emissions resulting from the air travel of employees managed
directly by Company headquarters totaled approximately ten thousand tons of CO2, a 22% decrease over
the previous year. The CO2 emissions recorded in 2014 are the result of 19,855 business trips (-19% versus
2013), 68.5% of which were medium haul1. This figure was calculated according to the Defra/GHG
Protocol and certified by Atmosfair, a climate protection organization with a particular focus on the
CO2 environmental impact of travel. In many cases, air travel is unavoidable, in part because of the broad
geographic dislocation of CNH Industrial sites.
Emissions undoubtedly constitute the most significant environmental impact, as CO2 is an inevitable by-product
of fuel combustion in aircraft 2. However, business transfers are rationalized, partly through an internal awareness
campaign (see also page 88), and their environmental impacts contained, through computer technology (Internet
and electronic communication systems) enabling worldwide employee interactions.
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(1)
(2)

Medium-haul transfers are those from 500 to 1,600 kilometers.
According to the UN’s Intergovernmental Panel on Climate Change (IPCC), aircraft emit gases and particles directly into the upper troposphere and lower
stratosphere where they: alter atmospheric composition, particularly of greenhouse gases, including carbon dioxide (CO2 ), ozone (O3 ) and methane (CH4 );
trigger the formation of condensation trails; and increase cirrus cloudiness. All of these elements modify the absorption and refraction of infrared radiation,
hence contributing to the greenhouse effect. Source: Intergovernmental Panel on Climate Change, 1999 – Aviation and the Global Atmosphere (Summary
for Policymakers) – A special report of IPCC – Working Groups I and III in collaboration with the Scientific Assessment Panel to the Montreal Protocol on
Substances that Deplete the Ozone Layer.
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In 2014, audio conferencing and instant messaging services were enhanced, reaching approximately 32 thousand
users, with an average of approximately 5,200 desktop sharing sessions and 1,800 instant messaging sessions per
day. Since 2011, CNH Industrial has also been investing in the phase-in of video conference facilities, and in 2014 it
further enhanced its high-quality TelePresence videoconferencing system. Sixteen specially-equipped conference
rooms were added, reaching a total of 43 (26 in 2013); the facilities were used for more than 5,770 hours a month
throughout the year (2,480 in 2013). Virtual tools contribute to reducing emissions and costs, while allowing
employees to work from their offices rather than travel long distances.

GREEN ICT
In compliance with its Environmental Policy, CNH Industrial is committed to minimizing the environmental impact
of its ICT activities by using energy-efficient products and solutions. Indeed, the Company implemented the Green
ICT plan precisely to reduce energy consumption and CO2 emissions.
In 2014, a multi-year strategic contract was renewed with a major provider that will manage the Company’s IT
infrastructure and services worldwide; sustainability requirements were incorporated in the tender, becoming an
integral part of the new services contract.
In 2014, approximately 6,550 personal computers and 889 technical workstations were replaced with new
equipment featuring more efficient power supply units, optimizing the consumption of electricity drawn from the
grid and preventing the emission of approximately 191 metric tons of CO2 compared with 20103. The target for
2015 is to replace additional units, reducing CO2 emissions by 210 tons compared with 2010.
Additionally, approximately 5,390 computer monitors were replaced with new EnergyStar and EPEAT Silver/
Gold rated units, which comply with environmental requirements concerning product energy consumption and
efficiency, the use of hazardous substances, recyclability, packaging materials, and low-impact manufacturing
methods. CNH Industrial rents its PCs, technical workstations, and computer monitors; when no longer usable,
they are returned to the rental company, which handles their subsequent life cycle stages. In forthcoming ICT
supply contract tenders, the assessment of suppliers will include sustainability targets and specifications.
Lastly, in 2014, as part of the project to optimize printing systems, the management services contract for
multifunction printers was extended until 2018. A total of 1,030 units have been replaced since 2009, with a
reduction in annual consumption of more than 1,870 MWh (equivalent to approximately 975 metric tons in CO2
reductions). Additional units will be installed in 2015 under the new supply contract, according to a targeted
replacement plan.
As regards the Data Center, which includes the computer systems hosting the IT applications and services, servers
continued to be downsized, consolidated, and virtualized to optimize energy consumption. Approximately 28
physical servers were eliminated, 38 physical servers were virtualized, and 55 new virtual servers were created,
reducing annual consumption by about 3,583 MWh over 2010 (equivalent to approximately 1,692 metric tons in
CO2 reductions).

(3)

The conversion factor used is: 1 kWh = 0.52 kilos of CO2 (source: Carbon Trust, Conversion Factors, 2011).
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In 2014, CNH Industrial continued to work with trade unions and employee representatives to reach consensusbased solutions for managing diverse market conditions.
During the year, volumes and product mix were unfavorable for the Agricultural Equipment segments in all
Regions, with LATAM being the most affected by the net decline in sales. Compared to previous year, Construction
Equipment volumes in EMEA and NAFTA showed signs of recovery, whereas volumes were down in LATAM
and APAC. The Commercial Vehicles segment recorded an increase in volumes in EMEA and APAC, and a sharp
decline in LATAM. The Powertrain segment recorded business growth, especially in engine sales, and especially in
engine sales to third parties outside CNH Industrial.
During the year, the Company was able to transform almost 1,200 contracts (11% of which with female employees)
from fixed-term to no-term (see also page 70). In addition, intensive collective bargaining took place at various
levels, resulting in agreements with trade unions on, among other things, pay and employment conditions in the
various countries where CNH Industrial operates.

SOCIAL DIALOGUE AND COLLECTIVE BARGAINING
CNH Industrial qualifies as a Community-scale group of undertakings, and is therefore subject to regulations
designed to improve employees’ rights to information and consultation through the establishment of a European
Works Council (EWC). As reported in previous CNH Industrial Sustainability Reports, FIOM-CGIL filed a lawsuit
against the Company, asserting that its representative was unlawfully excluded from the EWC Special Negotiating
Body, and that this action constituted anti-union behavior.
In February 2013, the judge rejected the union’s claim and, in early August of the same year, FIOM appealed against the
ruling. At the hearing of May 7, 2014, the Court of Appeal of Turin accepted FIOM’s appeal, ruling that the Company’s
conduct during the meeting of December 16, 2011 was anti-union and an undue interference in the appointment
of members of the Italian delegation. This ruling, however, only partly changed the 2013 ruling (recognizing the
full legitimacy of the Company’s behavior), in that it accepted only one of the various claims set forth by FIOM; it
acknowledged, moreover, that the matter of the litigation had ceased to exist due to the evolving circumstances.
In March 2014, according to the applicable regulations, the deadline for negotiating the establishment
of the EWC expired without having reached an agreement. Therefore, the EWC must be set up
pursuant to the subsidiary provisions set forth by the law of The Netherlands, transposing the
Directive 2009/38/EC. As at December 31, 2014, the EWC had yet to be formally established,
as the representatives of CNH Industrial’s Italian employees and the representative of its UK
employees (whom are allocated 25% of the EWC seats, as per applicable legislation) were
still to be appointed. As a result, CNH Industrial has been unable to call a EWC meeting as
per applicable procedures.

98%

of Company
Representatives of the FIM, UILM, FISMIC, UGL, and AQCF unions, signatories of the
Collective Labor Agreement (CLA) applied to all Company employees in Italy (approximately
covered by
17,800), were present at the Investor Day held on May 8, 2014 in Auburn Hills (USA) where the
Company’s 2014-2018 Business Plan was presented to financial analysts and institutional investors.
in
A similar meeting was held in Turin (Italy) in July 2014 with FIOM (a union that is not a signatory of the
CLA), along with some of its own national/local representatives and works council members employed
at CNH Industrial’s Italian factories. Further meetings were held at CNH Industrial legal enitities in various countries,
where the Plan was presented to employees and/or their representatives and/or unions.
Collective bargaining agreements cover almost 98% of the Company’s workforce in EMEA. In Italy, all Company
employees are covered by such agreements. On July 30, 2014, CNH Industrial and Fiat Chrysler Automobiles
signed an agreement with Federmanager for the renewal of the managers’ CLA that expired on December 31,
2013. The contract, which applies to approximately four hundred CNH Industrial managers, is effective for the
2014-2015 period.
The specific sections of the Collective Labor Agreement of December 13, 2011 regarding economic and regulatory
matters, applicable as of January 1, 2012 to all CNH Industrial employees (except managers), were renewed on
July 11 and November 12, 2014, respectively.

employees

collective
bargaining agreements
EMEA
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The economic terms agreed on July 11 provide for the payment to all employees of a lump-sum rather than a wage
increase, due in part to the low inflation recorded in the period since the last salary increase. The terms agreed on
November 12, on the other hand, amended some aspects of the regulatory section of the CLA.
The main new regulations involve:
the use of individual paid annual leave, including in minimum clusters of two consecutive hours
a new flexible time slot for arriving at work, changed from 8-9 a.m. to 8-9:30 a.m.
the reduction of the notice period, to 1/2 hour after the beginning of the shift, in case of illness of children below
12 years; this relates to annual paid leave, for which 15 days’ notice is normally required
the introduction of an all-embracing bonus payable in the event of full work shifts sustained to ensure production
recovery after loss of production
the facilitation of study permits in the event of university exams, post-graduate courses, and to employees
attending the last three years of secondary school or certified professional courses.
Worldwide, excluding EMEA, about 46.6% of employees are covered by collective bargaining agreements. This is
an average figure based on local practices and regulations that vary from country to country.
In the USA, collective bargaining agreements cover approximately 1,850 employees (i.e., almost 18%) out of
approximately 10,300 at sites and/or plants with trade union representation. However, formal policies relating to
certain collective aspects of the employment relationship (e.g., working hours, internal policies and procedures,
benefits, etc.) apply to almost all employees of CNH Industrial, irrespective of trade union representation. Collective
bargaining takes place at different levels through procedures that vary according to local laws and practices. The
collective bargaining agreements at each union-represented location contain equal opportunity language prohibiting
discrimination against employees within a variety of protected classes. The collective bargaining agreement with the
UAW labor union, which represents approximately 1,250 of the hourly and maintenance employees, is effective
until April 2016. The CLA with the International Association of Machinists, which represents approximately 600 of
CNH Industrial employees in Fargo (USA), expires in April 2018.

96%

Employees working in locations where there is no trade union representation enjoy similar protection under a
variety of federal and state laws. The collective bargaining agreements at each union-represented location
call for the creation of joint health and/or safety committees, which generally comprise both management
and hourly employee representatives. Base wage increases in union-represented locations are collectively
bargained and delivered through a variety of methods, including annual base wage increases, lump sum
payments, and/or cost-of-living adjustments. Union-represented employees at the Racine and Burlington
plants (USA) are eligible to participate in the local Variable Pay Plan, which provides an opportunity to
earn a quarterly lump sum bonus payment based on specifically defined plant performance metrics.

of Company employees
covered by collective
bargaining agreements
in LATAM
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In Latin America, more than 96% of CNH Industrial employees are covered by collective bargaining agreements.
In Brazil, a process of continuous negotiation between the Company and trade unions has been established to
cover various operating issues, such as temporary contracts, overtime, flexible work, work shifts, health and
safety at work, and banked hours. This continuous dialogue has contributed to the significant improvement in
working conditions over the years.
Collective bargaining between the Company and worker representatives is also ongoing in Argentina
and Venezuela.
More than 97% of the employees surveyed1 worldwide are covered either by collective bargaining or
unilateral policies relating to certain collective aspects of the employment relationship (e.g., working
hours, internal procedures, benefits, etc.).

Data based on a survey of 99.2% of CNH Industrial’s workforce worldwide.

31/03/15 18:35

105

In 2014, CNH Industrial signed a total of 192 2 agreements at either Company or plant level, 15 of which include
agreed provisions on health and safety matters.
The main wage and regulatory agreements signed in 2014 at legal entities level include:
collective bargaining on wage and labor regulations, concluded at CNH Industrial’s Basildon plant (UK), providing
for a structural pay increase for salaried and hourly employees backdated to November 2013 (i.e., the expiry
date of the previous agreement), and for the modification of the collective negotiation cycle from biennial to
annual, effective as of January 1, 2015. New provisions agreed upon for hourly employees include: a lower bonus
payment and the introduction of a premium linked to individual hours of presence; the possibility to use two
days off per year fractioned in four half days; and new traineeship rules, also in relation to entry salary level.
Changes to long-term illness coverage were agreed upon for both salaried and hourly employees. Additionally,
flexible benefits were introduced in 2014 for salaried employees
the agreements reached through the annual negotiations in France, which resulted in salary increases ranging
from slightly below to above inflation levels, depending on business results. Lump sums were awarded in some
cases, also linked to the achievement of production results
the agreement signed in March at Iveco Czech Republic, providing for a wage increase above inflation as of
April 1, 2014, in light of business results and of the flexibility instruments agreed upon for 2014
the agreement reached in Germany in late October by Iveco Magirus AG, Magirus Gmbh, and the Works
Council, aimed at discontinuing the ATZ agreement (Alterteilzeit - a pre-retirement agreement) implemented
as one of the measures of the 2012 social plan in Ulm. The agreement reached in 2014 allows employees to
voluntarily replace their pre-retirement contract with a severance payment and leave the Company, effective
January 2015. The new option was accepted by 70% of the approximately 280 employees covered by a preretirement contract (ATZ)
the stipulation of three one-year company collective agreements in Romania, following the election of the first
workers’ councils within three different subsidiaries.
For completeness, it is worth reporting that in Germany an agreement was reached in 2013 for the renewal of
the metal workers’ contract, applied by most CNH Industrial subsidiaries in the country, setting salary increases
at 2.2% as of May 1, 2014. At the end of October, the pay-related CLA provisions for the metal and automotive
industries were agreed upon in Austria and applied to most CNH Industrial employees, resulting in 2.1% pay
increases effective as of November 2014.

MAIN ISSUES COVERED UNDER THE AGREEMENTS

a

CNH INDUSTRIAL WORLDWIDE

OTHER

15%

PAY ISSUES

23%
TRAINING

6%

EQUAL
OPPORTUNITIES

3%

HEALTH AND SAFETY

6%

RESTRUCTURING

5%
OPERATING ISSUES

42%
(a)

There is no correlation between the number of agreements and the number of issues
covered, as each agreement may deal with several issues.

(2)

Includes six collective bargaining agreements with trade union organizations in Italy at Company level, which qualify as Company agreements but are
signed by CNH Industrial in the name, and on behalf, of several CNH Industrial legal entities.
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MANAGEMENT OF PRODUCTION LEVELS
In 2014, several plants in EMEA again had to resort to mechanisms to address fluctuations in production volumes,
such as overtime and temporary contracts to support growth in demand, and/or plant stoppages to cope with
drops in market volumes. In Italy, the Powertrain segment, the Iveco brand, and New Holland Construction
Equipment resorted less to temporary layoffs compared to 2013. In July, at the Iveco plant in Brescia,
an agreement was reached with the signatory unions of the Italian CLA providing for the extension of
the solidarity contract (effective from August 2011) until August 21, 2015, and for a further reduction
in hours worked per week for all plant workers. During the first part of the year, almost every plant
in the Agricultural Equipment segment in EMEA made use of overtime and of temporary workers to
cover production volumes. On the other hand, the market slowdown that particularly affected the
second semester of the year caused production stoppages at the Agricultural Equipment plants in Italy,
UK, and Belgium. At the Iveco Bus plants in Annonay (France) and Vysoke Myto (Czech Republic), the
intense production flow required overtime and agency contracts. In Spain, at the Commercial Vehicles
plant in Valladolid, the utilization of temporary layoff was almost unchanged compared to 2013. In
France and Germany, production stoppages through temporary layoff benefit schemes decreased
significantly compared to the previous year. Meanwhile, flexible working time agreements were applied
to meet fluctuations in production at the Agricultural Equipment plants in Belgium and Poland, and at
the Commercial Vehicles plants in Annonay (France) and Madrid (Spain).
In North America, overtime fell in the second half of the year, and employment
levels followed a moderately negative trend versus 2013 due to a slightly weaker
performance in the Agricultural Equipment segment, while the Construction
Equipment segment remained relatively stable. Several Agricultural Equipment
plants in NAFTA implemented workforce rebalancing initiatives and additional
down days to manage costs in light of the weaker business performance.
The US plants in Grand Island, Racine, and Fargo rebalanced the workforce in the
second half of the year, resulting in the layoff of a number of full-time employees.
Employee layoffs also started at the Saskatoon plant (Canada), which received
approval to participate in a government-sponsored work sharing program
enabling the plant to temporarily reduce the length of the work week while providing incremental employment
insurance benefits to the affected employees. Several plants in NAFTA also reduced the number of salaried agency
and regular white collar employees in response to a decrease in production volumes.
In LATAM, several CNH Industrial businesses recorded varying levels of decline compared to the
previous year. In the Agricultural Equipment segment, during the first part of the year, volume drops
were mainly managed by reducing the number of temporary workers at the Curitiba and Sorocaba plants
(both in Brazil). Initiatives to rebalance the workforce based on the lower production needs were put
into effect at the Construction Equipment plant in Contagem (Brazil) in the third quarter of the year.
The Commercial Vehicles segment initially coped with the sharp market decline causing a downturn in
production volumes by means of time banks and the extensive use of collective vacations (mainly in
Brazil), and by enforcing temporary layoffs (in Argentina and Venezuela); but a restructuring program
eventually became necessary.
In APAC the production volumes were quite flat compared to the
previous year even if the Agricultural Equipment plants of Noida (India) and
Harbin (China) experienced production volume increases, the latter due to
a new product launch, managed through the use of overtime. Other plants
like Chelny (Russia), belonging to Agricultural Equipment, and Dandenong
(Australia), part of the Commercial Vehicles production network,
experienced decreased volumes compared to 2013, and implemented
down days.

GLOSSARY
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Minimum Notice Period for Operational Changes
In the European Union (EU), the Council Directive 01/23/EC stipulates that in the event of a transfer of
businesses, plants, or parts of businesses or plants, following a contractual sale or merger, an information and
consultation procedure must be conducted with employee representatives. The procedure must be initiated in a
reasonable period of time prior to the transfer. Moreover, the Council Directive 98/59/EC on the approximation of
the laws of the EU member states relating to collective redundancies requires to hold consultations with workers’
representatives whenever an employer is contemplating collective redundancies.
These “shall begin in good time with a view to reaching an agreement, and should, as a minimum requirement,
cover ways and means of avoiding collective redundancies or reducing the number of workers affected, and of
mitigating the consequences by recourse to accompanying social measures aimed, inter alia, at aid for redeploying
or retraining workers made redundant.” Accordingly, CNH Industrial subsidiaries comply with the regulatory
provisions resulting from the adoption of the above directive in each individual EU member state. Outside the
European Union, local laws and practices apply.
In the USA, the federal Worker Adjustment and Retraining Notification Act (WARN), which applies to both
unionized and non-unionized sites, requires an employer to give a minimum of 60-days’ notice for any action that
will cause at least fifty employees or 33% of the workforce to lose their jobs. At unionized sites and/or plants,
the level of union involvement, if any, is normally defined by the collective bargaining agreement applicable at site
level signed between the Company and the union, which usually also sets forth the information and consultation
procedures to be activated in such circumstances. The collective bargaining agreements between CNH Industrial
America LLC and International Union, United Automobile, Aerospace, and Agricultural Implement Workers of
America, which cover the plants located in Racine and Burlington, contain a letter of understanding stating that the
Company will refrain from permanently shutting down either plant during the stated agreement term, which expires
on April 30, 2016. A separate letter of understanding under the same collective bargaining agreement requires the
Company to provide six (6) months’ advance notice to the local union in the event of a full plant closure. Should
this six (6) months’ notice period impair the Company’s need for speed, flexibility, and confidentiality, the Company
may provide such notice no less than sixty (60) days prior to full plant closure.
In Canada, the collective bargaining agreement between CNH Industrial Canada LTD and United Steelworkers
Local Union No. 5917, which covers the Parts Depot located in Regina, provides for the Company’s written notice
to the union no later than ninety (90) days prior to the scheduled depot closing date. At non-unionized sites and
unionized locations with no specific requirements in the collective bargaining agreement, it is common practice to
inform all employees of organizational changes related to outsourcing through a company-wide announcement,
with appropriate notice prior to the operation.
In Brazil, bargaining is not mandatory in the event of the transfer of businesses, plants, or parts of businesses or
plants, following a contractual sale or merger, but it is customary for CNH Industrial to implement a direct and
formal communication process with both employees and unions. Talks generally occur to the extent of minimizing
social impacts, if any.
Operational changes within the Region, such as the deployment of new technologies to increase work efficiency,
quality, competitiveness, or the employees’ health and safety, are preceded by formal negotiations with labor
unions, according to the specific terms and conditions provided for under the collective bargaining agreement.
The procedure must be initiated a reasonable period of time prior to the process. When necessary, changes are
made gradually in order to prepare employees for the new scenarios.
In Australia, as per the collective bargaining agreement applicable at Iveco Trucks Australia Ltd., unions, delegates,
and officials must be notified within 28 days in the event of changes that may significantly affect employees.
In China, the Chinese Labor Union stipulates that all operational changes such as reorganizations, restructurings,
or actions causing twenty or more employees, or 10% of company employees, to lose their jobs must be notified
to the Labor Union. Such operational changes must be filed and approved by the Labor Bureau thirty days prior
to any further notifications or actions, or the changes are deemed illegal.
In India, companies are required to comply with regulatory provisions defined by Indian law according to the
changes to be put in place.
Uzbekistan’s labor legislation stipulates that operational changes must be notified at least two months in advance.
GRI
G4-LA4
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RESTRUCTURING AND REORGANIZATION
In Italy, further meetings were held in 2014 with investors interested in the reindustrialization of the Valle Ufita
plant, where production ceased on December 31, 2011. Meetings between Government representatives, the
Company, and trade unions were also held at the Ministry of Economic Development as part of the working group
established in 2011.
Examining the projects took longer than expected, requiring further recourse to extraordinary
temporary layoff benefits, recognized as an exception to the law for the entirety of 2014.
On May 28, 2014, at the Ministry of Economic Development and with the Minister present, the CEO
of King Long Italia presented his company’s plan to set up a new Italian company for the production
of buses, called Industria Italiana Autobus; the plan was presented to CNH Industrial representatives,
national and local trade unions, the workers’ council, and to Members of Parliament from the Avellino
area (where Valle Ufita is located).
This plan would assure the reindustrialization of the Valle Ufita site and absorb all of its workers. Among
the many projects examined, the Ministry of Economic Development judged it as fulfilling the purpose
and objectives of the working group set up in 2011. At a subsequent meeting held on October 13, 2014
at the Ministry of Economic Development, King Long Italia confirmed the establishment of Industria
Italiana Autobus a few weeks later (with the participation of Finmeccanica), with the aim of creating an
Italian center of excellence for the production of buses, and the acquisition of the undertaking, consisting of the
Valle Ufita plant and all its employees, before year end. The plant and the 298 workers1 that were employed at
the end of December 2014 were transferred to Industria Italiana Autobus S.p.A., effective January 1, 2015. On
the date production ceased at the end of December 2011, 658 employees were working at the Valle Ufita plant;
at the end of December 2014, their number was 288 (43.8% of the initial workforce). During this timeframe,
39.8% of employees voluntarily opted for the mobilità scheme (a Government benefit scheme providing for an
unemployment allowance to employees affected by collective redundancies, with a duration of up to three years in
Northern Italy and four years in Southern Italy, where the Valle Ufita plant is located); these employees will retire
before the scheme’s expiry date. Approximately 9.8% of employees have benefited from the mobilità scheme to
pursue self-employment initiatives. All employees who opted for mobilità scheme received a severance payment
from the Company, as set out in agreements with trade unions. Approximately 6.6% of employees were reassigned
to other CNH Industrial sites/plants. Overall, the Company’s 2011 decision to close the Valle Ufita plant was
implemented minimizing the social impact across the region.
In May, Iveco started a collective dismissal procedure affecting 65 employees in its Central, Commercial, and
Technical departments in Turin (Italy).
In November, New Holland Construction Machinery started a collective layoff procedure involving up to 36
employees at its San Mauro Torinese plant (Italy). In both procedures, agreements were signed with the regional
signatory trade unions of the Italian CLA and with the workers’ councils (RSA). According to the selection criteria
agreed upon by all involved parties, the only employees to be dismissed are those who will meet retirement
requirements during the period covered by mobilità.
In December 2014, after a consultation with the trade union, the Agricultural Equipment plant in Basildon (UK)
announced that in 2015, due to the market downturn and the resulting drop in production, up to 40 employees
would be made redundant.

GLOSSARY
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NAFTA
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The workforce transferred includes 10 employees acquired in December 2014 by insourcing the resources and activities of a former provider, which
managed, transformed, and distributed electrical energy, produced and distributed hot and cold water for compressed air and other technological uses,
and managed the waste water of the Valle Ufita plant.
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In Italy, information and consultation procedures with the works councils/local trade unions started at the end of
May, with regard to the transfer from Fiat Group Purchasing to CNH Industrial Italia of the business unit called
CNH Industrial Purchasing, employing more than 400 workers.
This transfer was implemented to improve and increase the effectiveness of CNH Industrial’s decision-making by
enabling it to oversee and control all activities directly related to processes of strategic importance to the Company;
as a result, CNH Industrial Italia now provides for purchasing in the name and on behalf of CNH Industrial.
In light of the production stoppages that would have been required due to low volumes, an agreement was
signed on October 15, 2014 at the Iveco Plant in Valladolid (Spain) providing for recourse, during the November
2014-March 2015 period, to the temporary layoff benefit scheme, and for the adaptation of the existing production
facilities needed in the same time frame for the launch of the new Daily model (planned in 2015).
In June 2014, it was announced that the Calhoun plant (USA), manufacturer of
excavators and dozers for the Construction Equipment segment, would be shut
down in the third quarter of 2015. The production of excavators at the plant
ceased in the last quarter of 2014, and dozer production will be transferred to
the Burlington plant (USA) in 2015. The closure of the Calhoun plant affects
approximately 100 employees. The plant complies and will continue to comply
with all federal and state notification laws, and severance payments, benefit
continuation, and other assistance consistent with Company policies applicable to
non-unionized employees will continue to be provided.
On November 26, 2014, CNH Industrial acquired Miller-St. Nazianz, Inc. and its
subsidiary, located in St. Nazianz (USA). The company, whose workforce comprises
approximately 240 non-unionized employees, is engaged in the manufacture and
wholesale trade (throughout North America and internationally) of self-propelled sprayers, other agricultural
equipment, and parts and accessories for its products.
In LATAM, due to the sharp decline experienced in the Commercial Vehicles segment, temporary measures were
initially applied to cope with the reduction in production volumes; a restructuring program subsequently became
necessary, however, also aimed at reducing the permanent workforce at plants in Brazil, Argentina, and Venezuela.
In Venezuela, this objective was mainly pursued through voluntary dismissals. Although not mandatory, trade
unions were engaged in the workforce reduction process.
In China, due to the closure of Shanghai New Holland Agricultural Machinery Corporation Ltd., a
60% Company-owned joint venture, an agreement was reached with trade unions and employee
representatives on a Placement Plan, devised as per applicable labor laws and regulations, with the
purpose of minimizing the social impact of this closure. The plan provides for the placement, within
the company of the former joint venture partner, of employees meeting specific criteria, and for
severance payment in all the other cases.
Labor Unrest
In 2014, labor unrest in Italy was low: despite a 2.5-fold increase in hours lost versus the previous
year, the overall level was lower than in 2012. The hours lost due to strikes against labor reform or against other
extra-Company issues represented more than 90% of the total hours lost during the year. The overall levels
of labor unrest in 2014 in countries outside Italy were negligible. As in past years, the CNH Industrial plants in
Belgium and France were affected by the national strikes called against government changes to social policies;
strikes in France were also related to annual wage negotiations. Some strikes took place in LATAM during collective
negotiations, while no strikes were recorded in NAFTA or APAC.

GLOSSARY
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VERY IMPORTANT

124

LOCAL COMMUNITY
INITIATIVES

IMPORTANT

SIGNIFICANCE TO CNH INDUSTRIAL STAKEHOLDERS

ROAD SAFETY

114

IMPORTANT

VERY IMPORTANT

SIGNIFICANCE TO CNH INDUSTRIAL

Material aspect described in chapter. For further details, see Materiality Matrix, page 21.
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2014 STAKEHOLDER INTERVIEWS

When there is inventiveness and
originality, when short-term profit
takes second place to the needs of
local communities, then a company’s
future is truly open

CNH Industrial’s relationship with local communities is a key material aspect, as
emerged from the materiality analysis. Living and working in synergy with the region,
and collaborating on projects that benefit the community, contribute to enhancing the
satisfaction of employees (who often live close to plants) and their sense of belonging to the
Company, while bringing economic advantages to both the Company and the community.
As evidenced by the materiality analysis, stakeholders view this aspect as a site-specific
Don Angelo, TechPro2 project, Ethiopia
issue since local community initiatives are more relevant in certain countries than in
others. Local initiatives are also deemed potentially strategically powerful when integrated
within a shared value strategy. Stakeholders highlighted the importance for a company like CNH Industrial to act
like a corporate citizen, be more embedded in the community, and become part of it, acknowledging, however, the
major challenge of being recognized as a community member. In order to achieve this objective, a company should
enhance local economic competitiveness by offering, for example, the professional support of its skilled employees
to career counseling centers and educational initiatives. It should also contribute to community revitalization and
to the efficiency of public works investments, as well as safeguard rural landscapes.
As stated in the Code of Conduct, CNH Industrial is aware of the potential direct and indirect impact of its
decisions on the communities in which it operates. For this reason, the Company promotes an open dialogue
to ensure that legitimate expectations of local communities are duly taken into consideration, and voluntarily
endorses projects and activities that encourage their economic, social, and cultural development. Moreover, CNH
Industrial acts in a socially responsible manner by respecting the culture and traditions of each country, and by
operating with integrity and in good faith to earn the trust of the community.
The strategy developed by the Company, in line with its business approach, identifies the following as key priorities:
support for local community development, youth training, and road safety. Within these three directives, the
individual Regions or brands decide which projects to support based on actual local needs,
maximizing open dialogue with local stakeholders and collecting their suggestions for
improvement. They also decide whether to act directly or through partnerships with local
institutions and organizations working in the social sphere.
The Community Investment Policy, available on the Corporate website, ensures that activities
are managed consistently, identifying methods and defining areas of application at global level.
A new Compliance Helpline was established to address questions and concerns regarding
CNH Industrial principles, as outlined in both the Code of Conduct and in other Corporate
policies, and applicable laws; the Helpline is managed by a third party and is also available to
entities outside the Company (for further information, see also page 57).

$4.7 million
invested in

local communities

Many of the volunteer projects for the welfare of local communities are listed in the Sustainability Plan (see also
pages 33-34), and some of their targets are included as individual objectives in the Performance and Leadership
Management system (see also page 83).
Projects and their results are included in the following pages of this Sustainability Report, on the Corporate
website, and on other dedicated websites.
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DMA; Material aspect;
Stakeholders
GRI
G4-DMA

2014_Sustainability Report_1-133.indd 111

31/03/15 18:35

112

ENGAGING
LOCAL COMMUNITIES

HOW WE GET
THINGS DONE

The effectiveness of an initiative and its ability to address needs is measured using the Social Impact Assessment
tool; developed in line with the London Benchmarking Group framework, it is used to evaluate the types of benefits
gained in the four major areas potentially affected by any project: people, organization, environment, and business.
Based on this method, the four areas are weighted and the project’s impact on specific aspects within each is given
a rating on a scale from one (no impact) to five (very high impact). An average rating is then calculated for each
area, representing the indicator (KPI) to assess the project’s overall impact on people, organization, environment,
and business, respectively. The assessment, applied to a broad number of projects in 2014, is carried out by the
people responsible for the initiative being evaluated.

SOCIAL IMPACT ASSESSMENT CRITERIA

BENEFIT TO PEOPLE
BENEFIT TO ORGANIZATION
Positive change in people’s attitude or behavior
Skills and personal development
Direct impact on people’s quality of life

Capacity building

BENEFIT TO ENVIRONMENT

BENEFIT TO BUSINESS

Direct environmental impact
Impact on human activities and
behavior

Benefits of volunteering for employees
Impact of volunteering on the business
Impact on reputation
Customer involvement

SOCIAL IMPACT ASSESSMENT OF MAIN PROJECTS
Evaluation of Benefit to:
Region involved
EMEA
EMEA (Ethiopia)
EMEA (Italy)
EMEA
NAFTA
NAFTA
NAFTA
LATAM

Slow Food
TechPro2
TechPro2
Telethon
Habitat for Humanity
Relay for Life (American Cancer Society)
United Way
Cooperação para o Desenvolvimento
e Morada Humana
Esporte da Cidade
Pastoral do Menor
Programa Formare

LATAM
LATAM
LATAM
(a)

Project

Reference
page

People

Organization

Environment

Business

3.2
3.9
3.6
2.0
2.3
2.3
3.7

2.3
2.3
2.3
2.6
2.6
3.6
4.1

3.1
(a)
(a)
(a)
(a)
(a)
(a)

3.7
3.9
3.8
3.8
3.1
3.4
2.8

115
122
122
116
117
117
117

3.1
3.2
3.5
3.5

3.0
2.2
2.1
3.3

2.2
1.7
1.8
2.0

3.1
2.6
2.5
3.5

119
120
118
123

No impact.
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In 2014, CNH Industrial allocated approximately $4.7 million1 for local communities. In certain instances, the Company
supports the community by allowing its employees to undertake voluntary activities during working hours (around
$287 thousand), in addition to directly distributing economic contributions or donations in kind. In 2014, CNH
Industrial prioritized investments on developing communities around Company plants (approximately $2.2 million),
a demonstration of its desire to foster positive long-term relationships with the communities in which it operates.
Most resources were allocated to LATAM, with approximately 44% of the total, followed by NAFTA with
approximately 36%. Of the community initiatives supported worldwide, 58% were social projects, 21% focused on
art and culture, and 10% on young people’s education.

CONTRIBUTION TO LOCAL COMMUNITIES
CNH INDUSTRIAL WORLDWIDE

BY TYPE

BY DESTINATION
NAFTA

DONATION
IN KIND

35.6%

7.2%

TIMEa

6.1%
CASH
CONTRIBUTION

LATAM

86.7%

44.4%

EMEA

18.2%
APAC

1.8%
BY CATEGORY

BY SUBJECT
COMMERCIAL
INITIATIVES WITH
SOCIAL IMPACT

ARTS AND CULTURE

21.2%

24.7%

EDUCATION AND
YOUNG PEOPLE

10.1%
INVESTMENT
IN LOCAL
COMMUNITIES

47.6%

SOCIAL
WELFARE
CHARITABLE
DONATIONS

58.4%

27.7%

OTHERb

9.3%
EMERGENCY
RELIEF

1.0%
(a)

(b)

Represents the monetary value of hours for volunteer work carried out by employees during working hours (also includes initiatives where legal entities are fully
or partially reimbursed through public funds).
Also including investments in economic development and the environment.

GLOSSARY
APAC; EMEA;
LATAM; NAFTA
(1)

Investment data for local communities is based on accounting data and calculation methods, and also includes estimates. Figures in currencies other than
dollars were converted at the exchange rate as at December 31, 2014. The stated figure also takes into account the cost of employee time to manage
and organize humanitarian initiatives promoted by the Company, and does not include initiatives solely focused on brand promotion. Figures relate to all
CNH Industrial legal entities worldwide.
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LOCAL DEVELOPMENT INITIATIVES
POTENTIAL IMPACT OF OPERATIONS ON LOCAL COMMUNITIES
CNH Industrial has 64 plants in 190 countries worldwide (see also page 15), and is fully aware of the potential
impact of its operations on the environment and local communities. To integrate with the community in which it
operates, the Company adopts social and environmental policies that respect both people and the region. This
goes beyond Corporate boundaries, extending to the supply chain. Indeed, where possible, the Company relies on
and partners with local suppliers, to whom it transfers its best practices such as the WCM program. Local suppliers
are also required to abide by the Company’s principles on human rights and working conditions (i.e., to reject all
forms of forced and/or child labor), environmental protection, and business ethics (see also page 153).
Specifically, the aspects that could significantly impact local communities and that CNH Industrial is committed to
improve, concern:
the impact on the health of workers and their families (see also page 90)
improvements in the welfare of workers and their families (see also page 95)
the impact of atmospheric emissions (see also page 188)
air quality protection (see also page 171)
water management (see also page 173)
soil and subsoil protection (see also page 175)
waste management (see also page 176)
biodiversity protection (see also page 178)
removal of hazardous substances (see also page 180)
adoption of logistics solutions with lower environmental impact (see also page 193).
All of the above are monitored, among other aspects, under the Risk Management system (see also page 64), but
for some plants the monitoring of water management and biodiversity protection are particularly relevant. In those
cases, targeted projects were launched, directly involving local communities.

INITIATIVES IN EMEA
In EMEA, CNH Industrial puts great emphasis on road safety (see also page 124) and on projects that prioritize
education, especially for young people (see also page 121). At the same time, the Company maintains strategic
collaborations with selected partners (such as Slow Food and the Telethon Foundation) to strengthen its social
role across the areas in which it operates.
Moreover, the participation in Expo Milano 2015 as an official partner demonstrates the Company’s commitment
to a sustainable approach to agriculture and, more in general, to business.
CNH Industrial at Expo Milano 2015
CNH Industrial is an official partner of Expo Milano 2015, a universal exhibition to be hosted by Italy for six months,
beginning in May 2015. The event is designed to offer visitors and attending countries a global cultural, educational,
and commercial experience. This year’s theme, Feeding the Planet - Energy for Life, will offer an opportunity to
discover different flavors, traditions, and cultures, but also to open a dialogue on nutrition, food, and sustainable
resources across the globe. CNH Industrial shares the spirit and the values of this year’s theme, as reflected by its
unceasing commitment to pursuing production efficiency through the rational and sustainable use of resources.
The Company will be represented at Expo Milano 2015 by New Holland Agriculture. In line with its Clean
Energy Leader strategy, New Holland will share how it approaches agriculture while protecting the environment,
communities, and regions in which it operates. At the event, it will have a dedicated pavilion and exhibition space
focusing on agriculture, where it will showcase several of its products. In addition, a series of interactive installations
and videos will allow visitors to discover the innovative, crop-specific products and technologies manufactured and
marketed by the brand. The exhibition area will be fully accessible to those with reduced mobility.
In the months leading up to Expo Milano 2015, the Seeds of Life Series project was launched via a dedicated website,
to share the stories of eight farmers in eight different countries about their lives, experiences, and everyday
challenges. The project aimed at highlighting how the instinct and sensitivity of today’s farmers is crucial to grow
the crops needed to feed the planet.
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FOCUS ON

THE SUSTAINABLE FARM PAVILION
New Holland Agriculture’s pavilion at Expo Milano 2015 was designed and built with sustainability criteria in mind.
It features photovoltaic panels integrated into the façade’s windows, producing renewable energy to be used inside
the pavilion. Furthermore, the use of LED lights enables a significant reduction in energy consumption.
Another important detail is the system for the collection of rainwater, used to supply the sanitary facilities inside
the structure and/or to irrigate the soil-covered roof.
At the end of Expo Milano 2015, the pavilion will be disassembled and permanently reassembled
elsewhere for other purposes. This is why it was built with dry construction technology, modular
façade components, and pre-assembled equipment that does not require further assembly on
site. This design approach avoids the need for demolition and the generation of materials to
be sent to landfills, leaving premises clear and free of pollutants.

A suggestion wall was created on the Corporate Intranet, where CNH Industrial employees will be able to share
ideas and comments about the Company’s participation in Expo Milano 2015. Another initiative, Volontari per un
giorno @ Expo 2015 (Volunteers for a day), will give Company employees in Italy the opportunity to volunteer
within the scope of the event, while a separate campaign was launched to recruit employee family members to
work at the pavilion.
Through Iveco Bus, CNH Industrial will actively contribute to the sustainability of the exhibition’s internal mobility,
by supplying seven natural gas-powered buses (also capable of running on biomethane). Furthermore, nine New
Daily vans and one Iveco Eurocargo will be provided to handle the logistics and transport of an Iveco dealer,
whereas 18 Eurocargo street sweepers and seven Stralis Hi-Way trucks fitted with skip loaders will be used at
external exhibition sites.
FPT Industrial, CNH Industrial’s powertrain brand, will display its top level Cursor 16 engine in the New Holland
pavilion, to reinforce New Hollands’ clean technology message. FPT Industrial engines will power the transport and
logistics vehicles for Expo Milano 2015 supplied by fellow CNH Industrial brands.
In addition, CNH Industrial is a sponsor of the USA Pavilion American Food 2.0, which will also showcase Case IH
agricultural machinery and Case Construction Equipment.
Partnership with Slow Food
CNH Industrial’s brands have collaborated with the non-profit Slow Food organization for years, launching several
initiatives. Iveco is an environmental partner of Salone Internazionale del Gusto e Terra Madre, the world’s largest
fair for quality food and the most important event for connoisseurs and foodies. The fair is acknowledged as a low
environmental impact event owing to the eco-friendly management of both consumption and waste. The event,
held in Turin (Italy) in October 2014, was attended by 650 delegates from 95 countries, 220 thousand visitors, and
over ten thousand students.
Iveco is also a technical partner of the Thousand Gardens in Africa project, in collaboration with the Slow Food
Foundation for Biodiversity. The project focuses on bringing together the farming experience, community sharing,
and educational/informational initiatives, while respecting different environments, socioeconomic scenarios, and
cultures. During the first year of collaboration, a vehicle was donated to the community of Karrayyu shepherds in
Ethiopia, which will allow them to carry almost a dozen cans of the camel milk they produce every day.
New Holland Agriculture, on the other hand, is a strategic partner of the Università degli Studi di Scienze
Gastronomiche di Pollenzo (Italy), promoting specific projects on sustainable agriculture and on global food
production mechanization, in line with the University’s curriculum (see also page 121).
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Supporting the Telethon Foundation
CNH Industrial stands with the Telethon Foundation in supporting scientific research on genetic diseases at
every year’s television marathon broadcast from Italy, and in December during the charity event called È in
gioco la solidarietà (Solidarity at Stake). The latter was held at the Industrial Village in Turin (Italy); attended by
approximately four hundred people, the event provided a significant moment of reflection on scientific research
and on Telethon’s actual daily commitment in this regard. CNH Industrial, along with its brands Iveco, Iveco Bus,
New Holland Agriculture, Case Construction Equipment, and FPT Industrial, sponsored the event and further
contributed by donating all of the evening’s proceeds to Telethon’s research. Moreover, Iveco auctioned a New
Daily on CharityStars, the first-ever charity fundraising platform that allocates the proceeds of online auctions to
solidarity initiatives. All the money raised was devolved to Telethon.
Cooperation with Welthungerhilfe
CNH Industrial’s brand Case IH is the first partner for food of the German food aid organization Welthungerhilfe.
In 2014 Case IH supported the organization’s battle against hunger and poverty with a donation of $60 thousand.
The initiative aims to help provide sufficient and appropriate food to as many people as possible, particularly in
regions that do not receive enough public attention. The donation is spent according to the priorities identified by
the organization.
Welthungerhilfe’s projects require both agricultural engineering expertise and agricultural equipment, which is
where Case IH comes into play. On average, smallholders in Kenya farm about half a hectare each, a surface that
is barely sufficient to provide for the needs of the farmers’ families, let alone yield any produce surplus to be sold
at regional markets to generate income. Case IH provided them with two tractors and respective implements for
tillage and haymaking, delivered and supported via the company’s Kenyan sales and service network.
Collaboration with Global Shapers
As part of CNH Industrial’s commitment to communities, particularly in Africa, the Company supports the Global
Shapers Community, an initiative of the World Economic Forum. Global Shapers Community is a network of citybased hubs developed and led by young leaders who want to develop their leadership potential in helping the
community. By sponsoring the At Dinner with Africa fundraising campaign organized in 2014 by Venice Hub, CNH
Industrial supported the Mothers and Children First project set up by the NGO Doctors with Africa Cuamm.
The donations collected helped over 350 women over three months at hospitals in Angola, Ethiopia, Uganda, and
Tanzania: 150 women in labor were able to access an ambulance and hence give birth in well-organized facilities; ten
women received grants to become midwives; and two hundred women received professional assistance during birth.

350

African women

helped in
motherhood
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THE OCEAN, A TALKING BLUE VEIL PROJECT
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The link between FPT Industrial and the Walkirye yacht remains a meaningful one. Niky Frascisco, now a teenager, has
been affected by severe congenital bronchial asthma since childhood. His parents built a yacht in their backyard in 2003, so
that he could live a healthy life at sea, without requiring medicines or hospital treatments. In 2006, Niky was appointed
UNICEF Junior Ambassador for educational rights. In June of that same year, FPT Industrial gave the Frascisco family
a NEF auxiliary engine for the yacht, followed down the line by a Cursor engine to celebrate Niky’s eighth year
of sailing. Today, this experience has led to yet another project, called The Ocean, a Talking Blue Veil (Il Mare,
un Velo Blu che parla), designed to offer fifty students aged 14-18 a trip to Campania, Basilicata, Calabria,
and Sicily (Italy) aboard the Walkirye schooner. The project aims at improving the teenagers’ skills
and at teaching them respect for nature, land, and the environment, adopting problem solving
skills during group activities on board.
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INITIATIVES IN NAFTA
Charitable donations and volunteering are a key part of CNH Industrial’s community involvement in NAFTA.
Requests for funding and/or charitable donations in 2014 were reviewed quarterly by the Company’s Contributions
Board, prioritizing causes that benefit education, civic and community improvement, health and human services,
and arts and culture in the communities where employees live and work.
During the year, the Company also completed the final regulatory steps required to create its own Corporate
foundation. The new CNH Industrial Foundation, effective January 1, 2015, aims at transforming local
communities by providing financial support to worthwhile charitable organizations. It will exclusively manage
all Company-funded donations to non-profits, accredited schools, and publicly-funded organizations that
support the Company’s goal of investing in the health and sustainability of local communities. In addition
to causes centered on education, health and human services, and civic and community improvement, the
Foundation will also focus its efforts on food security and disaster relief.
CNH Industrial and its brands finance long-term projects in partnership with key charitable organizations, such
as Habitat for Humanity, United Way, and the American Cancer Society; they also make high-impact, one-off
contributions such as those to the Fisher House Foundation: an organization best known for offering a network
of homes where military and veterans’ families can stay at no cost while a loved one receives treatment. Fisher
House Foundation homes are located at major military and veterans hospitals nationwide. In support of cultural
initiatives, CNH Industrial donated $171 thousand to the Stuhr Museum Foundation in Grand Island (USA). The
museum preserves and portrays life in the era of the pioneering town builders who created the first communities in
Nebraska. Every year, families of plant employees can enjoy a tour of the museum on Family Day (see also page 89).
Moreover, the Fundación Merced Queretaro AC (Mexico) supports a program for the strengthening and
professionalization of civil society organizations, offering training, workshops, and courses that provide tools,
knowledge, and skills. The Company also donated over $2 thousand to the Hogares San Francisco IAP rehabilitation
center, to support its activities and the refurbishment of its greenhouse; in addition to the economic support, an
in-kind donation included an irrigation system.
Fighting Homelessness
Since 2007, CNH Industrial has supported Habitat for Humanity by raising funds and building homes for those
in need in the US communities where the Company operates. Habitat for Humanity is a non-profit organization
that tackles poverty and builds housing for the homeless. First started in 1976, it has since built more than 800
thousand homes worldwide, providing shelter to over four million people.
Employees supporting the initiative step away from their desks during working hours to assist in the various
building phases: laying foundations, fitting windows and doors, and carrying out electrical work. In 2014, about
87 CNH Industrial employees helped build homes in Burr Ridge, Lebanon, and Racine (USA), volunteering five
hundred work hours (see also page 98). CNH Industrial also donated $32 thousand to local affiliates near its sites
in Burr Ridge, Calhoun, Lebanon, and Racine. Since 2007, CNH Industrial has donated more than $462 thousand
to Habitat for Humanity.
Aware of the problems that the homeless face, the Company also collaborates with the Homeless
Assistance Leadership Organization (HALO), which is committed to preventing homelessness
in Racine (USA), and has a user base of a thousand people per year. In 2014, CNH Industrial
donated approximately $51 thousand to create shelters, fund services, and support
over
coordination activities. Since 2011, the Company has donated over $200 thousand to HALO.

$1.3 million

donated to United

Way

Support to United Way
In 2014, CNH Industrial carried on its long-standing support for United Way, a non-governmental
organization present in 41 countries worldwide helping those in need of access to primary care, with
particular emphasis on education and health. To support United Way in its mission, CNH Industrial
collected donations through an annual email campaign targeting its North American employees (over
11 thousand workers), and by holding several fundraisers with the involvement of its employees and
including outings organized at various Company locations. Together, CNH Industrial and its employees donated
more than $1.3 million in 2014.
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FIGHTING CANCER TOGETHER
For five years, CNH Industrial and its employees have participated as a team in Relay for Life, a group-based, 24-hour
fundraising walk for the American Cancer Society. In 2014, through employee fundraising and social contributions, CNH
Industrial’s team was able to raise nearly $85 thousand for the organization. To raise awareness of breast cancer, the plant
in Fargo (USA) manufactured a custom pink 621F Case Construction wheel loader for a customer in Winnipeg (Canada),
to be used for snow removal. The customer donated 10% of all proceeds from the use of the machine to the Canadian
Breast Cancer Foundation.
Case Construction in France launched the Pink October initiative, donating $266 to research for each tractor
loader backhoe sold between October 1 and December 31, 2013. Proceeds were donated in 2014 to the
Institut Curie in Paris, a leading cancer treatment center and one of the largest research centers in Europe.
In Australia, Iveco made a donation to Melbourne’s Otis Foundation, which provides free
accommodation across a network of high-quality retreats to women affected by breast
cancer, aiming at reducing the disease’s psychological impact on patients, their families, and
communities.

INITIATIVES IN LATAM
In LATAM, social responsibility has become an increasingly important matter in recent years. As a consequence,
social initiatives adopt a less purely philanthropic approach in favor of a more strategic one. For this reason, CNH
Industrial selects projects and partnerships that have a social and environmental impact on its activities, involving
its employees in the process. Education was one of the priority issues identified by an internal survey as requiring
action, since it helps to overcome social inequalities, thus changing circumstances and creating better citizens. In this
regard, CNH Industrial promotes short and long-term projects to benefit the community, customers, employees,
and suppliers. Education is promoted through initiatives focusing on regional development, the dissemination of
culture (arts, music, and literature), and the promotion of sports activities among underprivileged children and
teenagers.
The Company has launched several programs in LATAM throughout the years to tackle the priority issues
identified, and supports them on an ongoing basis. The projects developed within the scope of each program
support thousands of people every year.
In 2009, Case Construction Equipment and Case IH set up the Case Multiação program, focusing on the areas
surrounding the plants in Piracicaba and Sorocaba (Brazil). The program concentrates on human development, with
the aid of non-governmental organizations, supporting the dissemination of culture, sports, and further education.
In 2007, Iveco launched the Proximo Passo project to promote initiatives ranging from the preservation of
the environment to the strengthening of citizenship and sustainability in poor communities near the plant in Sete
Lagoas (Brazil).
Lastly, in 2009, New Holland Agriculture and New Holland Construction created the Plantar & Construir
program in Contagem and Curitiba (Brazil) to improve quality of life by promoting human development and
providing social welfare through sports activities in the most vulnerable communities.
As part of such initiatives, one of the main educational and community development organizations that CNH
Industrial supports is the Associação de Pais and Amigos dos Excepcionais (APAE) in Sete Lagoas, a non-governmental
organization providing assistance to people with disabilities. There are currently 625 children involved. Iveco
sponsors some of the association’s projects and development activities, and donated a minibus to assist with
transport.
In Sorocaba, CNH Industrial supports the Pastoral do Menor organization, which works to reduce the number of
children and teenagers living on the street. In a specially allocated building, they are given the opportunity for extra
schooling, as well as a chance to socialize and participate in sports and leisure activities. In 2014, more than five
hundred children and teenagers benefited from the organization’s initiatives.
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In Contagem, CNH Industrial has worked with the Cooperação para o Desenvolvimento and Morada Humana
(CDM) for two years to reduce poverty in highly deprived areas. Initiatives carried out near the plant include
recreational workshops for children and teenagers (street dance, judo, and graffiti), social interaction (meeting up
with families and parties for the community), and volunteer projects involving employees.
For some years, CNH Industrial has also supported the Madre Gertrude School, the Association São Miguel Arcanjo,
and the ADAV Cultural Project, organizations that help children and teenagers who are at risk because of their
situations or environment, providing educational and recreational activities.

children and teenagers
saved from the streets

CNH Industrial sponsors numerous artistic and cultural projects. In Sete Lagoas, CNH Industrial supports
Associação Cultural Sempre Um Papo, which organizes regular lectures and discussions with leading writers and
intellectuals, to foster a reading culture. In 2014, five events were organized attended by two thousand people. The
events were filmed and compiled in a series of DVDs entitled Culture for Education, sent out to all public schools.
In Sorocaba, CNH Industrial supported the Pintura Solidária cultural organization for the Colours of Solidarity project.
The initiative encourages children, adolescents, adults, and the elderly to express their creativity through painting.
Workshops are held at hospitals, daycare centers, and organizations assisting children with psychological problems
in the care of social workers, helping to raise self-esteem, strengthen patients’ immune
systems, and develop the motor skills of children with physical disabilities. In the first half of
2014, the project was rolled out in ten cities, involving over 1,100 people. The Children’s Game
project is a traveling exhibition comprising videos in which teachers talk about childhood. The
exhibition toured 15 cities in the state of São Paulo in 2014, with audiences of nearly four
thousand people.
In Curitiba, the Fazendo Arte e Promovendo Talentos project promotes art and painting workshops
for underprivileged children. A large exhibition of artistic works produced in the workshops
was held in one of the city’s art galleries. The historic building that once housed the Santa Casa
De Misericordia hospital in Curitiba was also renovated, and now hosts cultural activities.
CNH Industrial promotes the CNH Economic Journalism Award, formerly the Fiatallis Award,
people went
created in 1993. The award is presented to members of the press to encourage quality news
reporting and spark debate on the Brazilian economy by recognizing the contribution of the
press to the country’s development, through its work and relationships with industry. On a
related theme, 2014 marked the 10 th New Holland Award for Photojournalism. Nearly 4,500
photos were submitted by about 1,100 professional and amateur photographers across Brazil, Uruguay, Paraguay,
Argentina, and Chile. Additionally, for three years CNH Industrial has sustained the New Cine Bamaq project, a
traveling cinema that sets up in the town squares of the poorer regions in Brazil’s interior. In one month, over 14
thousand people watched a movie screening.

14 thousand
to the

travelling cinema

2014_Sustainability Report_1-133.indd 119

31/03/15 18:35

120

HOW WE GET
THINGS DONE

ENGAGING
LOCAL COMMUNITIES

For several years, CNH Industrial has supported a number of sports projects focusing on the social integration
of young people from disadvantaged areas. Such initiatives include Esporte da Cidade in Sete Lagoas, involving 150
children and teenagers, and Arremesso do Amanhã in collaboration with the Sorocaba basketball league, involving
two hundred children.
For four years, CNH Industrial has also sponsored the Bola da Vez Association. Through football, the organization
wants to develop physical education, health, social inclusion, and citizenship for students aged six to 17, of
both genders, officially enrolled in public elementary schools and with good grades. In 2014, over one
thousand children from Sorocaba and the surrounding region were involved in the project.
In Curitiba, CNH Industrial has supported the Clube Educacional da Bicicleta for two years. The
initiative encourages children and teenagers aged seven to 12 to exercise on bicycles and offers
education on road safety. The project uses the city’s velodrome.

1,350

CNH Industrial also made donations to Pequeno Príncipe Hospital in Curitiba and Barretos Hospital
in the state of São Paulo. The Natal Solidário (Christmas Solidarity) campaign encouraged CNH
Industrial employees to help the surrounding communities by sending postcards, emails, and
underprivileged children
posters. The campaign collected 1,800 gifts for children in need. In 2014, the CNH Industrial
and teenagers involved
volunteer program carried out further initiatives such as visits to refuges, and the organization of
children’s days.
in
In Argentina, twenty employees volunteered to help build ten houses for disadvantaged people under the
A Roof for my Country program.

sports activities

INITIATIVES IN APAC
CNH Industrial has a strong presence in the Emerging Markets of the APAC Region, enabling the Company to
share expertise and show its solidarity with local communities. Over the past year, this close relationship
has taken on greater importance in terms of the initiatives developed. There were major initiatives
offering solidarity to people in areas affected by natural disasters, such as the typhoon in the Philippines,
and several others supporting education for young people across the Region (see also page 121).
In Australia, Case IH sponsored the Next Gen Step Up! conference, organized by the Australian Cane Farmers
Association to foster dialogue on sustainability, innovation, and new agricultural practices, and to encourage
knowledge transfer between young and established sugarcane farmers. Again in the farming sector, Case
IH sponsored the Southern Precision Agriculture Association, a non-profit independent group formed in
2002 to promote the development and adoption of precision agriculture technologies.
In China, CNH Industrial donated clothes to children at the Wan Chuan Chuang Zhi primary school, in a
small village of a thousand inhabitants in Sichuan Province, benefiting about 65 children.

PARTICIPATION IN EMERGENCY RELIEF EFFORTS
CNH Industrial always strives to respond rapidly to the needs of people affected by natural disasters. The Company
channels resources (vehicles and financial and technical support) to aid impacted communities, as well as liaise for
employees wanting to assist in relief efforts.
A wide range of New Holland equipment, from large excavators to small, compact machines, were put to work
across Europe to clean-up and repair towns and cities affected by the storms and floods of spring 2014. For
example, a New Holland E385 excavator, supplied to the Environment Agency, was used to repair the shingle sea
defenses on Preston beach, on the UK’s south coast. In the northern coastal city of Gijon (Spain), in the region of
Asturias, New Holland machines provided support to repair initial damage to the seafront promenade.
In 2014, the fleet of five machines supplied by CNH Industrial and its distributors for relief efforts in the Philippines
was further used to help restore areas impacted by Typhoon Haiyan. The machines were first delivered in
December 2013 to the United Nations relief operations based in Tacloban, in the province of Leyte, the area hit
hardest by the typhoon. In 2014, the dealerships involved in the project supplied equipment and operators, as well
as the necessary service support to keep the machines running in peak condition.
In January, a violent storm hit the eastern region of Minas Gerais State (Brazil). In partnership with the State
Coordination of Civil Defense, New Holland Construction assisted by loaning a crawler dozer to help reopen
streets and roads, transport materials and equipment, and remove debris.
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YOUTH TRAINING
CNH Industrial focuses its community efforts on young people, and in particular on their education. In addition to
the awards and scholarships given to employees’ children (see also page 74), the Company works hard to promote
young people’s education, in collaboration with private and public institutions and other stakeholders. Activities
range from promoting long-running educational projects, to sponsoring organizations involved in young people’s
education.
In Italy, New Holland Agriculture established a strategic partnership with the Università degli Studi di Scienze
Gastronomiche in Pollenzo, the first in the world to offer a course on gastronomic sciences. New Holland Agriculture
provides the University with the industry’s most up-to-date information on sustainable farming practices and on
farming machinery for global food production. A complementary program offers educational student tours of
food processing companies, for hands-on experience of the advantages of sustainable agriculture. In cooperation
with New Holland, the students have the opportunity to explore modern production methods used in the food
industry.
In the UK, CNH Industrial refurbished a local special needs school for children aged between four and 16, by
creating an exploratorium: a new outdoor area built from sensory materials to develop touch, feeling and hearing,
where children can learn in an enjoyable way. The theme of the area is agriculture and the countryside, and its
features were created with materials from the manufacturing plant, such as tractor tires and cabs, with the centerpiece being a three-quarter scale wall mural of a New Holland tractor.
In the USA, CNH Industrial supports Future Farmers of America, an association active in farming
education since 1928. Scholarships provided another effective way of investing in young people’s education,
with $18 thousand donated to 13 universities across the country. Near its manufacturing plant in Fargo (USA),
CNH Industrial donated funds to North Dakota State College of Science for a new manufacturing training
initiative. Moreover, in coordination with United Way of Metropolitan Chicago, the Company donated more
than 150 tablet computers to Chicago public schools in the Brighton Park neighborhood. Brighton Park is the
second fastest growing community in the city of Chicago; between 1990 and 2005, it saw a 235% increase
in the number of children living in poverty. These tablets are part of an effort to provide better quality
education to local students, and give them the resources they need to succeed and to strengthen their
abilities in science, technology, engineering, and mathematics.

$18
thousand
donated to

13 universities

In China, CNH Industrial sponsored the Master of Engineering Program, begun in July 2014 in collaboration with
the Northeast Agricultural University, benefiting ten engineers studying agricultural mechanism engineering.
TechPro2
TechPro2, a joint project with schools run by the Salesian Society, has the main aim of training mechatronics
specialists in construction equipment for the engines and industrial vehicles industry. The training course offered
has a two-stage curriculum: theory, taught at the Salesian training institutes, and hands-on learning, provided at
authorized CNH Industrial repair shops. This is a way of meeting the growing demand for skilled personnel. CNH
Industrial provides expertise by training teachers, who in turn pass it on to the students in the classroom. In
addition, it offers financial aid and tools useful to classroom training, such as complementary vehicles for practice
exercises and essential parts such as engines, drives, and diagnostic tools. The offering of training courses varies
from country to country and is tailored to local needs in order to provide young people with a qualification they
can use in the job market, while at the same time meeting the demand of workshops and dealerships for specialized
manual workers.
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The project began in Italy in 2011, with the support of Iveco, at the center in Fossano. Currently, the training
course offers both a two-year body repair program and a three-year motor vehicle repair program. In
2014, 114 students were trained, 1,683 training hours were provided, and forty students underwent a
320-hour internship at local repair shops. Of the graduates of the three-year program in June 2013,
67% continued their studies or found a job, while the rest are seeking employment.

253 young

people involved in

TechPro2

In 2012, the TechPro2 project was also extended to Belèm (Brazil). The Salesian School holds
professional courses to help twenty young people in the field of motor vehicle repair enter the job
market. In 2014, eight hundred training hours were provided.
In 2013, the project was launched in Addis Abeba (Ethiopia), where a training course on engines and
industrial vehicles was launched at the Bosco Children Center. The project also aims to intensify the dialogue
between public and private entities by creating a partnership to generate greater employment opportunities for
young people. The course lasts nine months and guarantees a certificate officially recognized by the Ethiopian
government. In 2014, twenty young interns finished training and qualified as repair technicians, a highly specialized
profession in the field of mechatronics. All of them found employment. A further 18 students have since started
the training.
In 2014, CNH Industrial launched the TechPro2 program at the Changshan vocational secondary school in the
province of Zhejiang (China). The project is part of a sponsorship agreement between CNH Industrial and
Yizhong Education, and will involve 101 students and 13 teachers over a three-year period. The training sessions
will be held on the new school campus, on the north shore of the port of Changshan. Iveco will give professional
support to the school by providing hours of teacher training, tools, parts, and Iveco engines and vehicles. Upon
receiving their diploma, students will be offered an internship at an Iveco dealership.
Given its positive results, TechPro2 is expected to be extended to other countries where the Company is present
and to other CNH Industrial brands (see also page 34). In 2015, the TechPro2 website will be launched providing
information on and results of the initiative, with an event to be organized involving the main contributors who
made the program possible.
Agri Training Centers
In 2012, New Holland Agriculture opened the first Agri Training Centre in Bhubaneswar, India, in association
with the Department of Agriculture of the Government of the state of Odisha. Under the Odisha Government
program, the training center aims to provide young farmers and unemployed people with the specific skills
necessary to find suitable employment in mechanized agricultural farming. The course covers tractor maintenance
and the overhauling of the main tractor sub-assemblies, as well as repair and maintenance of other mechanized
farming equipment. For the specialized training provided by New Holland, the Agri Training Centre is equipped
with special tools, such as engines and transmissions. Spread over two thousand square meters made available
by the Odisha Farm Machinery Research & Development Centre of the Department of Agriculture, the center
trained 24 young unemployed farmers in 2014.
Moreover, in 2014, New Holland Agriculture signed a memorandum of understanding with the Government
of Madhya Pradesh State to establish a new training center in the state and provide innovative products for
the mechanization of sugarcane, cotton, and corn harvesting, and for biomass management. The initiative is an
opportunity to raise awareness among farmers and facilitate usage of more eco-friendly and efficient agricultural
practices to enhance productivity and create more employment opportunities for young people.
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Programa Formare
In 2014, the Programa Formare continued in Sete Lagoas (Brazil). The goal of the program is to reintegrate
disadvantaged young people through training. In partnership with the Fundação lochpe, twenty young apprentices were
selected to take part in the program. Volunteer employees from the Commercial Vehicles and Powertrain segments
teach the course, aimed at developing skills related to communication, teamwork, problem solving, and manufacturing
processes (see also page 99). The classes take place at the Iveco plant in Sete Lagoas. The training program lasts
about one year and, upon completion, students receive a specialist technical degree in finishing and final assembly, as
well as a diploma recognized by the Brazilian Ministry of Public Education. In 2014, twenty students graduated; they
subsequently demonstrated significant improvements at school, at home, and in interpersonal relationships.
Projeto Sementinha
The Projeto Sementinha (Small Seed Project) took place, for the third consecutive year, at the FPT Industrial plant in
Sete Lagoas (Brazil). The project aims to spread a culture of respect for the environment, beginning in childhood,
while offsetting some of the emissions from the Sete Lagoas plant through reforestation initiatives. The students
involved in the project, aged from six to ten, visit the plant and take part in an interactive lesson on environmental
issues. After the theory part, they are given two small plants: one to be planted near the FPT Industrial plant,
and one to take home. The ultimate aim is to promote awareness on environmental issues, recycling, and the
protection of biodiversity and of non-renewable natural resources; the hope is they will share their newfound
awareness with friends and family. In its three years, the project has involved over five hundred children, planting
approximately 860 trees.

860

trees planted

in three years

OUR PROJECTS

A MOBILE SCHOOL FOR FORMER
SUGARCANE CUTTERS
Owing to growing environmental concerns and technological innovations, the Brazilian sugarcane industry
is undergoing rapid mechanization. Manual labor is being replaced with mechanized processes for planting and
harvesting sugarcane, resulting in a significant number of rural workers, who currently earn a living cutting cane,
losing their jobs. At the same time, the mechanization itself has created thousands of jobs in the industry, such as
harvester operators, truck drivers, mechanics, and welders.
Case IH supports Mobile SENAI-SP, the first professional course in a mobile unit for former sugarcane cutters
and other farming community professionals. This mobile unit consists of a truck equipped with classrooms and
three simulators of Case IH A8800 traditional cutters. The simulators replicate the commands of a sugarcane
harvester, so that the student can perform harvesting, maneuvering, and trial operations, just like in real-life.
The course offers a professional qualification on correct equipment operation according to high
technical standards of quality, safety, hygiene, health, and environmental protection.
The training took place in the city of Araçatuba in October 2014, with 82 people benefitting
from the project.
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ROAD SAFETY
CNH Industrial believes that safety is fundamental and that it is crucial to use state-of-the-art technology to
produce safety systems that protect drivers, other road users, vehicles, and cargo. The Company’s focus goes
beyond the safe use of products (see also page 208), extending to initiatives that actively help people to behave
safely on the roads, sharing knowledge of best practices and helping to prevent accidents or dangerous situations
that might provoke them.
Action for Road Safety
For the second year, CNH Industrial (through its brands Case Construction Equipment, Iveco, Iveco Bus, and
New Holland Agriculture) supported the Action for Road Safety campaign, promoted by Fédération Internationale de
l’Automobile (FIA). The campaign, which falls within the scope of the United Nations’ Decade Action for Road Safety
program, aims to prevent five million road fatalities by 2020, and at encouraging safe road behaviors among drivers.
The campaign focuses on ten Golden Rules, a list of essential safe driving behaviors, which are also circulated to
employees through the Corporate Intranet (see also page 88).
CNH Industrial continues to endorse a common road safety message together with the FIA, through events and
initiatives such as the FIA World Touring Car Championship (WTCC), the premier championship reserved for touring
cars that draws more than five hundred million viewers worldwide. The Company’s involvement in the WTCC
began with Iveco and New Holland Agriculture, the first manufacturers, respectively, of commercial vehicles and
agricultural machinery to support the campaign; Iveco Bus and Case Construction Equipment adhered in 2014.
Through Facebook and other Internet sites, the initiative reached more than one million people, transforming the
project into a powerful communication tool. In addition to the unusual presence of a corporate truck and tractor
on the racetrack, the Company made its presence felt in the dedicated safety zone of the paddock area, where a
personalized Iveco hospitality vehicle was used as a stage and meeting place to promote road safety for commercial
vehicles and agricultural equipment.
The partnership between CNH Industrial and the FIA will continue in the coming years (see also page 34).

THE GOLDEN RULES

I WANT TO BE SAFE

I promise to:

1. BELT UP
all passengers are my responsibility

2. RESPECT THE HIGHWAY CODE
rules are there to protect us all

3. OBEY THE SPEED LIMIT
my car is made of metal, pedestrians and children are not

4. DRIVE SOBER
when I am drunk or on drugs, I am a danger on the road

5. PROTECT MY CHILDREN
keep them safe in car seats

6. PAY ATTENTION
calling and texting make me dangerous

ZZ

Z

7. STOP WHEN I’M TIRED
getting there late is better than not at all

8. WEAR A HELMET
motorbikes and bicycles don’t protect my head

9. BE COURTEOUS AND CONSIDERATE
respect other drivers

10. LOOK AFTER MY VEHICLE
I don’t want to kill anyone
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Safe Schools
South African students often have to walk great distances to school, risking injuries from road accidents. The
Safe Schools project, funded by Iveco together with other companies, aims at reducing child pedestrian injuries
and deaths in South Africa through a variety of measures. These include improvements to roads based on the
International Roads Assessment Programme star rating system2, establishing effective capacity within schools to
educate students on road safety through training and road safety curriculum development, and working with the
public sector to encourage long-term sustainable investment in road safety. The project, launched in May 2014,
focused on three primary schools in Cape Town. On average, 82% of students at the three schools travel by foot
every day. An effective initiative was implemented to protect the 1,150 children of Sivile Primary School, and the
project will continue at the other two pilot schools.
Transaid
Iveco has a long working relationship with Transaid, a non-governmental organization that supports local African
communities by developing local transport solutions to offer them opportunities for economic growth.
Sub-Saharan Africa also has a high rate of accidents involving heavy vehicles due to dangerous driving behaviors:
a combination of inadequate training, too many hours behind the wheel, insufficient vehicle maintenance, and poor
road infrastructures traveled by increasing traffic volumes. In several African countries, Transaid endorses the
Professional Driver Training project, to train professionals who, in return, train and qualify truck drivers. Specifically,
in 2014, Iveco participated in this initiative in Tanzania and Zambia and provided concrete assistance by training
2,454 drivers, as well as 13 driver trainers.
Projeto Top Driver
In Brazil, Iveco has worked for years to transfer the driving skills it has acquired to drivers working for transportation
companies, providing safe and accurate information about the vehicle. Indeed, correct braking and proper tiremaintenance enhance road safety, while increased driver awareness helps to reduce vehicle running costs and fuel
consumption. The training courses, targeting corporate fleet drivers, consist of two parts: six hours of theory, and
three to four days of practical driving. Since 2007, the project has already involved 75 companies.
Trans-Help Foundation
Road safety awareness is also very high in Australia. Since 2008, Iveco has supported the Trans-Help Foundation,
established to enhance safety and wellbeing in the transport industry. The brand has donated four Daily vans since
the collaboration started, subsequently fitted out as fully functional Mobile Health and Support vehicles, and used on
the Australian road network to provide health checks and offer advice to drivers and their families. The Foundation’s
initiative is aimed at saving human life and preventing road accidents caused by health conditions that could impact
driving ability.
Road Safety in India
In 2014, at the Noida plant (India), a dedicated test track for tractor driver training was set up so that routes no
longer have to be shared with other vehicles within the plant. Defensive tractor driver training was provided to
136 hourly and salaried workers handling tractors as part of their jobs. The training consists of class room training,
practical training (one full day), and advance training (one full day).

OUR PROJECTS

FREE CHECK-UPS FOR DRIVERS

(2)

As part of the FIA campaign Action for Road Safety, Iveco reconfirmed its commitment to promoting road safety with
the Iveco Check Stop initiative, a free check-up on the health of both driver and vehicle. The project considers both
the human factors that could lead to a road accident, and those arising from the interaction between infrastructure,
driver, and vehicle, which may undermine preventive, active, and passive safety.
The initiative establishes dedicated service areas in which a special hospitality vehicle is parked, coupled to an
Iveco Stralis Hi-Way, with a medical examination room set up inside. Drivers are offered a free and anonymous
examination for sleep-related issues (such as excessive daytime tiredness, insomnia, or sleep apnea),
performed by highly trained medical staff from the Università di Genova. In 2014, over 95 thousand
drivers learned out about the initiative, either via the information campaign or by visiting the mobile
units. Furthermore, Iveco Check Stop also offers a vehicle check-up, inspecting tire condition
and vehicle lights, and offering free bulb replacements where needed. In 2014, 734 medical
checks and 280 vehicle checks were performed in eight stop-offs throughout Italy.

Star ratings are based on road inspection data and provide a simple and objective measure of a road’s
built-in level of safety for vehicle occupants, motorcyclists, cyclists, and pedestrians. Five-star roads are
the safest, while one-star roads are the least safe.
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Material aspect described in chapter. For further details, see Materiality Matrix, page 21.

2014_Sustainability Report_1-133.indd 126

31/03/15 18:35

RELATIONSHIPS WITH
PUBLIC AND PRIVATE
ORGANIZATIONS

HOW WE GET
THINGS DONE

127

PUBLIC POLICY AND INTEREST REPRESENTATION
The materiality analysis highlighted that public policy and interest representation are key issues for the Company and
for its stakeholders. The Company’s participation in the debate on shaping public policy and defining regulations is
essential to help define workable standards and guidelines and thus preserve the value of its investments. As evidenced
by stakeholders’ engagement results, promoting public-private relationships, entering the debate on public policies, and
contributing to the establishment of international standards are crucial to improving market development. Stakeholders
in NAFTA believe that active participation and engagement in the public policy arena are the most important aspects
of being a responsible corporate citizen, and essential to both the democratic process and the Company’s success. They
also feel that CNH Industrial should participate in the political process. In LATAM and APAC, stakeholders believe that
Public-Private Partnerships (PPPs) could boost infrastructure development, through knowledge sharing and efficient
infrastructure management. In EMEA, the public policy and interest representation aspect is relevant mainly to those
stakeholders on whose behalf CNH Industrial is expected to promote public-private relations, enter the debate on
public policies, and contribute to devising and setting international regulations to enhance market development.
Policies and Commitments
CNH Industrial aims at making a positive contribution to the future development of policies, regulations, and
standards on issues that affect its business and the communities in which the Company operates. Specifically,
CNH Industrial contributes its expertise and knowledge in its dialogue with authorities and other stakeholders
on policies concerning the capital goods sector, including both sustainable agriculture and the automotive industry
and other sectors related to the mobility of people and goods. CNH Industrial is committed to contributing to the
technological advancement society, and to cooperating with public institutions, universities, and other organizations
on research and development into innovative solutions in the fields in which it operates. The Company’s proactive
approach to institutional relations contributes to identifying new business opportunities early on, and to creating
business conditions that are competitive as well as sustainable over the long-term. Interest representation is
conducted only where permitted by, and in strict compliance with applicable laws, including anticorruption and
antitrust laws, and in full compliance with the Company’s Code of Conduct and other policies and procedures.
Resources and Responsibilities
The Institutional Relations or Government Affairs unit reports directly to the Chief Operating Officer of each Region,
except in the APAC Region where institutional relations are managed by the head of each country or business area,
who also report to the Region’s Chief Operating Officer. Activities are structured around three pillars:
institutional affairs, focusing on international institutional and diplomatic relations
public affairs, focusing on non-technical policy matters as well as institutional communications
technical affairs, focusing on regional and international technical regulations.
Goals and Targets
The Institutional Relations unit mainly aims at:
actively monitoring societal developments and future legislative trends, in order to engage with public authorities,
local governments, business associations, regional institutions, international organizations, and NGOs in the
institutional decision-making processes that affect CNH Industrial’s product and marketing strategies
defining the Company’s position with regard to policy changes, and developing strategies for interacting with
policy makers and other relevant stakeholders
managing the Company’s collaboration with trade associations dealing with global and regional regulations
protecting and enhancing Company and brand profiles by proactively interacting with external stakeholders and
participating in public dialogue
engaging with the Company’s product development, innovation, engineering, product portfolio, and market
leadership to understand the requirements and constraints of future regulatory trends, as well as to provide
information on mid and long-term policy trends and legislative requirements, with the aim of supporting the
continuous development and updating of the Company’s long-term product and operational strategy
supporting CNH Industrial’s business goals by identifying specific business issues and opportunities in the
context of institutional and/or diplomatic relations.

GLOSSARY
APAC; DMA; EMEA;
LATAM; NAFTA;
Stakeholders
GRI
G4-DMA
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Specific Activities
The specific activities of the Institutional Relations unit are:
participation in governmental and other institutional meetings on technical specifications, public policies and/or
business opportunities
contribution to industry associations’ working groups, events, and initiatives
stakeholder collaboration projects in various fields, for example sustainable mobility.

REGIONAL INITIATIVES
CNH Industrial is a member, either directly or through one of its brands, of the major sector associations in the
different areas in which it operates.
EMEA
In EMEA, the Institutional Relations department ensures CNH Industrial’s voice is effectively heard by national
government officials and European Union Institutions on relevant issues such as regulatory affairs, sustainable
mobility, and policies impacting the Company’s business.
In 2014, within the framework of the Italian Presidency of the Council of the European Union (July 1 - December
31, 2014), CNH Industrial planned several technical workshops on regulatory issues, sharing its Corporate vision
and regulatory and innovation priorities with EU Member States’ representatives.
In EMEA, CNH Industrial is an active member of:
ACEA - Association des Constructeurs Européens d’Automobiles (Commercial Vehicles). CNH Industrial,
through its brand Iveco, holds a position on the governance body (one Board member)
CEMA - European Agricultural Machinery (Agricultural Equipment). CNH Industrial, through its brands
New Holland Agriculture and CASE IH, holds a position on the governance body (two Board members)
CECE - Committee for European Construction Equipment (Construction Equipment). CNH Industrial,
through its brands Case Construction Equipment and New Holland Construction Equipment, holds a
position on the governance body (two Board members)
EUROMOT - European Association of Internal Combustion Engine Manufacturers (Powertrain). CNH
Industrial, through its brand FPT Industrial, holds a position on the governance body (one Board member)
NGVA Europe - Natural and Bio Gas Vehicle Association. CNH Industrial, through its brand Iveco, holds
a position on the governance body (one Board member)
AmCham EU - American Chamber of Commerce to the European Union.

FOCUS ON

VIRTUAL TESTING
Leveraging its technical leadership in virtual simulation tests, CNH Industrial set up and now oversees a Virtual
Testing working group (Project Team 29). The group comes under CEMA (European Agricultural Machinery
trade association) and focuses on the introduction of virtual type-approval testing for agricultural machinery.
Virtual testing uses virtual simulations for the type-approval testing of machinery, reducing the overall number of field
tests required and allowing the remaining ones to be tailored to the scenarios that emerge from virtual testing.
The use of virtual tools means fewer prototypes need to be built, and subsequently transported to the test station, leading to
material and labor savings. Data on the associated reduction in CO2 emissions will be available in 2015.
The first application will involve type-approval safety tests on a tractor cabin in the event of rollover.
Cab structural integrity and the protection provided to the occupant during vehicle rollover will be
evaluated via advanced computing methods, also used in the automotive industry. The virtual
simulation uses powerful computing servers, enabling the execution of a wider range of tests
and resulting in enhanced vehicle architectures that are safer for the customer.

GLOSSARY
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In 2014, CNH Industrial organized and attended the following institutional events and major initiatives:
CECE Summit, Antwerp (Belgium) - Construction Equipment
focusing on how to keep our industry sufficiently innovative to remain competitive at global level
Young Farmers’ Event at the European Parliament, Brussels (Belgium) - Agricultural Equipment
promoting and supporting the work of young farmers in the EU and their value in agriculture
Citytech and Bustech, Milan (Italy) - Commercial Vehicles
reconsidering the mobility paradigm of the cities of the third millennium
NGV 2014 Brussels (Natural Gas Vehicle Summit 2014), Brussels (Belgium) - Commercial Vehicles
developing a sustainable, growing market throughout Europe for natural gas vehicles
LNG Conference, Genoa (Italy) - Commercial Vehicles
taking stock of the current outlook on the global supply and demand of LNG
Gas Visually Exhibition at the European Parliament, Strasbourg (France) - Commercial Vehicles
joining forces to promote gas use in vehicles
Ecomondo, Rimini (Italy) - Commercial Vehicles, Agricultural Equipment and Construction Equipment
focusing on major international strategies for eco-innovation and for transforming waste into a resource
Smart Mobility World, Turin (Italy) - Commercial Vehicles, Agricultural Equipment, and Construction Equipment
the European reference event for mobility in the XXI century
UN/ECE GRPE Working Party on Pollution and Energy, Geneva (Switzerland)
conducting research and analysis to develop emission and energy requirements for vehicles
3rd Annual Natural Gas Vehicle Europe, Amsterdam (Netherlands) - Commercial Vehicles, Agricultural
Equipment, and Construction Equipment
European Fleets event connecting fleets with suppliers to advance projects and share the success of
natural gas as a fuel
Biomethane Day, Verona (Italy) - Commercial Vehicles, Agricultural Equipment, and Construction Equipment
focusing on how the use of biomethane can boost competitiveness and encourage innovation.
NAFTA
In NAFTA, the Government Affairs department ensures CNH Industrial’s voice is effectively heard
by government officials on bottom-line issues such as tax reform, Trade Promotion Authority (TPA),
Trans-Pacific Partnership (TPP), Transatlantic Trade and Investment Partnership (TTIP), the farm
bill, the highway funding bill, etc.
In NAFTA, CNH Industrial is a member of:
US Chamber of Commerce
BRT (Business Roundtable)
NAM (National Association of Manufacturers)
AEM (Association of Equipment Manufacturers)
OFII (Organization for International Investment)
DTF (Diesel Technology Forum)
EMA (Engine Manufacturers Association)
CEE (Coalition for Employment through Exports)
Trade Benefits America
Coalition in support of the Keystone Pipeline
BIPAC (Business Industry Political Action Committee)
Several bilateral business associations and councils: AUCC (American-Uzbekistan Chamber of Commerce),
USKBA (US-Kazakhstan Business Association), USRBC (US-Russia Business Council), USCBC (US-China
Business Council), USTBC (US-Turkmenistan Business Council), USPBC (US-Poland Business Council),
AMRO (American-Romania Business Council), USEBC (US-Egypt Business Council), USUBC (US-Ukraine
Business Council) and USIBI (US-Iraq Business Initiative)
US-China Agriculture and Food Partnership
Corporate Council on Africa
Fuels America
Campaign to Fix the Debt
National Cattlemen’s Beef Association
Growth Energy
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LATAM
CNH Industrial maintains governmental relations with the Brazilian government through class associations and
entities contributing to the development of the markets in which it operates. Specifically, these contributions are
in the form of discussions and improvements regarding technical standards, as well as other topics such as product
operator safety and technological innovations to decrease gas emissions.
In Brazil, CNH Industrial is a member of:
ANFAVEA (National Association of Automotive Vehicle Manufacturers). CNH Industrial holds a position on
the governance body (one Board member)
ABIMAQ (Brazilian Association of Machines and Equipment)
NTC LOGISTICA (National Association of Cargo Transportation and Logistics)
SAE Brasil (Mobility Engineers Society)
AEA (Brazilian Association of Automotive Engineering)
FEBRABAN (Brazilian Federation of Banks) through CNH Industrial Capital.
In Argentina, CNH Industrial is a member of:
AFAT (Association of Agricultural Machinery Manufacturers)
CAC (Argentine Chamber of Construction - Construction Equipment)
AmCham (American Chamber of Commerce)
ADEFA (Association of Automotive Manufacturers - Commercial Vehicles).
In 2014, CNH Industrial organized and attended the following institutional events and major initiatives:
AutoData Seminar on Market Perspectives: economic and market scenario and the positioning of CNH Industrial
within this context
23rd SAE Brazil International Congress and Display Mobility Technology: “Constructing Intelligent Mobility - The
Vehicles of the Future”
2014 Metallurgy/Power Grid Conference: The Challenge of the Metallurgical sector is energy efficiency in the
industry as a tool for increased competitiveness
6th SAE Brazil Symposium on Agricultural Machines: “Market perspectives - A manufacturer’s view” and
“Certification in Agricultural Machines - The international scenario and opportunities for Brazil”
13th CBA (Brazilian Conference on Agribusiness): organized by ABAG (Brazilian Agribusiness Association)
AutoData Perspectives Conference 2015: Agricultural Equipment and Construction Equipment
2014 Amerigo Vespucci Award: tribute to Italian-Brazilian business personalities responsible for important
achievements in favor of socialization and closer ties between the two countries
20 th Advisory Council: The economic scene in Minas Gerais and the impact on investor relations
ABIMAQ Regular Meeting: Industrial machines and equipment sector
ICF Global Conference Latin America: Best practices for training directors and managers at CNH Industrial
SAE Brazil Symposium on Agricultural Machines: Agricultural machinery certification, international scenario, and
opportunities for Brazil
Lean Summit Event: “5C: Lean maintenance for stability”.

GLOSSARY
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APAC
In Australia and New Zealand (ANZ), CNH Industrial Institutional Relations engages directly
and actively with key stakeholders across the three tiers of government (local, state, and federal, with
respect to Australia), and within both the political and bureaucratic arms of government, in strict
compliance with the Company’s Code of Conduct. In addition, Institutional Relations participates
in various industry forums/associations and has strong relationships with relevant diplomatic offices.
Focused on promoting CNH Industrial’s Corporate and brand-level public policy position (on
diverse issues ranging from the development of natural gas as an alternative fuel, to the impact of
domestic trade policy on future investments), Corporate and External Affairs interacts across the
various functions of the organization at national, Regional, and global level to align any commentary
or submissions accordingly.
Corporate and External Affairs also engages with non-trade media, through its Public Affairs/Corporate
Communications function, to enhance the Company’s reputation within the business sector and among the
broader public.
In ANZ, CNH Industrial has contributed to the debate on key issues regarding the future of Australia’s automotive
sector, via the Productivity Commission’s review process, the revision of the Motor Vehicle Standard’s Act, the
Agriculture White Paper, and the establishment of non-road vehicle emissions standards, to name a few.
In ANZ, CNH Industrial is a member of:
Ai Group (Australian Industry Group)
TIC (Truck Industry Council)
TMA (Tractor and Machinery Association). CNH Industrial holds a Board position.
BIC (Bus Industry Confederation)
Gas Energy Australia’s CNG and LNG Joint Taskforce
Italian Chamber of Commerce and Industry (Australia)
Italian Chamber of Commerce and Industry (Victoria)
META (Manufacturing Excellence Taskforce Australia)
InvestWest Agribusiness Alliance (Western Australia)
ATA (Australian Trucking Association).
In 2014, CNH Industrial organized and attended the following institutional events:
2014 New Zealand Transport Fuels Summit
Launch of Gas Energy Australia’s “2030 Vision for Cleaner, Cheaper Australian Fuels”
The Victorian Government’s Manufacturing Showcase
Launch of AGL’s Smart CNG infrastructure roll-out program
AGL’s Alternative Transport Fuels Conference
Blueprint for Australian Agriculture forum.
In China, CNH Industrial is an active member of various associations.
For the Commercial Vehicles segment, the Company is a member of:
CICEIA (China Combustion Engine Industry Association)
C8 Heavy Truck Manufacturing Association
CFLP (China Federation of Logistics and Purchasing)
China National Light Industry Council
Italy Chamber of Commerce
The European Union Chamber of Commerce.
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For the Agricultural Equipment segment, the Company is a member of:
CAAMM (China Agriculture Machinery Industry Association Management Committee)
CAMCA (China Agriculture Machinery Distribution Association)
AmCham China (American Chamber of Commerce in China).
For the Construction Equipment segment, the Company is a member of:
CCMA (China Construction Machinery Association)
China construction machinery industry association working committee of agents.
In 2014, CNH Industrial organized and attended the following institutional events and major initiatives:
BAUMA China (IVECO)
Auto Show in Shanghai, Beijing and Guangzhou (IVECO)
China International Agriculture Exhibition (Agricultural Equipment).
In Central Asia, CNH Industrial does not belong to any associations.
In Russia, CNH Industrial is a member of:
United Association of Manufacturers: association set up at the end of 2013 in line with the rules of localization.
The association has only 3 members
ROSAGROMASH (Russian association of farm machinery)
AEB (Association of European Businesses). CNH Industrial is a member through its Agricultural Equipment and
Construction Equipment segments.
In India, CNH Industrial is a member of various associations, but does not hold a position on any of their
governance bodies:
CII (Confederation of Indian Industry)
Euro Club
IICCI (Indo-Italian Chamber of Commerce and Industry)
TMA (Tractor Manufacturers Association)
India CEO/CFO Forum organized by the International Market Assessment India Ltd
Euclid Infotech Pvt Ltd
Infodrive India.
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POLITICAL PARTIES
Any and all relationships between CNH Industrial and political parties, as well as their representatives or candidates
(collectively, Political Parties), are conducted according to the highest standards of transparency and integrity.
Financial contributions to Political Parties are only allowed where permitted by law, and must be authorized at the
appropriate level within each legal entity. As in the past, in 2014, no contributions were made to Political Parties.
Any political association or financial contribution made by an employee is considered a personal matter, and
completely voluntary. This includes contributions made through a Political Action Committee (PAC).
In the USA, in accordance with applicable laws, CNH Industrial provides administrative support to the CNH
Industrial Excellence in Government Fund (a PAC), which collects voluntary personal contributions from Company
employees for donation to candidates and/or other PACs. Information relating to these contributions is available
on the US Federal Election Commission website1.

RELATIONS WITH PUBLIC ORGANIZATIONS
ON SOCIAL ISSUES
In some countries, such as the USA, interest representation on social issues is managed separately by each CNH
Industrial legal entity, which deal directly with governments, institutions, and trade unions. CNH Industrial has
well-established processes in place to ensure that the Company’s interest representation with US government
bodies is in accordance with applicable laws and government ethics and disclosure rules. In other countries in
Europe, these activities are carried out by the industrial and employers’ associations representing each legal
entity, such as the Bundesvereinigung der Deutschen Arbeitgeberverbände (BDA) in Germany, and the Mouvement
des Entreprises de France (MEDEF) in France. These associations are designed to protect the interests of their
members, and to represent them in social dialogue with key political and administrative institutions, trade unions,
and other groups, both locally and nationally. CNH Industrial in Latin America is committed to collaborating and
maintaining an open dialogue with numerous organizations. The Company is an active member of the principal
trade associations within the Region, and regularly participates in both national and international roundtables,
in the firm belief that contributing to public policy development is an essential requirement for any responsible
company. This dialogue focuses on economic issues, such as the performance of CNH Industrial subsidiaries,
factors relating to growth and other general topics, labor policies (flexibility, training, and pension schemes), and
specific requirements associated with manufacturing and commercial activities. In APAC, several CNH Industrial
subsidiaries are members of industry associations within their sector, representing the interests of their members
on labor and other issues, according to the country’s specific legal and best practice framework. Furthermore,
several APAC countries undertake proactive and conscious actions to build positive relationships with external
stakeholders such as government, labor authorities, education authorities and schools, hospitals, and various local
institutions. These relationships are not only business related; they also focus on topics of general interest like family
issues, health, safety, and social awareness.
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