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LETTER FROM  
THE CHAIRPERSON  
AND THE CHIEF 
EXECUTIVE  
OFFICER

GRI STANDARDS                 GRI 102-14

LETTER FROM  THE CHAIRPERSON  
AND THE CHIEF EXECUTIVE OFFICER

DEAR STAKEHOLDERS,

In our inaugural Sustainability Report address as Chairperson and Chief Executive Officer, we wish 
to outline the results achieved Company-wide from our work in sustainability in 2018 and share our 
strategic vision and targets for CNH Industrial going forward. 

We feel that it is only appropriate to begin by citing the important changes that 2018 saw in our 
Company’s leadership structure, and how our roles in the Company will contribute to its future 
trajectory and efforts in sustainability. 

The CNH Industrial Board of Directors and its previously entitled Group Executive Council were 
impacted by the sudden and unexpected passing of Chairman Sergio Marchionne, in July 2018. It 
was an event that marked a personal and professional loss for the entire organization. This followed 
the April resignation of former Chief Executive Officer and Executive Board Director, Richard Tobin, 
who was temporarily replaced by Derek Neilson as Interim Chief Executive Officer for four months. 
We would like to take this opportunity to thank Derek, who has now been appointed President 
Agriculture, for his leadership, which ensured that the Company successfully navigated this period of 
transition.

These developments led to us joining CNH Industrial as Chairperson in July 2018 and Chief Executive 
Officer in September 2018, respectively. Our appointments to the Company’s Board of Directors 
were approved by the Extraordinary General Meeting of Shareholders held on November 29, 2018.

These have been intense and dynamic months for us since coming on-board and we are working 
hard to enhance CNH Industrial’s strengths to make it the world’s leading capital goods provider. As 
Executive Directors, it is one of our chief priorities to reaffirm our commitment to sustainability and 
see that it becomes ever more integrated with all of our Company’s day-to-day operations.

To this end, in 2018, we made a point of establishing even more frequent meetings with the Governance 
and Sustainability Committee (a sub-committee of our Board of Directors) to discuss sustainability 
matters, particularly projects and targets for employee safety, a key priority, and the fight against 
climate change.

With regards to the latter, a theme of great resonance in the global debate, we have updated our key 
targets to reflect CNH Industrial’s commitment to taking on this challenge. We have set even more 
ambitious goals for 2030: committing to cut CO

2
 emissions per production unit by 60% (compared 

to 2014) across our plants worldwide and to obtaining 90% of our total electricity consumption from 
renewable sources. 

Our sustainability targets are not limited to these aspects alone: for years, some of our key targets 
have focused on other areas of sustainability, based on the priorities set by our senior management 
and stakeholders through the materiality analysis – a tool we have been using for six years now to 
direct our improvement efforts. In 2018, some of our key targets for 2022, originally set at regional 
level, were turned into global targets that are in line with the Company’s new organizational structure 
and will lead to the creation of new synergies. These targets concern training activities, flexible work 
locations, volunteering activities, and local community initiatives.

In the medium-to-long term, we will be developing our new organizational structure so that our 
Company can become:

	 More customer centric, by focusing on its five strong operating segments whose mission will be to 
meet and exceed customers’ expectations; 

	 More entrepreneurial, by simplifying and empowering these operating segments, while retaining 
appropriate corporate control; 

	 More lean and agile, by streamlining decision processes and the organizational structure;
	 More innovative, by enabling faster and more market focused hardware and software innovations 
as well as new business models;

	 More sustainable, by increasing the integration of sustainable practices into how we conduct 
business.
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Looking at our product strategy and growth drivers, we intend to lead the Company towards a further 
expansion in digitalization and automation, while adopting a decarbonization strategy that centers on 
biofuels and electrification solutions.

Sustainability highlights during 2018 saw our efforts once again acknowledged internationally. CNH Industrial 
was re-confirmed as Industry Leader in the Dow Jones Sustainability Indices (DJSI) World and Europe 
for the eighth consecutive year. Furthermore, we once again scored an A- in the CDP Climate Change 
Program, in acknowledgment of our measures to optimize energy use, cut CO

2
 emissions, and mitigate 

the business risks of climate change. We were also one of 31 companies to be included in the CDP Water 
Program’s 2018 ‘A List’ for our efforts in water management.

Stakeholder engagement on the material topics that are fundamental to our business continued during the 
year, specifically focusing on Agricultural Equipment, Construction Equipment and Powertrain customers. 
The analysis revealed that the two most quoted material topics were the ‘circular product life cycle’ and 
‘CO

2
 and other air emissions.’ Specifically, from a circular economy perspective, the circular product life 

cycle material topic was considered as the most relevant to CNH Industrial by both the Company and its 
stakeholders, highlighting the importance of adopting alternative solutions that minimize the impact of the 
entire product life cycle. The importance attributed to CO

2
 and other air emissions reflects the impact 

not only of manufacturing processes, but also of the entire value chain, from logistics to supply chain and 
product use. 

When it comes to CO
2
 and other air emissions, 2018 brought about significant developments across our 

plants – a 13% year-on-year reduction in CO
2
 emissions per hour of production, and over 70% of electricity 

consumption is now derived from renewable sources. In terms of logistics, the year’s CO
2
 emissions from 

global inbound and outbound distribution fell in line with our targets. 

We remained committed to fostering our most valuable resource of all – our people – with our focus on 
safety at an all-time high, enforcing specific management systems and continuing to implement our World 
Class Manufacturing program. We also continued to develop numerous engagement activities, seeking to 
enhance employee wellbeing and training, with a 22% increase in training hours delivered in 2018 compared 
to the previous year.

Always mindful of the needs of the communities in which we operate, we were delighted to continue to 
endorse projects and activities that encourage local economic, social, and cultural development. During the 
year, we further developed projects that were in line with the priorities of our Company strategy (youth 
training and quality education, food availability, and measures to combat climate change), continuing our 
long-standing partnerships with Pastoral do Menor in Brazil, Telethon in Europe, and Habitat for Humanity, 
United Way and Team Rubicon in the United States. In 2018, CNH Industrial continued to support relief 
efforts during several natural disasters, in large part through our latter-mentioned partnership between 
CASE Construction Equipment and Team Rubicon, a non-profit veteran-led disaster response organization. 
In partnership with U.S. Fish & Wildlife Service, the brand has trained Team Rubicon members on heavy 
equipment operations since 2015.

We are proud of all we have achieved in 2018 through our sustainability efforts. Despite the significant 
changes that took place, we were able to make a real difference for the better. Our main priority going 
forward is to boost CNH Industrial’s global growth and profitability while maintaining a high level of 
sustainability, and delivering even greater long-term value in this respect to all of our stakeholders. We 
thank you for your continued support and encouragement.

Suzanne Heywood

CHAIRPERSON

Hubertus M. Mühlhäuser

CHIEF EXECUTIVE OFFICER
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2018 MAIN RESULTS & GROWTH DRIVERS

2018 MAIN 
RESULTS

CIRCULAR PRODUCT LIFE CYCLE

10% OF PARTS & SERVICE’S NET 
SALES FROM REMANUFACTURED 
COMPONENTS6.3%

10%
TARGET 2022

-18% vs. 2014 IN KG OF CO2 
EMISSIONS PER TON OF 
GOODS TRANSPORTED 
(INBOUND, OUTBOUND, 
AND SPARE PARTS)

-18%
TARGET 2022

-15.7%

MONITORING OF CO2 
EMISSIONS OF 100% 
OF KEY SUPPLIERS

51%

100%
TARGET 2022

EMPLOYEE ENGAGEMENT

INVOLVEMENT OF 100% OF 
EMPLOYEES IN WELLBEING 
INITIATIVES PROMOTING 
HEALTHY LIFESTYLES

100%
TARGET 2022

65%

INNOVATION-TO-ZERO 

-33% IN EMPLOYEE 
ACCIDENT FREQUENCY 
RATE vs. 2014

-33%
TARGET 2022

-14%

CO
2
 AND OTHER AIR EMISSIONS

-20% vs. 2014 IN CO2 
EMISSIONS PER 
PRODUCTION UNITa

-34%

-20%
TARGET 2022

RENEWABLE ENERGY

50% OF TOTAL ELECTRICITY 
CONSUMPTION DERIVED 
FROM RENEWABLE 
SOURCESa

70.4%

50%
TARGET 2020

6
(a) This key target was made more ambitious and its timeframe extended; the new key target is shown in the Sustainability Plan.

VALUE CHAIN MANAGEMENT

SUSTAINABILITY SELF-
EVALUATION OF 100% 
OF TIER 1 SUPPLIERS 

100%
TARGET 2022

46%

Target achieved or in line with plan  

Target exceeded

KEY

See page

 80

 191

 165

 161

 225

 195

 190

 93
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GROWTH
DRIVERS

INCREASE DIGITALIZATION

FOSTER PEOPLE ENGAGEMENT

EXPLOIT 
TELEMATICS AND 

OPEN CONNECTIVITY 
TO INCREASE 

CUSTOMER 
PRODUCTIVITY

INCREASE 
OPPORTUNITIES FOR 

EXCHANGING IDEAS AND 
GOOD PRACTICES WITH 

ALL STAKEHOLDERS

REDUCE ENVIRONMENTAL 
IMPACT AND OPTIMIZE 
ENERGY CONSUMPTION 
IN ALL COMPANY 
PROCESSES

TRANSITION FROM 
FOSSIL FUELS TO 
BIOFUELS AND 
ELECTRIFICATION, USING 
A CIRCULAR ECONOMY 
APPROACH

ADVANCE DECARBONIZATION 

ADVANCE ENVIRONMENTAL PROTECTION
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The inclusion of CNH Industrial in any MSCI index, and the use of MSCI logos, trademarks, service marks or index names 
herein, do not constitute a sponsorship, endorsement, or promotion of CNH Industrial by MSCI or any of its affiliates. 
The MSCI indexes are the exclusive property of MSCI.
MSCI and the MSCI index names and logos are trademarks or service marks of MSCI or its affiliates.
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GRI STANDARDS                 GRI 102-1; GRI 102-2; GRI 102-3; GRI 102-4; GRI 102-5; GRI 102-6; GRI 102-7; GRI 201-4

CNH INDUSTRIAL AT A GLANCE
CNH Industrial is a global leader in the capital goods sector with established industrial experience, a wide product range, 
and worldwide presence. Through its 12 brands1, the Company designs, manufactures, and sells agricultural equipment, 
construction machinery, trucks, buses, specialty vehicles, and powertrains. 
With 66 manufacturing plants, 54 Research and Development (R&D) centers, a workforce of 64,625 employees, 
and a commercial presence in approximately 180 countries (as at December 31, 2018), CNH Industrial is in a unique 
competitive position. 
CNH Industrial aims to be a global leader in next-generation industrial equipment and commercial vehicles. It is a pioneer 
in ultra-efficient machinery that enables other sectors of the global economy to operate at maximum potential, and it 
achieves this by harnessing new technology and through its vast market reach and robust enterprise culture. 

QUANTITY OF PRODUCTS SOLD
CNH INDUSTRIAL WORLDWIDE (thousands units)

Industrial segments 2018 

Agricultural Equipment 183
Construction Equipment 44
Commercial Vehicles 145
Powertraina 861

(a)	 Including 613,000 engines, of which 55% sold to external customers.

CNH Industrial N.V. was formed by the merger, completed on September 29, 2013, between Fiat Industrial S.p.A. and 
its majority-owned subsidiary CNH Global N.V.. It is incorporated in and abides by the laws of the Netherlands, and has 
its corporate seat in Amsterdam (the Netherlands) and its principal office in London (UK). CNH Industrial’s financial 
communications focus mainly on US GAAP results; as a consequence, all financial data is taken from the Annual Report 
on Form 20-F, prepared in accordance with US GAAP.

ECONOMIC PERFORMANCEa

CNH INDUSTRIAL ($million)

2018  2017b  2016b 

Revenues 29,706 27,701 25,095
Adjusted EBIT 2,101 1,640 1,464
Adjusted EBITDA 3,438 2,990 2,725
Net income/(loss) 1,099 290 (261)
Investments in tangible and intangible assetsc 558 492 503
R&D expenses 1,061 957 860
Net industrial cash/(debt) (600) (908) (1,609)

(a)	 On January 1, 2018, the Company adopted, on a retrospective basis, updated FASB accounting standards for revenue recognition (ASC 606), retirement benefits 
accounting (ASU 2017-07), and cash flow presentation (ASU 2016-18), and began using Adjusted EBIT and Adjusted EBITDA (see definition on page 240).

(b)	 Figures recast following the retrospective adoption, on January 1, 2018, of the updated accounting standard Revenue from Contracts with Customers (ASC 606) 
and ASU 2017-07: Compensation-Retirement Benefits (Topic 715). 

(c)	 Net of vehicles sold under buy-back agreements or leased out.

FUNDING AWARDED TO CNH INDUSTRIAL
CNH INDUSTRIAL ($million)

2018  2017  2016 

Grants 54 28 25
Loans 5 28 27

of which subsidized loans 5 28 27
Total public fundinga 59 56 52

(a)	 Of which 71.2% in EMEA, 0.3% in LATAM, and 28.5% in APAC.

(1)	 Case IH, STEYR, CASE Construction Equipment, New Holland Agriculture, New Holland Construction, IVECO, IVECO ASTRA, IVECO BUS, Heuliez Bus, Magirus, 
Iveco Defence Vehicles, and FPT Industrial.



OUR SUSTAINABLE COMPANY ORGANIZATION PROFILE

12
GRI STANDARDS                 GRI 201-1

BREAKDOWN OF VALUE ADDED 
CNH Industrial strives to create value and to distribute it to its stakeholders. The calculation1 of value added gives the 
Company a better understanding of its economic impacts, enabling it to determine how much wealth it created, how it 
was created, and how it was distributed to stakeholders.
In 2018, the value added generated by CNH Industrial’s activities and distributed to its various stakeholders totaled 
$6,275 million, equivalent to 21.1% of revenues (a 5% increase compared to the previous year).

DIRECT ECONOMIC VALUE GENERATED
CNH INDUSTRIAL ($million)

2018 

Consolidated 2018 revenues 29,706
Income of financial services companies (1,875)
Government grants (current and deferred/capitalized), release of provisions, other income 251
Other income 1,627
Direct economic value generated 29,709
Cost of materials 21,023
Depreciation and amortization, including assets under
operating lease and assets sold under buy-back commitments 1,338

Other expenses 1,073
Value added 6,275

BREAKDOWN OF VALUE ADDED 
CNH INDUSTRIAL

11.8% 
REINVESTED IN 
THE COMPANY

6.5% 
GOVERNMENT & 

PUBLIC INSTITUTIONS

0.1%
LOCAL COMMUNITIES

65.6%
EMPLOYEES

3.9% 
SHAREHOLDERS

12.1% 
FINANCIAL 
PROVIDERS

RECOGNITION AS A SOCIALLY RESPONSIBLE 
COMPANY 
CNH Industrial’s ongoing commitment to sustainability and results achieved in this regard have once again ensured the 
Company’s inclusion in some of the world’s most prestigious sustainability equity indexes.

PRESENCE IN SUSTAINABILITY INDEXES
Inclusion in sustainability indexes, and the ratings received from specialized sector-specific agencies, further reflect the 
robustness of CNH Industrial’s sustainable system. In 2018, CNH Industrial was reconfirmed as Industry Leader in the 
Dow Jones Sustainability Indices (DJSI) World and Europe for the eighth consecutive year. It received a score of 88/100. 
Still in 2018, CNH Industrial scored A- in the CDP Climate Change program, in recognition of its actions to optimize 
energy consumption, reduce CO

2
 emissions, and mitigate the business risks of climate change. It also ranked among the 

31 A-listers in the CDP Water Security program, won the SAM Gold Class Sustainability Award 2019, and was awarded 
ISS-oekom Prime Status.

(1)	 For details on the methodology used, see Report Parameters on page 236.
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As at December 31, 2018, CNH Industrial was included in the following indexes: MSCI ESG Leaders Indexes1, FTSE4Good 
Index Series, ECPI Global Agriculture Liquid, ECPI World ESG Equity, ECPI Global Developed ESG Best-in-Class, ECPI 
Euro ESG Equity, ECPI Global Megatrend 100, Euronext Vigeo World 120, Euronext Vigeo Europe 120, Euronext Vigeo 
Eurozone 120, STOXX Global ESG Leaders Index, STOXX Global ESG Environmental Leaders Index, STOXX Global 
ESG Social Leaders Index, STOXX Global ESG Governance Leaders Index, STOXX Global ESG Impact Index, STOXX 
Global Low Carbon Footprint Index2, STOXX Global Reported Low Carbon Index, Thomson Reuters Diversity & 
Inclusion Index, and Integrated Governance Index (IGI).

SOCIALLY RESPONSIBLE INVESTORS
The presence of CNH Industrial shares in the portfolios of Socially Responsible Investors (SRIs), i.e., those who integrate 
standard financials with environmental, social, and governance (ESG) considerations, is a clear indication of appreciation 
of the Company’s commitment to sustainability.
As at December 31, 2018, 4.67% of CNH Industrial’s free float was held by 31 (34 in 2017) asset owners and by 76 (92 
in 2017) socially responsible mutual funds3. 
As in the previous year, CNH Industrial’s result was lower than the benchmark by about 265 basis points (301 in 2017). 
The benchmark consists of an average of SRI investor holdings calculated on 5 companies (CNH Industrial plus 4 of its 
main competitors). CNH Industrial ranked third. The Company’s result was below the benchmark only because the score 
of the top-ranking company – benefitting from a prosperous SRI domestic market – was once again so high it significantly 
raised the benchmark. Excluding this competitor from calculations, CNH Industrial’s percentage of equity would be 61 
basis points higher than the benchmark.
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6.11%
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17
BenchmarkCNH Industrial

(1)	 The inclusion of CNH Industrial in any MSCI index, and the use of MSCI logos, trademarks, service marks or index names herein, do not constitute a sponsorship, 
endorsement, or promotion of CNH Industrial by MSCI or any of its affiliates. The MSCI indexes are the exclusive property of MSCI. MSCI and the MSCI index 
names and logos are trademarks or service marks of MSCI or its affiliates.

(2)	 Those listed are the main global STOXX indexes in which CNH Industrial is included.
(3)	 For details on the methodology used, see Report Parameters on page 238.

4.67%
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SUSTAINABILITY MODEL
The Sustainability Model represents the relationship between CNH Industrial and the external drivers that affect the 
Company’s business (or have the potential to do so), and provides an overview of how the Company is structured to 
deal with and manage them. These external drivers are the variables that continuously feed, guide, and steer the internal 
mechanisms of the Company, and they consist of global challenges, customer needs, and the regulatory framework. 

Global challenges1 are long-term global changes affecting governments, economies, and societies, and they provide a 
snapshot of ongoing changes across the globe and of emerging social needs; customer needs identify customer priorities 
and demand for products and services (see page 16); and the regulatory framework fosters continuous improvement 
through legislation, regulation, and industry standards (see page 121).

CNH Industrial responds to these external drivers with a shared corporate purpose and an individual purpose for each 
brand, consistent across the Company and viable over the medium-to-long term, as well as with a set of values that lie at 
the core of CNH Industrial’s day-to-day activities.
The Company’s purpose and values are implemented through:
n	 strategic planning, including medium-to-long term targets (see pages 26-35)
n	 a system of principles, rules, and procedures in which roles and responsibilities are clearly defined (Governance model, 

see pages 39-59)
n	 a process that anticipates and manages current and future economic, environmental, and social risks and opportunities 

(Risk Management, see page 60).

Moving closer to the core of the Model, the emphasis shifts from strategy and governance to the operational aspects 
of the Company. These consist of processes and applications such as manufacturing and logistics (see pages 166; 193), 
product development and innovation (see page 139), and employee behavior and stakeholder engagement, all of which 
must be integrated into the entire value chain in order to achieve CNH Industrial’s core objective: the creation of 
sustainable value for all stakeholders.

SHARED VALUE APPROACH
Shared Value is an innovative approach to business sustainability in which companies generate economic value in a way that also 
creates value for society, thus meeting the needs of both. The approach offers a new perspective to encourage companies to 
redefine and reshape their overall value chain, and was expounded in an article published by M. Porter and M. Kramer2 in 2011. 

In recent years, the Company has changed its approach to sustainability, moving from a reactive one to a proactive 
one in which CNH Industrial leverages sustainability to make decisions for long-term value creation. Adopting a shared 
value approach is a significant challenge, as the main goal is to find a way to make business and social aims meet. It’s not 
just about philanthropy or minimizing negative impacts; it’s also about devising strategies able to benefit the society and 
communities in which they are implemented while generating a tangible gain for businesses.

To this end, the Company launched a pilot project to quantify shared value: specifically, the shared value generated by 
precision farming solutions, as agreed with senior management. The social needs identified as the starting point of the 
study were the United Nations Sustainable Development Goals (SDGs). The first step of the project involved defining 
the indicators to be measured, and the shared value is expected to be quantified in the coming years.

(1)	 The global challenges selected by CNH Industrial are: climate change; food scarcity and food security; and the innovative and digital world (see page 238).
(2)	Michael E. Porter, Mark R. Kramer, Creating Shared Value, Harvard Business Review ( January-February 2011).
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MATERIALITY ANALYSIS
The materiality analysis is a tool that CNH Industrial uses to identify material topics and ensure their close alignment with 
its business decisions, increasingly integrating sustainability principles into the Company’s daily activities. The materiality 
analysis is a strategic business tool that:
n	 supports the Company in aligning its purpose, brand portfolio, and regional presence with topics that are material for 

its stakeholders
n	 identifies the material topics through which CNH Industrial aims to respond to global challenges 
n	 defines targets (aligned with the UN SDGs1) in the Sustainability Plan based on potential risks and opportunities linked 

to the Company’s activities and arising from global challenges and material topics.

Moreover, the results of the materiality analysis contribute to defining the Company’s growth drivers (see page 7), which 
inform and guide its investment decisions and help determine intervention priorities. 
In the materiality analysis, topics are considered material if they reflect CNH Industrial’s economic, environmental, and/
or social impact, or influence the decisions of stakeholders (in line with the materiality reporting principle in the GRI 
Standards). 
The materiality analysis uses the same boundaries within the organization as those consolidated in the 2018 EU Annual 
Report, which encompass every CNH Industrial segment worldwide (material topic boundaries and alignment with GRI 
Standards are shown in the table on page 20).

The materiality analysis process involves the following steps:
n	 selection of the global challenges (performed in 2016)
n	 definition of material topics related to the global challenges (performed in 2016)
n	 material topics evaluation by stakeholders in order to set respective priorities (performed yearly)
n	 preparation of the Materiality Matrix (performed yearly). 

MATERIALITY ANALYSIS

EVALUATION OF
12 MATERIAL 
TOPICS

MATERIALITY 
MATRIX

MATERIALITY 
MATRIX 
REVIEW

MATERIALITY 
MATRIX
APPROVAL

DEFINITION OF
12 MATERIAL 
TOPICS

MATERIALITY 
MATRIX 
ASSURANCE

SUSTAINABILITY
TEAM  STAKEHOLDERS GEC

CHIEF 
EXECUTIVE

OFFICER

INDEPENDENT 
CERTIFICATION 

BODY

SELECTION 
OF 3 GLOBAL 
CHALLENGES

GEC

(1)	 Sustainable Development Goals are set out in resolution A/RES/70/1, Transforming our World: the 2030 Agenda for Sustainable Development, adopted by the 
United Nations General Assembly on September 25, 2015.

GLOBAL CHALLENGES ANALYSIS
In 2016, CNH Industrial analyzed and identified the global challenges that affect its business (or have the potential to 
do so), thus turning the materiality analysis into a strategic tool to identify intervention priorities while considering the 
broader external context. 
To provide a detailed and accurate snapshot of phenomena that are ongoing or reasonably foreseeable over the 
medium-to-long term, the global challenges most significant to CNH Industrial were selected by the GEC members 
(see page 43) from a list compiled after assessing many different sources; these included context and scenario analyses 
(including the SDGs), sustainability reports, and the websites of over 100 companies. 



17

The 3 global challenges identified as most relevant to the business of CNH Industrial are:
n	 climate change: which, as a broad concept, encompasses political, judicial, ethical, economic, and scientific factors, and 

goes far beyond the literal definition of natural climate variations
n	 food scarcity and food security: whose effects depend on the efforts of the individuals involved in the agricultural, 

processing, transport, manufacturing, and consumption production chains
n	 the innovative and digital world: which generates excellent opportunities for companies, as they can exploit the 

connectivity of the World Wide Web to access and manage huge amounts of data, position themselves in new 
markets, transform existing products, interact with their customers, and introduce new business and delivery models.

DEFINING MATERIAL TOPICS 
After selecting the global challenges in 2016, a workshop was organized with the Sustainability Team (see page 
45) to identify 12 material topics. These topics are the key aspects CNH Industrial focuses on to either mitigate 
and limit the impact and risks related to the global challenges, or exploit and enhance their positive effects and the 
opportunities they provide. Each material topic identified could be related to more than one global challenge.

CO
2
 AND OTHER 

AIR EMISSIONS 

RENEWABLE 
ENERGY 

DIGITAL 
WORKPLACES 

SELF-SUSTAINING 
FOOD
SYSTEMS

FOOD SCARCITY 
AND FOOD SECURITY 	

CLIMATE
CHANGE

THE INNOVATIVE AND
DIGITAL WORLD

TRADE, REGULATIONS, 
AND PUBLIC DEBATE

CIRCULAR 
PRODUCT 
LIFE CYCLE 

LOCAL 
COMMUNITY 
ENGAGEMENT

VALUE CHAIN MANAGEMENT

INNOVATION-TO-ZERO 

EMPLOYEE ENGAGEMENT

AUTONOMOUS VEHICLES 
AND CONNECTIVITYWATER AND WASTE 

EFFICIENCY
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OUR SUSTAINABLE COMPANY OUR COMMITMENT TO THE FUTURE 

GRI STANDARDS                 GRI 102-31; GRI 102-42; GRI 102-43

EVALUATING MATERIAL TOPICS 
The topics related to the global challenges are evaluated through stakeholder engagement2, in line with the principle 
of stakeholder inclusiveness as per the GRI Standards (see page 235). The process engages an increasing number of 
stakeholders in the analysis each year.
When performing the materiality analysis, CNH Industrial’s methodology was to consider all 12 topics material, before 
prioritizing them in terms of relevance according to the feedback collected via stakeholder engagement.

The evaluation of the 12 material topics identified in 2016 was two-fold:
n	 relevance to CNH Industrial was determined in 2016, based on feedback from the first reports to 

GEC (see page 43) members (74 responses out of 188)
n	 relevance to stakeholders was assessed based on feedback from a sample of 1,687 stakeholders 

(of which 440 were interviewed in 2018, 223 in 2017, and 1,024 in 2016) among employees, 
customers, dealers, opinion leaders, public institutions, NGOs, investors, and journalists.

The stakeholders to engage were chosen by the internal representatives interacting with them on a 
daily basis, and endorsed by the relevant GEC members; sensitive cases were also endorsed by the 
Chief Executive Officer (CEO).
CNH Industrial managers and stakeholders were engaged via an online survey or direct interview; 
they were asked to evaluate the 12 material topics identified, ranking the 5 most relevant based on 
their impact on the economy, the environment, and society.

In 2018, engagement activities mainly involved:
n	 110 hourly employees in Brazil, France, India, Italy, and the USA, through dedicated workshops held at plants
n	 307 customers through direct interviews at the following specialty trade fairs: M&T Expo in Sao Paolo (Brazil), EIMA 

in Bologna (Italy), and Agrovision in Nagpur (India). 

PREPARING THE MATERIALITY MATRIX
The Materiality Matrix reflects how frequently each material topic was selected. Each material topic is positioned within 
the Materiality Matrix according to internal or external relevance, enabling the Matrix itself to be read in 2 ways: 
n	 the horizontal axis illustrates the degree of significance to CNH Industrial, in ascending order
n	 the vertical axis illustrates significance to stakeholders, in ascending order.

Within the scope of the analysis, aspects related to Corporate Governance, respect for human rights, regulatory 
compliance, and economic value creation were considered prerequisites, and therefore were not examined individually. 
However, these topics are monitored and reported in the Sustainability Report. The Matrix also shows the degree of 
alignment between external stakeholders’ expectations and the relevance of the material topics to the Company.

Every year, the Materiality Matrix is reviewed by senior management and given final approval by the Chief Executive 
Officer (CEO). The final phase involves third-party assurance of compliance, in which the Matrix development process is 
audited by SGS, an independent company.

The Materiality Matrix is updated annually to take account of changes in stakeholder perceptions and incorporate any 
new topic that may become significant for the Company. To this end, other stakeholders will be interviewed in 2019 to 
identify needs and priorities related to current material topics.

(2)	 For details on the functions responsible for dialogue with stakeholders, engagement tools used, and main stakeholder expectations,  
see the table on pages 258-259 in the Appendix.

1,761
PEOPLE

ENGAGED



19

2018 materiality matrix

The 2018 Materiality Matrix encompasses the overall results of a 3-year engagement process, which involved a total of 
1,761 people.
The analysis confirmed the greater relevance of business-related aspects. 
Specifically, from a circular economy perspective, the material topic circular product life cycle was considered, 
both within and outside the Company, as the most relevant to CNH Industrial, highlighting the importance of adopting 
alternative solutions that minimize the impact of a product’s life cycle. CO2 and other air emissions was also one of 
the most relevant topics, considering not only the impact of manufacturing processes, but also of the entire value chain 
(logistics, supply chain, and product use). 
The importance of employee engagement, value chain management, local community engagement, and 
CO2 and other air emissions increased significantly compared to the 2017 results, partly because of the greater 
resonance of these issues in the global debate, and partly because of the stakeholder categories involved in 2018. All other 
material topics remained almost unchanged compared to the evaluation carried out the previous year.
For more information on material topics, and the associated management approach and boundaries, please refer to the 
table Material Topics in Detail on page 20, which also shows the links to the GRI Standards. 
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SIGNIFICANCE TO CNH INDUSTRIAL

MATERIALITY MATRIXa

CNH INDUSTRIAL 

0.5 increase compared to the 2017 Materiality Matrix.

KEY

Circular product life cycle

 Employee engagement

 Autonomous vehicles and connectivity 

 Value chain management

 Trade, regulations, and public debate

Self-sustaining food systems

 Digital workplaces
Local community engagement

Renewable energy

Water and waste efficiency  Innovation-
to-zero

CO
2
 and other air emissions

(a)	 Self-sustaining food systems fall under the scope of digitalization; CO
2
 and other air emissions under electrification; 

autonomous vehicles under automation; and value chain management under servitization. Moreover, trade, 
regulations, and public debate fall under both electrification and automation.
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OUR SUSTAINABLE COMPANY OUR COMMITMENT TO THE FUTURE 

GRI STANDARDS                 GRI 102-46; GRI 102-47; GRI 102-49; GRI 103-1

TOPIC BOUNDARY 
(WORLDWIDE) 

LINK TO 
GRI STANDARDS

SUSTAINABILITY 	
REPORT PAGE

MATERIAL TOPICSa Where the 				 
impacts occur

Organization’s 
involvement with 
the impacts

               b Results & 
Targets

Entities in the 
organizationc

Entities in the organization’s 	
value chain

PRODUCT & INNOVATION

Circular product 	
life cycle 

AG - CE		
CV - PT

n Customers
n Dealer and service network
n Suppliers and commercial partners

All products   GRI 301: Materials 139; 199;  
202; 225

32; 35

Autonomous  
vehicles and  
connectivity 

AG-CV n Customers
n Dealer and service network
n Suppliers and commercial partners

AG-CV products (d) 139; 199;  
212

33

Self-sustaining food 
systems

AG n Customers
n Dealer and service network
n Suppliers and commercial partners

AG products (d) 139; 199; 
207 

32

Trade, regulations, 	
and public debate

Entire organization n Public institutions All products and 
processes

 GRI 415: Public Policy 121 31

BEHAVIORS & ENGAGEMENT

Local community 
engagement

Entire organization n Local communities All products and 
processes

 GRI 413: Local Communities 107 30-31

Value chain 		
management

Entire organization n Customers
n Dealer and service network
n Suppliers and commercial partners

All products and 
processes

 GRI 204: Procurement Practices
 GRI 308: Supplier Environmental   	

   Assessment
 GRI 414: Supplier Social Assessment
 GRI 416: Customer Health and Safety
 GRI 417: Marketing and Labelling
 GRI 418: Customer Privacy

131; 135;  
153; 215

33-34

Employee 		
engagement

Entire organization Employee 		
management

 GRI 404: Training and Education 67 27

Digital workplaces Entire organization Employee 		
management

(d) 67; 83 29

PROCESSES & APPLICATIONS

CO
2
 and other air 

emissions 
Entire organization n All stakeholders All products and 

processes
 GRI 302: Energy
 GRI 305: Emissions

139; 153;  
172; 184; 
193; 199

34-35

Renewable energy Entire organization n All stakeholders Manufacturing 
processes

 GRI 302: Energy 184 35

Water and waste 
efficiency

Entire organization n Local communities Manufacturing 
processes

 GRI 303: Water
 GRI 306: Effluents and Waste

172 34

Innovation-to-zero Entire organization n All stakeholders All products and 
processes

 GRI 403: Occupational Health 	
   and Safety

76; 168 28

MATERIAL TOPICS IN DETAIL

(a) 	 The list of material topics and their respective boundaries remain unchanged compared to the 2017 Matrix. For the definition of material topics, see page 239. 
(b) 	Management Approach.							     
(c)	 AG = Agricultural Equipment
	 CE = Construction Equipment
	 CV = Commercial Vehicles
	 PT = Powertrain.					   
(d)	 For this material topic (although not directly identified by the GRI Standards), the Sustainability Report specifies how CNH Industrial manages it, along with its specific indicators.

MA
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KEY TARGETS
As further evidence of the extent to which CNH Industrial considers the materiality analysis a business tool and integrates 
it into corporate strategy, the Company’s senior management set 24 key targets aligned with the material topics included in 
the Materiality Matrix and consistent with the UN SDGs. Target definition was based on potential risks and opportunities 
relating to the Company’s business activities, and involved all members of the GEC (see page 43). The progress towards 
their achievement as at December 31, 2018 is described in the following pages.

Progress towards key targets is verified twice a year, and new ones are added yearly. These new targets, as well as 
the restatement of existing ones, are based on the Sustainable Development Goals (SDGs) and reflect the evolution 
of the material topics, in the continuous search for new areas of improvement. Key targets are incorporated into the 
Sustainability Plan, which expresses CNH Industrial’s commitment to contribute to development in harmony with people 
and the environment.

Through the actions, results, and targets included in the Plan, the Company clearly and directly communicates its 
commitment to its stakeholders. The Plan is updated annually to report the progress of existing projects and establish 
new targets, essential for long-term growth.
Since CNH Industrial embraces all 17 UN SDGs, efforts were made to ensure the commitments stated in the Sustainability 
Plan are aligned with said SDGs, not only to substantiate the Company’s contribution to achieving global objectives, but 
also to ensure transparency in its communication with stakeholders by providing details on its responsibility to build a 
sustainable future. 

The alignment process also led to the identification of the SDGs most relevant to CNH Industrial’s business (i.e., those 
that emerged most frequently during the alignment with key targets), which enabled the Company to concentrate efforts 
more effectively on achieving its challenging goals. A total of 6 SDGs were identified as most relevant.

THE 6 SDGS MOST RELEVANT TO CNH INDUSTRIAL

These 6 SDGs will inspire CNH Industrial’s future endeavors in terms of targets, practices, and projects, as highlighted by 
specific icons throughout the Report corresponding to each goal. Furthermore, the activities, major projects, and related 
targets described herein are intended to provide an overview of how the Company approaches them. 

End hunger, achieve food security and improved nutrition, and promote sustainable agriculture

Ensure healthy lives and promote wellbeing for all at all ages

Promote sustained, inclusive, and sustainable economic growth, full and productive employment, and decent work for all

Reduce inequality within and among countries

Ensure sustainable consumption and production patterns

Take urgent action to combat climate change and its impacts
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CNH INDUSTRIAL’S  
APPROACH TO THE 
SDGs

CNH INDUSTRIAL 
KEY TARGETS RELATED 
TO THE SDGs

MAIN CNH INDUSTRIAL 
PROJECTS RELATED 
TO THE SDGs

One of the future 
global challenges that 
CNH Industrial intends 
to tackle is offering 
agricultural products and 
solutions that promote 
an economic system with 
zero impact on resources.

n	2022: up to +25% vs. 2015 in field productivity by expanding data 
management and control systems 

n	2022: distribution of new alternative-fuel tractors (methane and 
propane) 

n	2022: +50% vs. 2017 in number of people involved in CNH Industrial’s 
local community initiatives 

n	Precision agriculture	  207

n	Advancing farming technologies  
in Ghana	  116

n	A new engine for sustainable farming 
in Kenya	  117

n	Food Security Week in North America	  117

n	 Improving farmers’ livelihoods in India	  117

n	1,000 meals in Zimbabwe 	  96

CNH Industrial is 
committed to promoting 
the wellbeing of its 
employees through 
specific programs, helping 
them balance their 
personal commitments 
through time and 
money saving initiatives 
and flexible working 
arrangements, while 
cultivating motivation, 
pride, and a sense of 
belonging at work. 
Moreover, CNH Industrial 
implements several 
initiatives for local 
communities to safeguard 
and improve health.

n	2022: -33% vs. 2014 in employee accident frequency rate

n	2022: involvement of 100% of employees in wellbeing initiatives 
promoting healthy lifestyles

n	2022: participation of 40% of employees in flexible work location 
scheme (excluding hourlies)

n	2022: involvement of 100% of employees worldwide in training activities

n	2022: -20% vs. 2014 in VOC emissions per square meter painted

n	2022: +50% vs. 2017 in number of people involved in CNH Industrial’s 
local community initiatives

n	Supplementary health plans  
for employees	  72

n	Campaigns on traffic safety  
for employees	  93

n	Smoking cessation programs  
for employees	  93

n	Automated External Defibrillators  
(AEDs) installed at all sites in Italy	  82

n	Fighting cancer	  93 
	  113

n	Fostering a safety culture  
from childhood	  79

n	Shuttle services for employees  
commuting	  98

n	Telethon Foundation in Europe	  110

n	Health and wellbeing initiatives  
for children and the elderly in Brazil	  111

n	Smile Foundation in India	  113

CNH Industrial endeavors 
to ensure optimal working 
conditions, implementing 
preventive and protective 
measures aimed at 
minimizing risk of injury in 
the workplace.

n	2022: -33% vs. 2014 in employee accident frequency rate

n	2022: involvement of 100% of employees worldwide in training activities

n	2022: sustainability self-evaluation of 100% of Tier 1 suppliers

n	2022: +50% vs. 2017 in number of people involved in CNH Industrial’s 
local community initiatives

n	Safety training and campaigns  
for employees	  76 	
	  79

n	 Inclusion of differently abled  
people in manufacturing	  75

n	 Industry 4.0	  83

n	Supplier assessments	  158

n	Professional inclusion in Brazil	  115

n	Disseminating World Class  
Manufacturing in Argentina	  115

n	Training future farmers in the USA	  117

END HUNGER, ACHIEVE 
FOOD SECURITY 
AND IMPROVED 
NUTRITION, AND 
PROMOTE SUSTAINABLE 
AGRICULTURE

ENSURE 
HEALTHY LIVES 
AND PROMOTE 
WELL-BEING FOR 
ALL AT ALL AGES 

PROMOTE SUSTAINED, 
INCLUSIVE, AND 
SUSTAINABLE 
ECONOMIC 
GROWTH, FULL 
AND PRODUCTIVE 
EMPLOYMENT,  
AND DECENT WORK 
FOR ALL 

HOW CNH INDUSTRIAL SUPPORTS THE 6 MOST RELEVANT SDGs 

OUR SUSTAINABLE COMPANY OUR COMMITMENT TO THE FUTURE 
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CNH INDUSTRIAL’S  
APPROACH TO THE 
SDGs

CNH INDUSTRIAL 
KEY TARGETS RELATED 
TO THE SDGs

MAIN CNH INDUSTRIAL 
PROJECTS RELATED 
TO THE SDGs

CNH Industrial 
consciously supports 
projects and activities 
that encourage the 
economic, social, and 
cultural development of 
local communities. It 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. Moreover, 
advocating socially 
and environmentally 
responsible behavior 
across the entire supply 
chain is one of the 
Company’s primary 
commitments.

n	2022: +10% vs. 2018 in number of employees involved in volunteering 
activities during paid working hours 

n	2022: sustainability self-evaluation of 100% of Tier 1 suppliers

n	2022: +50% vs. 2017 in number of people involved in CNH Industrial’s 
local community initiatives

n	Leadership development initiatives  
for women	  73

n	Managing Multicultural Teams  
online training for employees	  72

n	Volunteering and social team-building  
initiatives for employees	  96

n	Supplier assessments	  158

n	TechPro2 project	  114

n	Promoting culture in Brazil	  112

n	Educating underprivileged  
children in India and Turkey	  116

n	Training support in Thailand	  115

CNH Industrial is 
committed to creating 
added value for itself 
and the communities 
in which it operates 
through solutions that 
are environmentally 
responsible and 
economically viable, 
ensuring the efficient use 
of resources and reduced 
environmental impact. 

n	2022: involvement of 100% of employees worldwide in training activities
n	2022: sustainability self-evaluation of 100% of Tier 1 suppliers
n	2022: -20% vs. 2014 in VOC emissions per square meter painted
n	2022: -23% vs. 2014 in water withdrawal per production unit
n	2022: 93% of waste recovered
n	2022: -23% vs. 2014 in waste generated per production unit
n	2022: -35% vs. 2014 in hazardous waste generated per production unit
n	2030: -30% vs. 2014 in energy consumption per production unit
n	2030: -60% vs. 2014 in CO

2
 emissions per production unit

n	2030: 90% of total electricity consumption derived from renewable 
sources

n	2022: -18% vs. 2014 in kg of CO
2
 emissions per ton of goods 

transported
n	2022: development of next-generation alternative fuel engines
n	2022: focus on natural gas engine technologies
n	2022: distribution of new alternative-fuel tractors (methane and 

propane)
n	2024: distribution of new alternative-fuel wheel loaders (methane)
n	2022: up to +25% vs. 2015 in field productivity by expanding data 

management and control systems
n	2020: autonomous technology development on self-propelled vehicles

n	Environmental and energy  
management training for employees	  174 
	  186

n	Supplier assessments	  158

n	New technology for the application  
of clear solvent-based top coats	  176

n	Construction of a rainwater  
collection system	  179 

n	A new life for waste	  182

n	Replacing existing lighting  
systems with LED technology	  187

n	 Installing high-efficiency motors  
and intelligent stand-by systems	  187

n	 Installing solar flowers and  
solar walls	  188

n	Adopting intermodal solutions	  197

n	Optimizing transport capacity	  197

n	 Increasing low-emissions transport	  196

n	Precision agriculture	  207

CNH Industrial is actively 
engaged in reducing CO

2
 

and other air emissions, 
while closely monitoring 
the emissions associated 
with its manufacturing 
processes, logistics, and 
the use phase of its 
vehicles.

n	2022: involvement of 100% of employees worldwide in training activities
n	2022: monitoring of CO

2
 emissions of 100%  

of key suppliers
n	2022: -20% vs. 2014 in VOC emissions per square meter painted
n	2030: -30% vs. 2014 in energy consumption per production unit
n	2030: -60% vs. 2014 in CO

2
 emissions per production unit

n	2030: 90% of total electricity consumption derived from renewable 
sources

n	2022: -18% vs. 2014 in kg of CO
2
 emissions per ton of goods 

transported
n	2022: development of next-generation alternative fuel engines
n	2022: focus on natural gas engine technologies
n	2022: distribution of new alternative-fuel tractors (methane and 

propane)
n	2024: distribution of new alternative-fuel wheel loaders (methane)
n	2022: up to +25% vs. 2015 in field productivity by expanding data 

management and control systems
n	2020: autonomous technology development on self-propelled vehicles
n	2022: +50% vs. 2017 in number of people involved in CNH Industrial’s 

local community initiatives

n	CDP Supply Chain program	  164

n	 Installing high-efficiency motors  
and intelligent stand-by systems	  187

n	 Installing solar flowers and  
solar walls	  188

n	 Increasing low-emissions transport	  196

n	Decarbonization strategy aimed at more 
environmentally-friendly products	  200

n	Life Cycle Assessment	  145

n	ECHOCHAMPS project	  140

n	Water Management project  
in Tunisia	  118

n	Alternative solution to crop  
burning in India	  118

n	Planting trees	  119

n	Environmental training for students 
from a local school in Italy	  175

REDUCE 
INEQUALITY 
WITHIN 
AND AMONG 
COUNTRIES 

ENSURE 
SUSTAINABLE 
CONSUMPTION 
AND 
PRODUCTION 
PATTERNS

TAKE URGENT 
ACTION TO 
COMBAT CLIMATE 
CHANGE AND ITS 
IMPACTS
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CO
2
 AND OTHER AIR EMISSIONS

-20% vs. 2014 IN CO2 
EMISSIONS PER 
PRODUCTION UNITa

-34%

-20%
TARGET 2022

2018 PROGRESS 
TOWARDS 
QUANTITATIVE 
KEY TARGETS

-18% vs. 2014 IN KG OF CO2 
EMISSIONS PER TON OF 
GOODS TRANSPORTED 
(INBOUND, OUTBOUND, 
AND SPARE PARTS)

-18%
TARGET 2022

-15.7%

MONITORING OF CO2 
EMISSIONS OF 100% 
OF KEY SUPPLIERS

51%

100%
TARGET 2022

CIRCULAR PRODUCT LIFE CYCLE

10% OF PARTS & SERVICE’S NET 
SALES FROM REMANUFACTURED 
COMPONENTS6.3%

10%
TARGET 2022

RENEWABLE ENERGY

50% OF TOTAL ELECTRICITY 
CONSUMPTION DERIVED 
FROM RENEWABLE 
SOURCESa

70.4%

50%
TARGET 2020

INNOVATION-TO-ZERO 

-33% IN EMPLOYEE 
ACCIDENT FREQUENCY 
RATE vs. 2014

-33%
TARGET 2022

-14%

-5%
TARGET 2022

-5% (YEAR-ON-YEAR) IN 
VOLUME OF PRODUCT 
IMPROVEMENT PROGRAMS 
(PIPs) AND WARRANTY 
CLAIMS PER UNIT

+0.4%

-14% vs. 2014 IN VOC 
EMISSIONS PER SQUARE 
METER PAINTEDa 

-18%

-14%
TARGET 2022

VALUE CHAIN MANAGEMENT

SUSTAINABILITY SELF-
EVALUATION OF 100% 
OF TIER 1 SUPPLIERS 

100%
TARGET 2022

46%

(a) This key target was updated. The new target is available in the Sustainability Plan.
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Target achieved or in line with plan  

Target exceeded

KEY

Target partially achieved  

DIGITAL WORKPLACES

APAC: INVOLVMENT OF 30% OF 
EMPLOYEES IN FLEXIBLE WORK 
LOCATION SCHEME 
(EXCLUDING HOURLIES)a

30%
TARGET 2022

13%

LATAM : PARTICIPATION OF 50% OF 
EMPLOYEES IN FLEXIBLE WORK 
LOCATION SCHEME 
(EXCLUDING HOURLIES)a

50%
TARGET 2022

31%

+20% vs. 2016 IN NUMBER 
OF EMPLOYEE 
VOLUNTEER HOURS 
IN NORTH AMERICAa

+20%
TARGET 2022

+100%

INVOLVEMENT OF 100% OF 
EMPLOYEES IN WELLBEING 
INITIATIVES PROMOTING 
HEALTHY LIFESTYLES

100%
TARGET 2022

65%

EMEA: PARTICIPATION OF 40% OF 
EMPLOYEES IN FLEXIBLE WORK 
LOCATION SCHEME 
(EXCLUDING HOURLIES)a

40%
TARGET 2022

25%

100% OF APAC EMPLOYEES 
INVOLVED IN TRAININGa

100%
TARGET 2022

71%

EMPLOYEE ENGAGEMENT

100% OF EMEA EMPLOYEES 
INVOLVED IN TRAININGa

100%
TARGET 2022

64%

LOCAL COMMUNITY ENGAGEMENT

EMEA: +80% vs. 2016 IN 
NUMBER OF PEOPLE INVOLVED 
IN CNH INDUSTRIAL LOCAL 
COMMUNITY INITIATIVESa

+80%
TARGET 2022

+8%

APAC: +50% vs. 2017 IN NUMBER 
OF PEOPLE INVOLVED IN 
CNH INDUSTRIAL’S LOCAL 
COMMUNITY INITIATIVESa

+50%
TARGET 2022

+62%

LATAM : +5% (YEAR-ON-YEAR) 
IN NUMBER OF YOUNG 
PEOPLE INVOLVED IN PLANTS’ 
LOCAL PROJECTS FOSTERING 
PROFESSIONAL INCLUSIONa

+5%
TARGET 2022

+89%

(a) This key target was updated. The new target is available in the Sustainability Plan.
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           CORPORATE GOVERNANCE AND SUSTAINABILITY  
MAINTAINING BEST-IN-CLASS SYSTEMS FOR GOVERNANCE AND SUSTAINABILITY MANAGEMENT

Commitment: Continuously integrate sustainability into corporate systems 

ACTIONS 2018 RESULTS TARGETS

 Implementation of an integrated sustainability 
management system, incorporating 
environmental and social issues in business 
decisions

 Focus of shared value study and first set of indicators 
identified

 208

 2020: development of a study to identify the shared value 
generated by CNH Industrial activities and products

 Delivery of training to promote a culture 
of sustainability and raise awareness among 
stakeholders

 Sustainability awareness campaign planned  2020: development, set-up, and provision of sustainability 
awareness campaigns

Commitment: Continuously update Corporate Governance, compliance systems, and monitoring processes to remain aligned with best practices

ACTIONS 2018 RESULTS TARGETS

 Enhancement of Board members’ knowledge of 
Company operations

 Several meetings held (in parallel with Board meetings) 
between Board Directors and GEC members (brand, 
product, and segment leaders) to gain insight into industry-
specific and region/country-specific business aspects and 
operations

 42

 2019: onboarding of new executive directors and possible 
addition of new directors. Development of new strategic 
business plan; presentation and discussion with Board

 Conception, design, and oversight of a 
Corporate Compliance Program

 Integration of Customer Master Data Workflow 
(CMDW) and third-party due diligence tool completed and 
activated in EMEA and at high-volume sites in APAC

 53

 2019: configuration of new Governance, Risk, and 
Compliance (GRC) tool to be integrated with the CMDW 
system, in replacement of previous software. Extension of 
CMDW support to additional sites/plants in collaboration 
with Financial Services. Financial Services evaluation of 
CMDW extension to certain high-risk suppliers 

 Trade compliance organization (processes, procedures, 
and technology) further extended

 53

 2019: further extension of Target Operating Model 
(TOM) to South America, Europe, and Asia

 Update of the Corporate Whistleblowing 
System for the reporting and investigation of 
complaints/allegations

 Initiatives to further increase global Compliance Helpline 
awareness implemented via internal communication 
campaign, internal publication articles, and LINK articles

u In-person compliance outreach and town hall meetings 
held in multiple countries to further increase employee 
awareness 

u Compliance smartphone app pilot project launched in 
North America

 50

 2019: implementation of a communications plan and other 
activities to increase awareness of the Compliance Helpline 
and Company policy on retaliation 
 
North America 
 2019: evaluation of the outcomes of the compliance 

smartphone app pilot project, and of its extension to other 
regions

 Promotion of a work environment driven by 
the highest principles and respectful of human 
rights, using multiple tools (e.g., training courses, 
corporate Intranet)

 56,916 hours of training delivered on human rights and 
other corporate Code of Conduct aspects

 48; 49; 52; 54

 2019: ongoing implementation of information and training 
activities

 Monitoring of the impact of business activities 
on human rights

 Human rights assessments performed across the main 
CNH Industrial legal entities in APAC, covering 70% of the 
region's total workforce (equal to 3,753 employees)

 57

 2020: completion of human rights assessment cycle 
(2018-2020 period), to monitor 100% of CNH Industrial 
legal entities

 Demonstration of climate leadership by 
providing climate change information in 
mainstream corporate reports

 Development of internal monitoring process postponed 
to 2019

 184

 2019: development of internal monitoring process for all 
Company activities with repercussions for climate-related 
policies

SUSTAINABILITY PLAN
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  OUR PEOPLE
RESPECTING HUMAN AND LABOR RIGHTS

Commitment: Promote diversity and offer equal opportunities

ACTIONS 2018 RESULTS TARGETS

 Monitoring of the global implementation 
of equal opportunity principles relating to 
performance and leadership appraisals, 
promotions, and recruitment processes

 Same percentage of women as that employed 
by the Company engaged in the Performance 
and Leadership Management (PLM) process

 86

 External recruitment agencies made aware of the 
Company’s role as Equal Opportunity Employer (EOE)

 2019: continuous improvement and monitoring 
of recruitment processes across regions to ensure 
performance as EOE

 Promotion of job opportunities encouraging 
workforce diversity

 Several outcomes achieved:

u +2.8% vs. 2017 in percentage of women employed
u 11.6% of management positions held by women

 74; 246

 2019: increase in the number of diversity candidates 
employed worldwide, in accordance with local requirements 
and limitations

 Promotion of women’s leadership and  
self-awareness

 EMEA

+28% vs. 2017 in number of women involved in leadership 
and self-awareness programs 

 73

 2019: +15% vs. 2018 in number of women involved in 
leadership development initiatives

DEVELOPING HUMAN CAPITAL

Commitment: Enhance skills within the Company 

ACTIONS 2018 RESULTS TARGETS

 Assessment of employees through the 
Performance and Leadership Management 
appraisal system

 100% of salaried employees and above 
evaluated

 85

 Development of programs to upgrade and 
improve employee skills and behaviors

 Several development programs implemented:

u Action Learning projects at regional/function level 
u Coaching and mentoring initiatives

 89

 2019: ongoing targeted development and training 
programs customized to employees’ individual needs

 EMEA

64% of employees involved in training activities

 2022: involvement of 100% of employees worldwide in 
training activities

 APAC

71% of employees involved in training activities

Commitment: Maintain sustainability as a key corporate objective

ACTIONS 2018 RESULTS TARGETS

 Incorporation of environmental and social 
targets in the performance management system

 Sustainability targets incorporated into the performance 
management system for more than 1,400 employees

 86

 2019: ongoing application of role-specific and job-related 
sustainability targets

27
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Commitment: Survey employee satisfaction, needs, and requests

ACTIONS 2018 RESULTS TARGETS

 Execution of people satisfaction surveys  Exit surveys and/or interviews performed worldwide

 CNH Industrial classified among the 150 Best Companies 
to Work For in Brazil (online satisfaction questionnaire 
completed by 73% of the employees selected)

 91

 2019: continuous monitoring, extending the sample to 
significant locations and organizations

Commitment: Attract and retain the best talent

ACTIONS 2018 RESULTS TARGETS

 Implementation of long-term performance-
related incentive plans

 Long-term performance-related incentive plans 
implemented for key talents

 87

 2019: ongoing implementation of long-term performance-
related incentive plans for key talents

PROMOTING AND PROTECTING OCCUPATIONAL HEALTH AND SAFETY

Commitment: Continue process of internal and external certification of Occupational Health and Safety Management System

ACTIONS 2018 RESULTS TARGETS

 Extension of OHSAS 18001 certification  60 manufacturing sites, employing approx. 42,000 people, 
OHSAS 18001 certified	  78

 10 non-manufacturing sites, employing approx. 3,300 
people, OHSAS 18001 certified	  78

 All most relevant joint venture plants (in which CNH 
Industrial holds at least a 50% interest) as at 2011 OHSAS 
18001 certified	  77

 2019: maintenance of OHSAS 18001 certifications existing 
as at 2014, and extension to additional manufacturing/non-
manufacturing sites and most relevant joint venture plants 
(in which CNH Industrial holds at least a 50% interest)

Commitment: Maintain high standards in the prevention of accidents and injuries

ACTIONS 2018 RESULTS TARGETS

 Pursuit of a zero-accident and zero-injury rate  -14% vs. 2014 achieved in employee accident frequency 
rate	  80

 Zero fatal accidents reported (involving employees  
or contractors working at CNH Industrial facilities 
worldwide)	  80

 2022: -33% vs. 2014 in employee accident frequency rate

Commitment: Promote a culture of safety in the workplace

ACTIONS 2018 RESULTS TARGETS

 Implementation of initiatives to increase 
employee health and safety awareness via 
multiple tools (e.g., training courses, corporate 
Intranet, video tutorials)

 267,410 hours of training delivered

 76

 2019: continuous implementation of information and 
training activities
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FOSTERING EMPLOYEE WELLBEING AND WORK-LIFE BALANCE

Commitment: Promote the health and wellbeing of employees

ACTIONS 2018 RESULTS TARGETS

 Dissemination of information to employees on 
general health and infectious disease prevention, 
provision of medical support, and promotion of 
employee wellbeing through targeted programs

 65% of employees worldwide involved in wellbeing 
initiatives promoting healthy lifestyles

 93

 2022: involvement of 100% of employees in wellbeing 
initiatives promoting healthy lifestyles 

Commitment: Foster the development of digital workplaces

ACTIONS 2018 RESULTS TARGETS

 Implementation of new technologies and smart 
working initiatives to improve work quality and 
efficiency and employee work-life balance

 EMEA

25% of employees involved in flexible work location scheme 
(excluding hourlies)

 83

 2022: participation of 40% of employees in flexible work 
location scheme (excluding hourlies)

 LATAM

31% of employees involved in flexible work location scheme 
(excluding hourlies)

 83

 APAC

13% of employees involved in flexible work location scheme 
(excluding hourlies) 

 83

Commitment: Foster employee inclusiveness and pride 

ACTIONS 2018 RESULTS TARGETS

 Support for volunteer work during paid 
working hours

 North America

More than +100% vs. 2016 achieved in number of employee 
volunteer hours

 96

 2022: +10% vs. 2018 in number of employees involved in 
volunteering activities during paid working hours

IMPROVING EMPLOYEE COMMUTING

Commitment: Improve commuting for employees

ACTIONS 2018 RESULTS TARGETS

 Development of mobility plans to improve 
commuting to/from select sites by broadening 
the use of public transport, carpooling, and 
alternative mobility (cycling), and by improving 
entrances and loading/parking areas

 Mobility plans implemented across Italy and at 3 sites in 
France

 98

 2019: implementation of mobility plans in Italy and France

 Carpooling initiative implemented at 4 additional sites 
in Italy

 98

 2019: implementation of carpooling initiatives at 3 
additional plants in Italy

 Giretto d'Italia cycling event sponsored and organized at 
all sites in Italy, involving 1,498 people

 98

 2019: ongoing support for Giretto d'Italia cycling challenge
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           LOCAL COMMUNITIES  
SUPPORTING LOCAL COMMUNITIES

Commitment: Promote the social and economic development of local communities

ACTIONS 2018 RESULTS TARGETS

 Promotion of initiatives fostering the growth of 
local communities, including through partnerships 
with associations and non-profit organizations

 EMEA

+8% vs. 2016 in number of people involved in CNH 
Industrial’s local community initiativesa

 110

 2022: +50% vs. 2017 in number of people involved in 
CNH Industrial’s local community initiatives

 LATAM

+89% vs. 2017 in number of young people involved in 
plants’ local projects fostering professional inclusionb

 111

 APAC

+62% vs. 2017 in number of people involved in CNH 
Industrial’s local community initiativesc 

 113

SUPPORTING YOUTH TRAINING 

Commitment: Support the professional development of young people

ACTIONS 2018 RESULTS TARGETS

 Implementation of professional skills 
development initiatives, including scholarships 
and training courses

 Several outcomes achieved:

u 400 students trained under the TechPro² project in Italy, 
Ethiopia, China, and South Africa, for a total of 4,679 training 
hours 	  114

u $22,000 donated to the non-profit Junior Achievement 
organization in North America	  115

u $52,000 donated to the CDM for the Plantar & Construir 
and Proximo Passo projects in LATAM, benefitting 105 young 
people	  115

u $23,405 donated to the OPEN Mission Education program 
in Noida (India), helping 220 children aged 4-14	  116

 2019: ongoing support of professional skills development 
and education for young people

IMPROVING FOOD AVAILABILITY 

Commitment: Support projects to fight food scarcity and enhance food security

ACTIONS 2018 RESULTS TARGETS

 Promotion of local projects  Several outcomes achieved:

u New engine donated to the University of Nairobi (Kenya), 
with training delivered to 440 students	  117

u $260,000 donated to the FFA (formerly Future Farmers of 
America) in North America	  117

u 150 farmers and respective families across 3 villages 
in India trained on new farming technologies under the 
Swavlamban project, impacting approx. 600 people

 117

 2019: ongoing support for initiatives linked to the 
Company’s global challenges, to either mitigate and limit 
their impact or exploit and enhance their positive effects 

 2019: creation of a garden in Ethiopia under the Thousand 
Gardens in Africa project

(a)	 Several initiatives supported: Telethon; TechPro2 training; Slow Food; FAO for Water Management; Advanced farming in Ghana; Sustainable farming in Kenya.
(b)	 Several initiatives supported: Gente de Bem; Casa Bom Menino orphanage; Pastoral do Menor; Proximo Passo.
(c)	 Several initiatives supported: TechPro2 training; Food Hampers in Pakistan; Training support in Thailand; Smile on Wheels in India; Straw Management in India; 

Education in India (Noida and Pune).
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FIGHTING CLIMATE CHANGE

Commitment: Support projects to combat climate change

ACTIONS 2018 RESULTS TARGETS

 Promotion of local projects  Several outcomes achieved:

u Water Management project implemented in Tunisia, 
involving 243 people	  118

u 10 projects executed with Team Rubicon and U.S.  
Fish & Wildlife Services in USA 	  118

u Straw Management Solution project for crop burning 
prevention extended to 2 additional villages in Haryana 
(India)

 118

 2019: ongoing support for environmental initiatives related 
to infrastructure and relevant repairs

 2019: ongoing Water Management project in Tunisia, 
including: implementation of a planting campaign with the 
purchase of 1,000 fruit trees; training of 40 young people on 
sheep/goat farming and fertilization techniques

           RELATIONSHIPS WITH PUBLIC AND PRIVATE ORGANIZATIONS
COLLABORATING WITH TRADE ASSOCIATIONS

Commitment: Collaborate to reduce polluting emissions and improve product safety

ACTIONS 2018 RESULTS TARGETS

 Collaboration with sector associations and 
institutions to develop a methodology for the 
measurement of CO

2
 emissions from product 

use

 Commercial Vehicles

u Text released for the drafting of Commission Regulation 
(EU) 2017/2400 (regarding the determination of CO

2
 

emissions and fuel consumption of heavy-duty vehicles), 
including CNG and LNG technical specifications

u Regulation amendments approved by the Technical 
Committee on Motor Vehicles (TCMV) and released 
internally, awaiting final EU approval in 2019 

u Procedure regulating CNG and LNG vehicles defined

Commercial Vehicles 
Collaboration with ACEA on use of VECTO tool:
 2019: application of draft procedure for CO

2
 

measurement to medium range vehicles, and of certified 
procedure for CO

2
 measurement to heavy range vehicles

 Collaboration with sector associations on 
initiatives to improve vehicle safety 

 Agricultural Equipment

u Collaboration continued with CEMA, focusing on virtual 
testing of safety requirements for type-approval (Mother 
Regulation); testing expected to be further extended

u Proposal drafted for the adoption of virtual testing for Roll 
Over Protective Structures (ROPS)

Agricultural Equipment
Collaboration with CEMA:
 2020: development of safety measures for long cabin 

vehicles as per revised General Safety Regulations on 
masses and dimensions

           INNOVATION AND PRODUCT DEVELOPMENT
IMPLEMENTING A DECARBONIZATION STRATEGY

Commitment: Continue to reduce polluting emissions

ACTIONS 2018 RESULTS TARGETS

 Early implementation of regulations for 
the reduction of polluting emissions (NO

X
, 

particulates, etc.) 

 Powertrain

u HI-eSCR2 production started

 200

Powertrain

 2019: launch and complete roll-out of Stage V product 
line-up featuring engine power P<130kW, ahead of the 
requirement’s coming into force (year-end 2019)

 Agricultural Equipment 

u Numerous systems developed to ensure product 
compliance with Stage V regulations, in particular for small, 
medium, and large tractors and for combines

 200

Agricultural Equipment 
 2019: first implementation of Stage V engines and after-

treatment systems on all products
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Commitment: Optimize energy consumption and efficiency

ACTIONS 2018 RESULTS TARGETS

 Reduction of CO
2
 emissions through fuel 

consumption optimization
 Powertrain/Agricultural Equipment

u Threshing efficiency of combine rotors improved using 
crop flow simulation techniques, achieving results in line 
with targets

Powertrain/Agricultural Equipment 

 2020: implementation of most efficient technologies on 
next-generation combine harvesters to significantly reduce 
Total Cost of Ownership

 Powertrain/Commercial Vehicles (heavy range)

u Results expected to be determined on MY2019 models; 
CO

2
 emissions expected to drop by 3% in the Stralis and by 

6% in the Daily vs. MY2016 models

Powertrain/Commercial Vehicles (heavy range)
 2019: up to -4% in fuel consumption and CO

2
 emissions 

on heavy vehicles vs. MY2016 models, depending on mission 
and product configuration

Commitment: Promote use of alternative fuels

ACTIONS 2018 RESULTS TARGETS

 Expansion of natural gas-powered vehicle 
offering, featuring Compressed Natural Gas 
(CNG) and Liquefied Natural Gas (LNG)

 Powertrain

u Production of Cursor 13 NG engine started 
u Cursor 13 NG EVO engine demonstrator presented

 204

Powertrain
 2022: development of next-generation alternative fuel 

engines running on CNG, LNG, and LPG and compatible 
with biomethane and H

2
 blends, to further reduce CO

2
 

emissions and Total Cost of Ownership 

 Powertrain

u After-treatment system (ATS) tested, featuring innovative 
formulation to increase NO

X
 conversion  

u Numerical models developed to support ATS configurations

Powertrain
 2022: focus on natural gas engine technologies to achieve 

ultra low NO
X
 emissions in urban applications 

 Agricultural Equipment

u Methane-Powered Concept tractor displayed at many 
international trade events worldwide 
u On-farm infrastructure solutions currently being developed

Agricultural Equipment
 2022: distribution of new alternative-fuel tractors 

(methane and propane) generating approx. -80% in 
polluting emissions and -10% in CO

2
 emissions compared to 

diesel models 

Construction Equipment
 2024: distribution of new alternative-fuel wheel loaders 

(methane) generating approx. -80% in polluting emissions 
and -10% in CO

2
 emissions compared to diesel models

PROMOTING DIGITALIZATION 

Commitment: Promote agricultural products and digital solutions to optimize resources 

ACTIONS 2018 RESULTS TARGETS

 Development of solutions that minimize 
environmental impact

 Agricultural Equipment  
u Strategic digital farming agreement signed with Farmers 
Edge

 210

Agricultural Equipment 
 2022: up to +25% vs. 2015 in field productivity by expanding 

data management and control systems for harvesting, tractors, 
and crop production 
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IMPLEMENTING AUTOMATION

Commitment: Develop innovative products and solutions for autonomous and self-driving vehicles 

ACTIONS 2018 RESULTS TARGETS

 Development of automated/autonomous 
vehicle technologies

 Agricultural Equipment

u Field pilot project launched for the testing of NHDrive TM 
autonomous technology applied to T4.110F vineyard 
tractors 	  212

u Proactive and automatic settings integrated into CR 
combines to optimize throughput and grain quality

 213

Agricultural Equipment

 2020: autonomous technology development on self-propelled 
vehicles 

IMPROVING PRODUCT SAFETY

Commitment: Continue to improve safety, ergonomics, and comfort 

ACTIONS 2018 RESULTS TARGETS

 Improvement in ergonomics of operator 
controls to reduce operator stress and enhance 
comfort 

 Construction Equipment

u Innovation Concept for a fully electro-hydraulic (EH) 
control unit developed and tested for graders; respective 
Human Machine Interface (HMI) production planning 
currently underway. Innovation Concept expected to be 
presented at the Bauma 2019 trade fair

Construction Equipment
 2020: testing of EH controls on graders to validate 

improved ergonomics and operator fatigue reduction in 
EMEA
 2021: testing of EH controls on graders to validate 

improved ergonomics and operator fatigue reduction in 
North America

 Enhancement of occupant safety level acting on 
body structure and restraint systems

 Commercial Vehicles (heavy range)

u Virtual models created to determine proper restraint 
system dimensioning and simulate the biomechanical 
behavior of occupants in case of frontal impact

Commercial Vehicles (heavy range)
 2022: development of a restraint system in heavy vehicle 

cabs to improve driver biomechanics in case of frontal 
impact

Commitment: Improve product quality

ACTIONS 2018 RESULTS TARGETS

 Improvement of product quality and safety  -14% vs. 2017 achieved in volume of Product 
Improvement Programs (PIPs) 	  150

 +0.6% vs. 2017 achieved in volume of warranty claims 
per unit	  151

 -5% (year-on-year) in volume of both Product 
Improvement Programs (PIPs) and warranty claims per unit 
(for Agricultural Equipment, Construction Equipment, and 
Commercial Vehicles) 

           SUPPLY CHAIN
INCREASING SUPPLY CHAIN SUSTAINABILITY

Commitment: Promote social and environmental responsibility among suppliers

ACTIONS 2018 RESULTS TARGETS

 Distribution of self-assessment questionnaires 
on environmental and social performance to 
select suppliers

 46% of Tier 1 suppliers involved in sustainability self-
assessment questionnaire

 161

 2022: sustainability self-evaluation of 100% of Tier 1 
suppliers
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ACTIONS 2018 RESULTS TARGETS

 Execution of sustainability audits at suppliers 
worldwide

 80 audits performed (60 by internal SQEs and 20 by third 
parties)

 161

 2019: execution of 85 audits (60 by internal SQEs and 25 
by third parties)

 Enhancement of sustainability awareness 
among suppliers

 Webinars related to CDP Climate Change questionnaire 
held for suppliers 

 163

 2019: implementation of sustainability information 
activities for suppliers

 CO
2
 emissions monitoring of key suppliers  51% of key suppliers monitored for CO

2
 emissions 

through the CDP Supply Chain program

 164

 2022: monitoring of CO
2
 emissions of 100% of key 

suppliers

 Promotion of supplier involvement in the 
World Class Manufacturing (WCM) program

 210 supplier plants involved in the WCM program 

 162

 2019: execution of 50 audits (aiming at achieving +250 
points in cumulative audit score) and 50 follow-ups 

           MANUFACTURING PROCESSES
FOSTERING CONTINUOUS IMPROVEMENT

Commitment: Spread a culture of excellence through World Class Manufacturing (WCM)

ACTIONS 2018 RESULTS TARGETS

 Adoption of World Class Manufacturing 
(WCM) principles

 2 plants received the silver award and 4 the bronze 
award

 171

 2019: further increase in the number of WCM plants 
achieving bronze level (2), silver level (4), and gold level (1)

REDUCING ENVIRONMENTAL IMPACT AND OPTIMIZING ENERGY PERFORMANCE

Commitment: Optimize the Company’s environmental performance

ACTIONS 2018 RESULTS TARGETS

 Application of best available techniques for 
the reduction of Volatile Organic Compounds 
(VOC) in paint processes

 -18% vs. 2014 in VOC emissions per square meter 
painted achieved at Company plants worldwide

 176

 2022: -20% vs. 2014 in VOC emissions per square meter 
painted at Company plants worldwide

 Optimization of water withdrawal and 
discharge management system based on country-
specific characteristics

 -19% vs. 2014 in water withdrawal per production unitd 
achieved at Company plants worldwide

 178

 2022: -23% vs. 2014 in water withdrawal per production 
unit at Company plants worldwide

 Optimization of water withdrawal in water-
stressed areas

 2022: -29% vs. 2014 in water withdrawal per production 
unit at the plant in Noida (India)

 2022: -30% vs. 2014 in water withdrawal per production 
unit at the plant in Pithampur (India)

 Optimization of waste management based on 
country-specific characteristics

 92% of waste recovered at Company plants worldwide

 180

 2022: 93% of waste recovered at Company plants 
worldwide 

 -19% vs. 2014 in waste generated per production unitd 
achieved at Company plants worldwide

 181

 2022: -23% vs. 2014 in waste generated per production 
unit at Company plants worldwide

 -31% vs. 2014 in hazardous waste generated per 
production unitd achieved at Company plants worldwide

 181

 2022: -35% vs. 2014 in hazardous waste generated per 
production unit at Company plants worldwide

 Formulation of guidelines for the identification 
and safeguard of protected species and 
biodiversity

 New Biodiversity Risk Evaluation (BRE) methodology 
implemented at 2 pilot plants, requiring no improvement 
measures

 182

 2019: implementation of improvement measures  
identified by BVI or BRE assessments, if needed

(d) The production unit corresponds to the hour of production. Total manufacturing hours are used to calculate the normalized production unit indicator. 
For the definition of total manufacturing hours, see page 236.
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Commitment: Optimize the Company’s energy performance and promote the use of renewable energy

ACTIONS 2018 RESULTS TARGETS

 Implementation of an Energy Management 
System and certification of plants as per 
international standard ISO 50001

 ISO 50001 certification achieved by 49 plants (accounting 
for approx. 96% of total energy consumption)

 185

 2020: extension of ISO 50001 certification to all CNH 
Industrial plants worldwide

 Energy Management System adopted at all plants 
(accounting for 100% of total energy consumption)

 Secondary energy vectors monitored, accounting for 61% 
of CNH Industrial's total energy consumption worldwide

 186

 2020: implementation of the Energy Management System 
at all plants worldwide, and monitoring of secondary energy 
vectors (accounting for 100% of total energy consumption)

 GHG emissions associated with over 20% of total energy 
consumption verified, as per GHG Protocol requirements, 
according to ISO 14064-3 standard

 188

 2019: verification (according to ISO 14064-3 standard) of 
GHG emissions associated with over 20% of total energy 
consumption, as per GHG Protocol requirements

 Identification of measures and technologies to 
reduce energy consumption and CO

2
 emissions 

per production unit

 -14% vs. 2014 in energy consumption per production 
unitd achieved at Company plants worldwide

 190

 2030: -30% vs. 2014 in energy consumption per production 
unit at Company plants worldwide

 -34% vs. 2014 in CO
2
 emissions per production unitd 

achieved at Company plants worldwide

 191

 2030: -60% vs. 2014 in CO
2
 emissions per production unit 

at Company plants worldwide

 Training sessions organized at several plants to raise 
awareness of WCM and ISO 50001

 186

 Promotion of renewable energy generation 
and use

 70.4% of total electricity consumption derived from 
renewable sources

 190

 2030: 90% of total electricity consumption derived from 
renewable sources 

           LOGISTICS PROCESSES
MINIMIZING ENVIRONMENTAL IMPACT

Commitment: Reduce environmental impact of logistics

ACTIONS 2018 RESULTS TARGETS

 Implementation of initiatives to reduce CO
2
 

emissions and minimize the overall impact of 
logistics

 -15.7% vs. 2014 achieved in kg of CO
2
 emissions per ton 

of goods transported (including spare parts)

 195

INBOUND AND OUTBOUND
 2022: -18% vs. 2014 in kg of CO

2
 emissions per ton of 

goods transported (including spare parts)

           END-OF-LIFE
PROMOTING REMANUFACTURING AND RECYCLING

Commitment: Increase production of remanufactured components

ACTIONS 2018 RESULTS TARGETS

 Increase in number and distribution of 
remanufactured components 

 Parts & Service

u 6.3% of Parts & Service's net sales generated by 
remanufactured components

 225

Parts & Service
 2022: 10% of Parts & Service's net sales from remanufactured 

components

(d)	 The production unit corresponds to the hour of production. Total manufacturing hours are used to calculate the normalized production unit indicator. 
For the definition of total manufacturing hours, see page 236.
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this chapter (for 
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page 239).
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 AUTONOMOUS VEHICLES AND CONNECTIVITY 
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2
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GRI STANDARDS                 GRI 102-18

MANAGEMENT FRAMEWORK
CNH Industrial’s Governance model is built on a structure and a set of rules that the Company has adopted to manage 
its operations in an ethical and transparent way. CNH Industrial believes that a robust Governance model is essential 
to effectively manage the interests of all its stakeholders. For investors and analysts, a governance model that gives 
due weight to sustainability issues fosters a long-term corporate outlook and contributes to risk-adjusted 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. In addition, it ensures that risk 
management controls are in place to safeguard the value of investments. Since CNH Industrial considers a robust system 
of governance essential for its activities, it is a prerequisite for the materiality analysis (see page 16). 
The central pillars of CNH Industrial’s Governance model include: 
n	 ongoing alignment with international principles and best practice provisions
n	 a clear and comprehensive Code of Conduct, with policies for implementing the principles contained in the Code of 

Conduct itself (see page 47)
n	 an advanced enterprise risk management system (see page 60). 
CNH Industrial has adopted the best practice provisions1 of the Dutch Corporate Governance Code (DCGC), which 
contains principles and best practice provisions that regulate relations between the Board of Directors of a listed Dutch 
company and its shareholders.

GOVERNANCE STRUCTURE 
The Board of Directors (and its committees) is responsible for the governance of CNH Industrial. On certain key industrial 
matters, the Board of Directors is advised by the Global Executive Committee (formerly, Group Executive Council, or 
GEC), an operational decision-making body of CNH Industrial responsible for reviewing the operating performance of 
the businesses, and making decisions on certain operational matters (see page 43).

(1)	 Except as discussed in the section Compliance with Dutch Corporate Governance Code in the 2018 EU Annual Report, page 95.

REGIONAL OPERATING GROUP

REGIONAL COMPLIANCE AND 
ETHICS COMMITTEE 

REGIONAL SUSTAINABILITY COMMITTEE

GLOBAL COMPLIANCE 
AND ETHICS COMMITTEE 

SUPPLIER SUSTAINABILITY 
COMPLIANCE COMMITTEE

SUSTAINABILITY STEERING COMMITTEE

GLOBAL EXECUTIVE COMMITTEE

BOARD OF DIRECTORS

AUDIT COMMITTEE

GOVERNANCE AND 
SUSTAINABILITY COMMITTEE

COMPENSATION COMMITTEE

EXECUTIVE 
LEVEL

CHIEF 
EXECUTIVE 

OFFICER

CHIEF 
OPERATING 
OFFICERSa

OPERATIONAL 
LEVELa

REGIONAL 
LEVELa

(a) Function names and roles as at December 31, 2018.
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GRI STANDARDS                 GRI 102-20; GRI 102-22; GRI 102-24; GRI 102-26; GRI 405-1

BOARD OF DIRECTORS 
The Board of Directors (BoD)1 as a whole has collective responsibility for the strategy of the Company: it develops, 
approves, and updates the Company’s purpose, long-term value, and mission statements, as well as its strategies, policies, 
and goals regarding economic, environmental, and social topics. 
The BoD is appointed or re-elected annually by the shareholders during the Annual General Meeting, and Board 
members are elected individually. 

The BoD2, as at December 31, 2018, was composed of 2 (20%) Executive Directors (i.e., who have been granted the 
titles ‘Chairperson’ and ‘Chief Executive Officer’), having responsibility for the day-to-day management of the Company, 
and 8 (80%) Non-Executive Directors, who have responsibility with respect to the Board’s oversight function. 
Three members of the BoD were in the 30-50 age group (30%), seven members were in the over-50 age group (70%), 
and no member was under 30 years of age. 

The criteria used to select and appoint members of the BoD, and consequently its committees, are contained in 
the relevant Guidelines3. The Non-Executive Directors believe 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 BoD should be composed of individuals with skills, experience and cultural background, 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 diversity factors (such as gender, race, 
ethnicity, and country of origin or nationality) are fundamental to the proper functioning of the BoD as a collegial body. 
As at December 31, 2018, 40% of the Company’s directors were female and the BoD included representatives of nine 
nationalities. There should also be an appropriate balance between the number of Executive Directors (20%) and Non-
Executive Directors (80%). Moreover, independent directors (80%) 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 functions include preliminary examination and formulation of proposals relating to areas of potential risk, such 
as prevention of potential conflicts of interest. In addition, with regard to diversity, it is generally recognized that boards 
with adequate diversity 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 diversity can add.
Considering the foregoing factors and the attributes of the individual directors, the BoD considers itself a diverse body, 
well-suited to fulfilling its duties. The Governance and Sustainability Committee periodically assesses the skills, experience 
and other attributes of the individual directors, with a view toward ensuring an appropriate level of diversity and ensuring 
the directors have the necessary expertise to fulfill their respective duties.

The independence requirements for members of the CNH Industrial BoD were established with reference to the 
DCGC, the NYSE Rules, and Rule 10A-3 of the U.S. Securities Exchange Act. As at December 31, 2018, eight directors 
(80%) qualified as independent under the NYSE Listing Standards and best practice provision 2.1.8 of the DCGC. The 
composition of the Non-Executive Directors is such that they are able to operate independently and critically with 
respect to one another, the Executive Directors, and any other particular interest involved, and in accordance with best 
practice provision 2.1.7 of the DCGC. On April 13, 2018, the BoD appointed Mr. Léo W. Houle, an independent Director, 
as Senior Non-Executive Director for purposes of best practice provision 5.1.3, and in compliance with best practice 
provision 2.1.9, of the DCGC. The Senior Non-Executive Director is responsible for the proper functioning of the Board 
of Directors and its Committees. 

(1)	 References to the Board of Directors are as at December 31, 2018.
(2)	 The Board’s two Executive Directors, Ms. Heywood and Mr. Mühlhäuser, were elected at an Extraordinary General Meeting of Shareholders held on November 29, 

2018. The Board’s eight Non-Executive Directors were appointed by the Company’s shareholders at the Annual General Meeting of Shareholders on April 13, 2018.
(3)	 Guidelines on the composition of the Board of Directors are available on the Company’s website.
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CNH INDUSTRIAL BOARD OF DIRECTORS SKILLS MATRIXa

NAME GENDER BORN 
IN

DIRECTOR 
SINCE

  SKILLS MANDATES
IN OTHER 
LISTED 
COMPANIESb

SUZANNE 
HEYWOOD

1969 2016 –

HUBERTUS M. 
MÜHLHÄUSER

1969 2018 –

LÉO W. 
HOULE

1947 2013 –

MINA 
GEROWIN

1951 2013 –

PETER 
KALANTZIS

1945 2013 2

JOHN 
LANAWAY

1950 2013 –

SILKE C. 
SCHEIBER

1973 2016 1

GUIDO 
TABELLINI

1956 2013 1

JACQUELINE A. 
TAMMENOMS 
BAKKER

1953 2013 3

JACQUES 
THEURILLAT

1959 2013 1

GOVERNANCE, 
LEGAL, 

AND BOARD 
EXPERTISE

CONSUMER 
STAPLES

CONSUMER 
DISCRETIONARY

ACADEMIC 
POSITIONSFINANCIAL

INDUSTRIALS & 
MATERIALS

CHARITABLE 
AND 

ENVIRONMENTAL 
ENGAGEMENT

TELECOM 
& IT

HEALTH 
CARE

Regarding conflicts of interest, the Regulations of the BoD (available on the Company’s website) state that a member 
of the BoD shall not participate in discussions and decision making with respect to a matter in relation to which he or she 
has a direct or indirect personal interest which is in conflict with the interests of the Company and the business associated 
with the Company. In addition, the BoD as a whole may, on an ad hoc basis, resolve that there is such a clear appearance 
of a conflict of interest regarding an individual member of the BoD in relation to a specific matter that it is deemed in the 
best interest of a proper decision-making process that said individual member of the BoD be excused from participation 
in the decision-making process with respect to the matter, even though the member of the BoD in question may not be 
subject to an actual conflict of interest4.

(4)	 The Regulations of the Board of Directors are available on the Company’s website.

(a)	 As at December 31, 2018. 
(b)	 Industry sector classifications used for compiling the skills matrix are based on MSCI and Standard & Poor’s Global Industry Classification Standard (GICS). See definition on page 239.

b
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The Directors consider the evaluation of the Board, its Committees, and members to be an important aspect of corporate 
governance. Each year, under the oversight of the Governance and Sustainability Committee (see page 43) and with the 
assistance of the Corporate Secretary, the Board undertakes an annual evaluation of its own effectiveness and performance, 
and that of the Committees and individual Directors. In 2018, the evaluation of the Board and its Committees consisted of 
a self-assessment by each of the bodies facilitated by written questionnaires. The questionnaires cover key functions such as 
overseeing personnel development, financial, and other major issues of strategy, risk, integrity, reputation, and governance, 
and are designed to promote a robust and comprehensive performance assessment discussion. Assessments of individual 
Directors were performed through discussions between the Senior Non-Executive Director and each of the Directors. 
The Board of Directors discusses the results of such performance evaluations in executive session, and agrees upon actions 
to take advantage of identified opportunities for improvement. The Executive Directors were not present during discussion 
among the Non-Executive Directors relating to the Executive Directors’ performance. 

2018 BOARD MEETING ATTENDANCE (%)

Gerowin Heywood Houle Kalantzis Lanaway Mühlhäuser Scheiber Tabellini
Tammenoms 

Bakker Theurillat Marchionnea Tobinb

100 87 87 100 100 100 87 100 100 87 100 100

In 2018, several meetings were held (in parallel with Board meetings) between Board Directors and GEC members 
(segment, brand, and product leaders) to gain insight into industry-specific and region/country-specific Company aspects 
and operations. 

As provided for by the Company’s Articles of Association and in alignment with the Dutch Corporate Governance 
Code: “the Company shall have a policy in respect of the remuneration of the members of the Board of Directors. Such 
remuneration policy shall be adopted by the General Meeting of Shareholders5.” The remuneration6 of the directors 
(executive and non-executive) must be therefore aligned to the provisions of the Company’s Remuneration Policy. The 
shareholders of CNH Industrial discussed and approved the Company’s Remuneration Policy during the first Annual 
General Meeting (AGM) held by the Company on April 16, 2014 after the completion of the merger by incorporation 
of Fiat Industrial S.p.A. and of CNH Global N.V. with and into CNH Industrial N.V. Due to a later proposed amendment, 
the Remuneration Policy was newly discussed and approved by the shareholders during the AGM held on April 14, 
2017. In the absence of specific recommendations or proposals for amendments by the Compensation Committee (the 
competent body on the matter) to be voted upon by shareholders, the application of the Remuneration Policy is annually 
submitted to the shareholders (in the agenda of each AGM) as a discussion-only item. Non-Executive Directors are not 
awarded remuneration in the form of shares and/or rights to shares (they are paid only in cash) and their compensation 
is not affected by Company results.

the board’s committees

The Company’s Articles of Association require the BoD to appoint three different committees and to determine their 
duties and powers, which will then constitute their respective charters. These committees serve in an advisory role to the 
Board on aspects set out in their charters, and the BoD may also delegate powers to them on certain matters. In 2013, 
the BoD appointed the following internal committees: an Audit Committee, a Governance and Sustainability Committee, 
and a Compensation Committee. 
The three committees are comprised of only non-executive directors and are assigned advisory roles, specifically in 
the fields of auditing (Audit Committee), compensation (Compensation Committee), and governance and sustainability 
(Governance and Sustainability Committee).
The charters of the Audit Committee, Compensation Committee, and Governance and Sustainability Committee set 
forth independence requirements for their members for purposes of the DCGC. Audit Committee members are also 
required to qualify as independent under the NYSE Listing Standards and Rule 10A-3 of the Exchange Act.

(a)	 Mr. Sergio Marchionne was Chairman until July 21, 2018.
(b)	 Mr. Richard J. Tobin was Chief Executive Officer and member of the Board until April 27, 2018.

(5)	 Excerpt of art. 13.4 of the Company Articles of Association, publicly available on the Company’s website.
(6)	Details of the remuneration of the Board of Directors and its Committees are set forth in the 2018 EU Annual Report under the section Remuneration Report, 

page 97.
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The Audit Committee is responsible for, among other things, assisting the BoD in overseeing certain specific issues 
and for approving the annual audit plan put forward by the Internal Audit function. The annual audit plan is prepared 
with the help of a Risk Assessment tool and is divided into four sections: operational, information technology, dealers, 
and compliance and special projects. Within the latter section, audits are planned in each of the Regions and cover areas 
of risk identified in the Risk Assessment (e.g., occupational health and safety, bribery and corruption, money laundering, 
conflicts of interest, reimbursement of expenses). The Company has established a separate department for the Internal 
Audit function, and the head of the Internal Audit function reports to the Audit Committee, which reviews and approves 
the annual audit plan. As at December 31, 2018, each member of the Audit Committee was independent (see the 2018 
EU Annual Report, page 83).

The Compensation Committee is responsible for, among other things, assisting the BoD in: determining executive 
compensation consistent with the Company’s Remuneration Policy; reviewing and recommending for approval executive 
directors’ compensation; administering equity incentive plans and deferred compensation benefit plans; discussing with 
management the Company’s policies and practices regarding compensation; and issuing recommendations thereon. 
As at December 31, 2018, all members of the Compensation Committee were independent (see the 2018 EU Annual 
Report, page 84).

The Governance and Sustainability Committee is responsible for, among other things, assisting the BoD in: 
monitoring and evaluating reports on CNH Industrial’s sustainable development policies and practices, management 
standards, strategy, global performance, and governance; reviewing, assessing, and making recommendations on strategic 
guidelines for sustainability including climate-related issues; and reviewing the Company’s annual Sustainability Report. 
The Governance and Sustainability Committee helps to develop the Board’s collective knowledge on sustainability. As 
at December 31, 2018, all members of the Governance and Sustainability Committee were independent (see the 2018 
EU Annual Report, page 84).

GLOBAL EXECUTIVE COMMITTEE
CNH Industrial has established the Global Executive Committee (formerly Group Executive Council, or GEC) to 
strengthen the quality of the Company’s decision-making and the implementation of its strategy. On certain key industrial 
matters, the BoD is advised by the GEC. 
The GEC is an operational decision-making body of CNH Industrial, which is responsible for reviewing the operating 
performance of the businesses and making decisions on certain operational matters. The BoD remains accountable 
for the decisions of the GEC and has ultimate responsibility for the Company’s management and external reporting. 
The GEC is comprised of CNH Industrial’s Chief Executive Officer and key senior managers. The GEC is effectively 
supervised by the Non-Executive Directors of the Board of Directors. For this purpose, the GEC, through the Executive 
Directors, provides the Non-Executive Directors with all information they require to fulfill their responsibilities.

As at December 31, 2018, the GEC had 18 members and its composition was as follows:
n	 gender: 2 members were women, representing 11% of the total
n	 age group: 10 members were in the 30-50 age group (56%), 8 members were in the over-50 age group (44%), and no 

member was under 30 years of age.
The GEC includes the Chief Sustainability Officer (see page 45), and is advised on sustainability matters by the Sustainability 
Steering Committee (SSC).

committees of the global executive committee

The GEC is also assisted by several committees with specific duties at both global and regional level, particularly on 
compliance and ethics and on sustainability.

CNH Industrial’s Global Compliance and Ethics Committee (GC&EC) provides assistance to 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.
The GC&EC:
n	 facilitates the development, implementation, and operation of an effective compliance and ethics program
n	 promotes an organizational culture that encourages compliance with the law and good ethical conduct
n	 considers and resolves any issues of interpretation regarding any aspect of the compliance and ethics program.
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The GC&EC, through the Company’s Chief Compliance Officer, 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, on any 
alleged material compliance and ethics violations, and on the disposition (or proposed disposition) of material compliance 
and ethics violations that have been investigated.
As at December 31, 2018, the GC&EC was composed 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 GC&EC meets at least 
quarterly, or more frequently as deemed necessary or appropriate by its members. 
The Company has established Regional Compliance and Ethics Committees (RC&ECs) for each operating Region (EMEA, 
North America, LATAM, and APAC). These RC&ECs are responsible for overseeing the Company’s compliance and 
ethics program in their respective Regions, and for providing assistance to regional Company management, as well as to 
the GC&EC. The RC&ECs are composed of the regional counterparts of the members of the GC&EC.

The Sustainability Steering Committee (SSC), established in 2016, is a committee of the GEC, and is responsible for:
n	 identifying sustainability strategies
n	 integrating sustainability into operating processes
n	 providing a forum for communication and benchmarking among the Regions.
The SSC provides a forum where CNH Industrial senior management is able to discuss sustainability issues, integrating a 
medium-to-long-term vision with business needs. The SSC is chaired by the Chief Sustainability Officer, who is also the 
Chief Financial Officer, and is coordinated by the Sustainability Planning and Reporting Department. 
As at December 31, 2018, the permanent members of the committee were: the Regional Chief Operating Officers, 
brand leaders, and the heads of: Manufacturing, Purchasing, Quality, Human Resources, Corporate Communications, 
Legal, Compliance, Internal Audit, and Corporate Control and Accounting.
Proposals made by the SSC are shared with the GEC and submitted to the CEO for approval. The SSC meets at least 
twice a year.

The CNH Industrial Suppliers Sustainability Compliance Committee, established in 2015, supervises the 
monitoring of compliance with the Supplier Code of Conduct and of the sustainability assessment process for suppliers.
The Committee is responsible for:
n	 monitoring the application of the Supplier Code of Conduct
n	 periodically reviewing the Supplier Code of Conduct
n	 reviewing the results of self-assessments and audits
n	 evaluating critical cases where a regular auditing program is not possible
n	 periodically reviewing standard performance indicators for self-assessments and audits, and identifying possible changes 

or improvements
n	 evaluating critical cases that emerge during audits, specifically regarding the Supplier Code of Conduct.
The Committee also reviews and monitors targets to be included in the Sustainability Plan, evaluates various training 
opportunities for Purchasing personnel and for suppliers, assesses any potential improvements, and selects the Sustainability 
Supplier of the Year. The permanent members of the Committee are: the Supplier Quality Global Business Process Manager 
or delegate, and a representative from the Purchasing Commodities unit, from the Purchasing Legal Department, and 
from the Sustainability Planning and Reporting Department. The Committee may request the assistance of managers or 
other personnel that usually interface with the supplier in question. The Suppliers Sustainability Compliance Committee 
meets at least twice a year.

SUSTAINABILITY ORGANIZATION
As a leader in sustainability, CNH Industrial has established a sound organizational structure to optimize the management 
of sustainability aspects within the Company. The Sustainability Team is a network of experts responsible for 
incorporating sustainability criteria more effectively into Company strategy and for ensuring the necessary support for 
sustainability planning and reporting. 
The Team comprises the following:
n	 Chief Sustainability Officer 
n	 Sustainability Planning and Reporting Department
n	 Sustainability Business Points of Reference
n	 Regional Sustainability Coordinators.
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The Chief Sustainability Officer (CSO), who oversees the Sustainability Team, was appointed in 2016 following a 
significant development in CNH Industrial’s approach to sustainability. The CSO supervises the Company’s sustainability 
activities, provides visionary leadership, and coordinates with management, shareholders, and employees to promote the 
continuous improvement of an effective corporate sustainability approach. The CSO is a member of the GEC (see page 
43), chairs the Sustainability Steering Committee, and is also the Chief Financial Officer. The CSO oversees the Corporate 
Control & Accounting function, which in turn supervises the Sustainability Planning and Reporting Department. 

The Sustainability Planning and Reporting Department (SPRD) is responsible for monitoring external trends 
and incorporating them into the Company’s activities in line with stakeholder requirements, proposing projects and 
promoting the adoption of good practices to encourage their integration into Company processes.
The SPRD is responsible for: 
n	 promoting a culture of sustainability throughout the Company
n	 promoting the integration of sustainability into day-to-day activities, implementing the strategies defined by the 

Sustainability Committees
n	 facilitating continuous improvement by supporting and stimulating the corporate functions across all geographic areas
n	 assisting with risk management 
n	 strengthening the relationship with and enhancing the perceptions of stakeholders. 
The SPRD has an operational role and is responsible for: conducting the materiality analysis and stakeholder engagement 
processes (see pages 18; 258), managing sustainability planning and reporting, and completing questionnaires required by 
sustainability rating agencies. The SPRD acts as secretary to the Sustainability Steering Committee.

The Sustainability Business Points of Reference are appointed, as representatives from within the various 
operating areas, to:
n	 ensure the support and alignment required across the Company
n	 bring expertise to specific issues relating to the Company’s reporting process
n	 formulate proposals for continuous improvement. 
They provide a direct link between the SPRD and the various operating areas, providing both technical and organizational 
support. 

The 4 Regional Sustainability Coordinators ensure the integration of sustainability into regional operating 
processes, continually liaising with the SPRD, and coordinating with other regional functions. 

SUSTAINABILITY MANAGEMENT SYSTEM
Consistent with the CNH Industrial Sustainability Model (see page 15), the sustainability management system consists of 
the following tools:
n	 the Code of Conduct, approved by the Board of Directors, and related Company policies that set out the Company’s 

approach to key issues (see page 47)
n	 a set of policies to manage specific issues, as well as the Human Capital Management Guidelines, Green Logistics 

Principles, and the Supplier Code of Conduct (see page 48)
n	 the materiality analysis, which defines social and environmental priorities (see page 16)
n	 stakeholder engagement on material topics (see page 18) 
n	 a set of approximately 200 sustainability-related Key Performance Indicators, designed to provide maximum 

coverage of all the key environmental, social, and governance aspects, in line with GRI Standards and those of the 
major sustainability rating agencies

n	 the Sustainability Plan, including long-term targets, which identifies action priorities and tracks commitments 
undertaken (see pages 26-36)

n	 the annual Sustainability Report, which discloses the Company’s sustainability performance, expanding on and 
completing the information provided in the EU Annual Report

n	 a summary included in the EU Annual Report of material topics relating to sustainability, supplementing the financial 
data as per the requirement of the Dutch Decree on Non-Financial Information, which incorporated Directive 
2014/95/EU into Dutch law.
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THE SUSTAINABILITY PLAN AND REPORTING PROCESS
The Sustainability Report is the mean by which the Company presents its non-financial performance to stakeholders 
each year. The Report, prepared according to the Global Reporting Initiative guidelines (GRI Standards), includes the 
Sustainability Plan, which states the sustainability-related commitments made by CNH Industrial to its stakeholders. The 
commitments, actions, and targets that make up the Sustainability Plan are identified by the corporate functions with 
the assistance of the Sustainability Planning and Reporting Department (SPRD), which, through the materiality analysis, 
communicates stakeholders’ expectations. The SPRD is also responsible for ensuring medium-to-long-term targets are 
in line with stakeholders’ expectations and Company strategies. The Plan is updated annually and reviewed mid-year.

After the Sustainability Plan and Sustainability Report have been prepared and updated by the SPRD, the various targets 
and chapters are sent to the relevant individual owners for approval.
Once all chapters and Plan targets have been approved, the full Sustainability Report, including the Sustainability Plan, is: 
n	 submitted to SGS Nederland B.V.7, an independent certification body, for auditing as per Sustainability Reporting 

Assurance (SRA) procedures and in compliance with both the GRI Standards and AA1000 APS 2008 standard. 
SGS is officially authorized to provide assurance as per AA1000. The alignment of CNH Industrial’s sustainability 
management system with the ISO 26000 guidelines on social responsibility is also audited8

n	 approved by the members of the GEC (see page 43)
n	 approved by the Chief Executive Officer
n	 reviewed by the Governance and Sustainability Committee (see page 43)
n	 presented along with the EU Annual Report at CNH Industrial’s Annual General Meeting of Shareholders, to provide 

a complete and up-to-date overview of the sustainability strategy to shareholders and investors
n	 published and made available in the sustainability section of the Company’s website.

(7)	As at December 31, 2018, Peter Kalantzis, Director of the CNH Industrial Board of Directors, was also Chairman of the Board of Directors of the SGS Group.
(8)	The Statement of Assurance, describing the activities carried out and the opinions expressed, is available on pages 264-265.

CNH Industrial manages its tax matters in accordance with applicable laws and 
the Company’s Code of Conduct, which defines its relationship with stakeholders 
and governs how it conducts its business. The Company’s full Global Tax Strategy is 
available in the Governance section of the corporate website, while key principles are 
outlined below. 
The Company considers tax planning options that are consistent with its overall 
business objectives and tax strategy. These include claiming available tax incentives and 
exemptions.
The Company is transparent in its disclosures and dealing with tax authorities, and 
seeks to build constructive working relationships with them based on a policy of open 
dialogue and full disclosure, with the goal of minimizing uncertainty in Company tax 
affairs. Advance tax rulings may be requested for material transactions.
Intercompany pricing arrangements are intended to reflect arm’s length pricing in 
accordance with the OECDa Transfer Pricing Guidelines and applicable laws. Where 
appropriate, Advance Pricing Agreements are sought in respect of Company transfer 
pricing arrangements.
Senior management reviews the Company’s tax matters with the Audit Committee of 
the Board of Directors on a regular basis.
(a) Organisation for Economic Co-operation and Development.

GLOBAL TAX 
STRATEGY

FOCUS ON
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GOVERNANCE SYSTEM
CNH Industrial believes that operating in a socially responsible and ethical manner, and in compliance with the laws of the 
countries in which it operates, is crucial to its long-term success. The Company’s Code of Conduct summarizes its policies 
on various compliance and ethics issues (such as conflicts of interest, corruption, competition, and health and safety). Such 
policies reflect, among other things, the Company’s commitment to adopting fair employment practices, ensuring safety in 
the workplace, supporting and fostering environmental awareness, and respecting the communities in which it operates, 
in full compliance with applicable laws. The Company is also committed to the creation of long-term sustainable value for 
all its stakeholders, and is firmly convinced that respect for fundamental human rights and for basic working conditions 
is a prerequisite to achieve this. The Board of Directors is responsible for creating a culture that fosters such long-term 
value creation – a task that requires compliance with all applicable laws. To this end, and to clarify and make explicit the 
Company’s values and expectations, the Board adopted the Code of Conduct and Supplier Code of Conduct.

CODE OF CONDUCT AND POLICIES 
CNH Industrial’s Code of Conduct (hereinafter the Code of Conduct) is one of the pillars of the CNH Industrial 
Corporate Governance system, which regulates the decision-making processes and the approach used by the Company 
and its employees in interacting with all stakeholders. The Code of Conduct summarizes the values the Company 
recognizes, adheres to, and fosters, in the belief that integrity and fairness are important drivers of social and economic 
development.
The Code of Conduct, adopted by the Board of Directors in 2014, forms an integral part of the Company’s internal 
control system. It sets out the principles of business ethics that CNH Industrial adheres to, and applies to all of its 
directors, officers, and employees, as well as to those acting for or on behalf of all CNH Industrial companies worldwide.
The Code of Conduct addresses the ethical aspects of economic, social, and environmental issues. 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 Company policies, as well as internal and business 
processes and procedures, that supplement the Code of Conduct and provide more detailed guidance to employees. 
Therefore, the Code of Conduct should be read and interpreted in conjunction with the corporate policies. CNH 
Industrial is committed to adhering to the Code of Conduct, its Company policies, and all applicable laws in all countries 
in which it operates. 

CNH Industrial’s compliance policies implemented in relation to the Code of Conduct include:
n	 Conflict of Interest Policy
n	 Anti-Corruption Policy
n	 International Trade Compliance Policy
n	 Competition Policy
n	 Compliance Helpline Policy
n	 Health and Safety Policy
n	 Human Rights Policy
n	 Environmental Policy
n	 Community Investment Policy
n	 Corporate Communications Policy
n	 Privacy Shield Policy
n	 Data Privacy Policy
n	 Use of Company Property Policy
n	 Insider Trading Policy
n	 US Lobbying Activities and Other Contacts with US Government Officials
n	 Political Action Committee Activity and Other Political Contributions
n	 Anti-Money Laundering Policy
n	 Social Media Policy.



HOW WE GET  THINGS DONE OUR GOVERNANCE MODEL

48
GRI STANDARDS                 GRI 102-17

The Code of Conduct is available in the Governance section of the Company’s website. Compliance policies are available 
in the Compliance and Ethics section of the Company’s Intranet site. The Code of Conduct and compliance policies are 
available in multiple languages.
CNH Industrial adopted its Supplier Code of Conduct in 2015. It is also available in multiple languages on both 
the Company’s website (in the Suppliers’ section) and Intranet site. The Supplier Code of Conduct summarizes the 
Company’s expectations of all its suppliers. Compliance with the Supplier Code of Conduct is a mandatory requirement 
for continuing business relations with the Company (see page 154).

application and dissemination 
The Company’s Code of Conduct and policies apply to all CNH Industrial Board members and officers, to all employees 
of CNH Industrial companies, and to all other individuals or companies that act in the name or on behalf of one or more 
CNH Industrial companies worldwide.

Available in 19 languages (Chinese, Czech, Danish, Dutch, English, French, German, Hindi, Italian, Polish, European 
Portuguese, Latin American Portuguese, Romanian, Russian, European Spanish, Latin American Spanish, Swedish, Turkish, 
and Thai), the Code of Conduct can be viewed and downloaded through the Company’s corporate website and Intranet 
site, and hard copies are available from the Human Resources Department. 

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. During 2018, the 
dissemination of the Code of Conduct and the respective training activities were supported and reinforced through a 
comprehensive communications campaign. In particular, some initiatives were implemented to further increase awareness 
of the global Compliance Helpline (including an internal communications campaign, articles on internal publications, and 
LINK 9 articles). 
In 2018, the Code of Conduct training course included 3 modules: Anti-Corruption and Bribery, Careful Communication 
(social media), and Accurate Books and Records (see page 49). This training was delivered to all members of the CNH 
Industrial Board of Directors and GEC (see page 43), as well as to approximately 24,600 employees, of whom 80% were 
professional and salaried employees and 20% managers, for a total of 11,592 hours (13,985 in 2017). 

17% 
North America

11% 
LATAM

11%
APAC

61%
EMEA

2018 EMPLOYEE CODE OF CONDUCT TRAINING BY GEOGRAPHIC AREA 
CNH INDUSTRIAL WORLDWIDE (%)

CODE OF CONDUCT REACH AND COVERAGEa

CNH INDUSTRIAL WORLDWIDE (%)

Coverage
Written 

acknowledgement Training provided

Employees 100 100 100
Subsidiaries 100 100 100

(a)	 Refers to categories considered at risk of corruption, as identified via specific risk assessment.
	 Results refer to the 3-year period between 2016 and 2018; the same percentages were achieved each year.

(9)	 CNH Industrial’s internal magazine. 
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Every year, the Compliance and Ethics function asks certain employees to formally acknowledge, in writing, that they have 
read both the CNH Industrial Code of Conduct and the Conflict of Interest Policy and understand their contents; and 
to confirm that they have no information or knowledge of any violation of the Code of Conduct or Conflict of Interest 
Policy that hasn’t already been disclosed to the Company. The recipients in 2018 were: 
n	 senior managers and above (already in the scope of operation)
n	 all purchasing employees 
n	 HR managers / senior professionals 
n	 Finance managers / senior professionals / any professional or salaried employee with a management role
n	 Financial services
n	 IT managers / senior professionals and above / any professional or salaried employee with a management role
n	 country heads (regardless of grade)
n	 sales managers / senior professionals (Brand / Parts and Service / Special vehicles / Commercial services / product 

support). 

For information on the reach and written acknowledgment of the Code of Conduct among 
suppliers, please refer to the chapter on the Supplier Code of Conduct (see page 154). The 
Code of Conduct also applies to 100% of the subsidiaries in which CNH Industrial holds at 
least a 51% interest. 

The Company also advocates the Code of Conduct and the Supplier Code of Conduct as best 
practice standards in business ethics among the partners, suppliers, consultants, agents, dealers, 
and other third parties with whom it has long-term relationships. Company contracts 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 applicable laws, 
particularly those related to bribery and corruption, money laundering, antitrust/competition 
law, and other corporate criminal liabilities. In addition, compliance with the Supplier Code of 
Conduct is a requirement for continuing business relations with CNH Industrial.

compliance risk assessment 
CNH Industrial conducts a compliance risk assessment on an annual basis. The assessment helps management measure 
the likelihood of an occurrence, and the type and degree of impact, of numerous compliance and ethics-related risks 
facing the Company. The risk assessment also assists management in evaluating the effectiveness of existing mitigation 
strategies, and in prioritizing the risks requiring attention and resources. 
The degree of risk impact refers to the estimated severity of a risk’s effect on the organization, or the potential loss that 
may result if the risk event occurs. The risk likelihood refers to the probability that a given risk event will occur. 
When evaluating the effectiveness of existing controls, respondents to the risk assessment survey are instructed to 
evaluate the legal and compliance policies and processes in place to prevent errors and promote ethical behavior, as well 
as the related communications and training provided by the Company. 
In 2018, the Compliance and Ethics function continued to implement and improve its compliance risk assessment, via a 
web-based risk survey involving approximately 250 managers worldwide. Survey recipients were selected based on their 
respective geographic location, business segment or function, roles and responsibilities, and the types of risks associated 
with such roles and responsibilities. The Company is currently developing action plans to further address the risks 
identified, with corrective actions to be implemented in 2019.
In 2018, CNH Industrial delivered targeted training (for a total of 56,916 hours) on the critical issues identified during the 
risk assessment performed at the beginning of the year, with a focus on:
n	 information security
n	 how to avoid retaliation and promote communication
n	 data privacy 
n	 antitrust 
n	 anti-corruption and bribery10

n	 careful communication (social media)10 

n	 accurate books and records10.

(10)	 Included in the Code of Conduct training course.

100%   
OF EMPLOYEESa 
INVOLVED IN 
ONLINE TRAINING 
ON THE CODE  
OF CONDUCT

(a) Salaried employees and above.
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monitoring and investigations 
The Company encourages its employees to actively engage in the detection and prevention of misconduct by reporting 
any activity that violates applicable laws, the Code of Conduct or Company policies.
Reporting potential violations gives the Company the opportunity to investigate matters and take corrective action, 
reducing the risk or damage that could otherwise affect the employee in question, co-workers, the Company, or the 
communities in which it operates.

In January 2015, the Company launched its Compliance Helpline, a global reporting tool available in 14 languages, 
managed by an independent third party.
This communication channel provides CNH Industrial employees, customers, suppliers, and other third parties with a 
dedicated means to report potential violations of applicable laws, the Code of Conduct, the Supplier Code of Conduct, 
or Company policies. Reports can also be submitted in person to a manager or other Company representative, via the 
Internet or via dedicated phone lines, as indicated in the Compliance Helpline Policy11. Where permitted by applicable 
laws, reports may be submitted on an anonymous basis. 
CNH Industrial employees have an obligation to report misconduct. The Compliance Helpline is an important tool meant 
to encourage reporting and foster a culture of individual and collective responsibility for compliance and ethics. Company 
policy protects anyone reporting a concern in good faith from retaliation of any kind. The Company is committed to 
responding to every report submitted through the Compliance Helpline. A global case management system, implemented 
in conjunction with the launch of the Compliance Helpline, helps ensure the accurate tracking and timely resolution of 
investigations. Investigations are primarily conducted by Internal Audit, the Legal Department, Human Resources, or the 
Compliance and Ethics function. Additionally, regional committees comprising representatives from Human Resources, 
Internal Audit, and Compliance or Legal are responsible for providing oversight of investigations within their respective 
geographic areas.

The materiality of all reported matters is evaluated according to criteria approved by the Global Compliance & Ethics 
Committee (GC&EC). Whether a matter is defined as material depends on aspects such as the amount of the penalties 
or monetary losses involved, the seniority of the implicated person, or the nature of the violation. Matters defined as 
material are escalated to either the applicable Regional Compliance & Ethics Committee (RC&EC) or the GC&EC, 
depending on their extent and severity, for review and approval of findings and corrective actions. In general, matters 
with the potential to incur penalties or monetary losses in excess of $50,000, or that involve allegations against a senior 
manager, or that relate to bribery, fraud or accounting controls are all considered material at regional level. Summaries of 
all such regional material matters are reported to the GC&EC and the Audit Committee. 
Matters that involve a member of senior or regional management, or that have the potential to incur penalties or 
monetary losses in excess of $200,000, or that relate to bribery, accounting controls, or international trade compliance 
are all considered material at global level. Such matters are reported to the GC&EC, which is responsible for overseeing 
the investigation, and to the Audit Committee.

In 2018, 47 cases were classified as material at regional level and reported to the relevant RC&EC, with 5 of them further 
classified as material at global level. All 47 of such matters were reported to the GC&EC and the Audit Committee.

Each quarter, the Chief Compliance Officer provides the Audit Committee with an update on the Company’s compliance 
and ethics activities. Information regularly communicated to the Audit Committee includes: training activities, risk 
assessment results, emerging compliance risks, updates on material compliance and ethics projects, Compliance Helpline 
reports and related statistics, the status of closed and ongoing investigations, and a summary of material matters at both 
regional and global level.
If a reported matter is substantiated, the Company implements appropriate disciplinary action, up to and including 
termination of employment. The GC&EC has approved specific disciplinary guidelines and distributed them to the 
RC&ECs, so as to clearly communicate its expectations with respect to appropriate disciplinary actions and ensure a 
consistent disciplinary approach.
In 2018, to underline the importance of creating and maintaining a corporate culture of shared responsibility in reporting 
compliance violations, specific online training on how to avoid retaliation and promote communication was provided to 
approximately 23,700 employees for a total of 14,226 training hours.

(11)	 www.cnhindustrialcompliancehelpline.com.
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periodic auditing 
CNH Industrial regularly monitors the application of the Company’s main compliance policies in each geographic area. 
Monitoring is carried out by the Internal Audit Department based on the Annual Audit Plan. Audit results, identified 
violations, and agreed corrective measures are notified to the relevant corporate departments and senior management. 
In 2018, the Company disclosed the results of 65 compliance-related internal audits conducted at its main operational 
sites: 4 regarding business ethics; 3 related to environmental and occupational health and safety issues; and 58 related 
to bribery, antitrust, and other regulatory requirements, which also covered investigations linked to matters reported 
through the Compliance Helpline. The audits revealed substantial compliance with the main standards. Any violations 
relating to aspects included in the Code of Conduct were managed either through appropriate disciplinary action or 
through action plans to improve internal control procedures.

2018 AUDITS BY TYPE AND GEOGRAPHIC AREA
CNH INDUSTRIAL WORLDWIDE (no.)

Business Ethics  
Compliance (BEC)

Environment, Health 
& Safety (EHS)

Wistleblowing
(WB) Othera Total

EMEA 3 3 12 22 40
North America 0 0 0 2 2
LATAM 1 0 1 3 5
APAC 0 0 15 3 18
World 4 3 28 28 65
(a)	 The category ‘Other’ refers to regulatory requirements, mainly included in the audits on SOX Quality Assurance and on compliance with Italian Legislative Decree 

no. 231/01.

violation reporting 
In 2018, the Company responded to and/or investigated 572 matters submitted through the Compliance Helpline (58% 
of which were submitted anonymously) or via other available corporate communication channels.

COMPLIANCE HELPLINE REPORTED MATTERS 
CNH INDUSTRIAL WORLDWIDE (no.)

Matters by category 2018

Questions related to specific business activities and/or Company policies 35
HR issues, including but not limited to general workplace conflicts, harassment, and discrimination 303
Business conducta 159
Other 75
Total matters 572
(a) Two potential anti-competition issues involving individuals outside the Company were reported in 2018. CNH Industrial was able to intervene before any 

unethical conduct occurred internally. 

In 2018, 543 investigations were closed, each requiring an average of 45 days for completion. 281 of the allegations 
investigated were substantiated as breaches of the Code of Conduct or of corporate policies (a 52% substantiation rate).

DISCIPLINARY APPROACH TO SUBSTANTIATED BREACHES OF THE CODE OF CONDUCT OR CORPORATE POLICIES 
CNH INDUSTRIAL WORLDWIDE (no.)

Type of disciplinary action 2018

Termination of employment 90
Disciplinary action 142
Coaching, remedial training or review of the relevant policy 44
No action requireda 5
Total 281
(a) Cases in which the implicated employee resigned before the Company moved to discipline or termination.

Moreover, 4 allegations of some form of discrimination were reported through the Compliance Helpline, of which 3 were 
unsubstantiated, while 1 investigation was still in process as of the end of 2018. 
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ANTI-CORRUPTION AND BRIBERY 
CNH Industrial’s Anti-Corruption Policy establishes procedures designed to ensure full compliance with applicable 
anti-corruption legislation and regulations. Oversight of the Policy lies with the Compliance and Ethics function. The 
Company’s culture of integrity requires all employees to actively collaborate in monitoring the Policy’s enforcement 
and to set an example of ethical conduct by reporting any potential violations to their managers, HR or Compliance 
representatives or using the Compliance Helpline.
CNH Industrial’s Anti-Corruption Policy is supplemented by means of regional addendums that take into account the 
specific corruption risk factors of each geographical area. The Policy was disseminated to all Company employees and 
senior management worldwide and is available on the Company’s Intranet site in 16 languages. 

Every year, the Compliance and Ethics function collects a statement from a number of employees certifying they 
understand and comply with the Code of Conduct (including the anti-corruption aspects and the Company’s Conflict of 
Interest Policy) and that they have no knowledge of any Code of Conduct violations or conflicts that haven’t already been 
disclosed to the Company. As stated in its Anti-Corruption Policy, CNH Industrial does not tolerate any kind of bribery 
(the paying or offering of anything of value in order to obtain an improper business advantage) concerning public officials 
or representatives of international organizations, or any other party connected with a public official, or private entities/
individuals or anyone otherwise prohibited by applicable laws.

The Corruption Perception Index published by Transparency International is generally used as a guide by the 
Company’s Compliance and Ethics function and Regional Compliance & Ethics Committees (RC&ECs) in assessing and 
categorizing the specific risks and prevalence of corruption in each geographical area, 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, the potential consequences, and the effectiveness of applicable internal controls. The Company also provides 
corruption prevention training using both online and scenario-based classroom training.

In 2018, the Code of Conduct online training included a segment on corruption. This training was provided to all 
members of the GEC (see page 43), as well as to approximately 24,600 employees (of whom 80% were professional 
and salaried employees and 20% managers), for a total of 11,592 training hours. These employees represented the entire 
workforce deemed to present a higher level of risk, given their roles and responsibilities, at the time the training initiative 
was launched.

2018 ANTI-CORRUPTION TRAINING BY GEOGRAPHIC AREA
CNH INDUSTRIAL WORLDWIDE (no.)

Employees
involved

Training
hours

EMEA 14,939 6,965
North America 4,094 2,023
LATAM 2,731 1,356
APAC 2,823 1,248
World 24,587 11,592

Company employees are required to report compliance issues (including corruption) by any of multiple means (e.g., by 
reporting them to managers or through the Compliance Helpline). 
No cases of bribery were reported to the Compliance Helpline in the 2015-2017 period; 1 case was reported in 2018, 
but was investigated and found to be unsubstantiated. 
CNH Industrial engages in benchmarking with peer companies to assess its approach and verify the continued adoption 
of best practices in preventing and detecting corruption. Corruption prevention processes and controls are verified 
through the Company’s internal audit program. The results are submitted to both senior management and the Audit 
Committee, so as to take action when an opportunity to improve internal controls is identified. 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, as well as those 
in higher risk functions, are required on an annual basis to formally disclose any potential Code of Conduct or conflict of 
interest violation of which they are aware.
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The Company’s Legal and Compliance departments established a Global Anti-Corruption Practice Team of 
internal legal advisors from each geographical area. This Practice Team meets regularly to provide updates on new 
developments in corruption prevention, regulations, and enforcement, and to share best practices across the Company. 
Additionally, it designs training materials, provides classroom training, and develops and distributes legal notices and 
other information to all applicable Company employees. The Practice Team assesses various aspects of the Company’s 
anti-corruption compliance and ethics program, identifying opportunities for, and assisting in, program development and 
improvement. Company contracts include specific clauses relating to the acknowledgment of, and adherence to, the 
fundamental principles of the Code of Conduct, Supplier Code of Conduct, and related policies, as well as compliance 
with applicable laws, particularly those related to bribery and corruption.

third-party due diligence process

In 2016, the Compliance and Ethics function developed and launched a new and enhanced Third-Party Due Diligence 
process, using a new web-based third-party risk assessment and due diligence workflow tool. This process gives the 
Company more insight into the specific risks posed by different third parties with whom it does business, based on 
attributes such as: location, type of interaction between the third party and the Company, and possible interaction 
between the third party and government officials in connection with its work for the Company. The new process provides 
a ranking of high-risk third parties representing the Company in the marketplace (including dealers and distributors). Third 
parties identified as posing a high risk are subject to variable levels of additional due diligence based on their specific risk 
profile. Additional controls (such as particular contract provisions and certifications) may be implemented with higher-
risk third parties. The due diligence process ranges from the basic screening of relevant watch lists to obtaining in-depth 
corporate intelligence reports from external diligence sources. Within the scope of the process, the individual RC&ECs 
(see page 44) and, if necessary, the GC&EC (see page 43) have oversight of high-risk third-party relationships.

TRADE COMPLIANCE 
CNH Industrial is a material participant in international trade, an area of increasing focus where laws are complex and 
dynamic. The Company addresses these challenges by implementing an International Trade Compliance Policy, whose 
subject matter is also an important part of the Supplier Code of Conduct (see page 154), and through a dedicated Global 
Trade Compliance function. In 2018, the latter continued to implement the Company’s Target Operating Model (TOM) 
to improve global trade compliance, with a focus on expanding the trade compliance team, deploying new processes to 
cope with emerging regulations in Europe and in the USA, and developing new compliance tools.

ANTITRUST AND COMPETITION 
As stated in CNH Industrial’s Code of Conduct, the Company recognizes the critical importance of an open and 
competitive market, and is committed to complying with all applicable competition and antitrust legislation and to not 
engaging in business practices that may violate applicable antitrust or competition laws (such as the establishment of 
cartels, price fixing, market divisions, limitations with respect to production or sales, tying arrangements, or the exchange 
of commercial information or business views, etc.). Every year, the Compliance and Ethics function collects a statement 
from a number of employees stating they understand and adhere to the Code of Conduct (including the antitrust 
aspects) and that they have no knowledge of any violation of the Code of Conduct nor any conflicts of interest that have 
not already been disclosed to the Company.

The Company has a program in place to promote compliance with competition and antitrust laws and to identify and 
minimize the risk of any violations. This compliance program includes a dedicated Competition Policy, available on the 
Company’s website and overseen by the Legal Department. The Competition Policy applies to CNH Industrial and to 
all of its directors, officers, and employees, as well as to those acting for or on behalf of all CNH Industrial companies 
worldwide. It sets detailed and stringent rules to be observed when dealing with competitors, trade associations, 
suppliers, and customers, as well as rules to be observed in response to Competition Authority investigations, 
emphasizing full cooperation in the event of antitrust/competition investigations or any requests for information 
regarding alleged anti-competitive conduct. The Competition Policy also emphasizes the importance of promptly 
reporting any actual or suspected Policy violations, either to a member of the Legal and Compliance departments or 
anonymously using the Company’s Compliance Helpline, a dedicated global tool created to report potential violations 
of applicable laws (see page 50).



HOW WE GET  THINGS DONE OUR GOVERNANCE MODEL

54
GRI STANDARDS                 GRI 418-1

The compliance program also provides for regular and mandatory online training, which is assessed with a final test. 
Additional scenario-based classroom training is provided if specific needs are identified. In 2018, a total of 4,570 hours 
of online competition and antitrust training, with a focus on conversations with competitors, was delivered to 10,000 
employees, selected based on their risk exposure. In particular, the course explained how to avoid inadvertently entering 
into an illegal collaboration with a competitor, even without a formal agreement. 

2018 ANTITRUST TRAINING BY GEOGRAPHIC AREA
CNH INDUSTRIAL WORLDWIDE (no.)

Employees
involved

Training
hours

EMEA 6,210 2,770
North America 1,218 599
LATAM 1,020 501
APAC 1,552 700
World 10,000 4,570

CNH Industrial’s internal audit program verifies, among other things, the competition and antitrust processes and controls 
(see page 51) in place. In relation to the acquisition of new businesses, the antitrust audit is conducted in light of the due 
diligence process and with the support of specialized external law firms.
With reference to safeguarding confidential information, the CNH Industrial Code of Conduct expressly indicates that 
the know-how, trade secrets, intellectual property, and other proprietary information developed by the Company is a 
fundamental and critically valuable resource that every employee is required to protect; at the same time, the Company’s 
subsidiaries are required to protect the confidentiality of information they may receive from third parties. 

INFORMATION SECURITY AND DATA PRIVACY 
The rapid development of information technology is having a significant impact globally. Virtual points of exposure to 
potential cyberattacks are increasing exponentially, creating new challenges for governments and businesses. CNH 
Industrial believes that information security and the correct processing of personal data in its possession is fundamental; it 
has therefore implemented dedicated controls and protection measures that are constantly monitored.
Information security refers to all the practices and processes in place to ensure data is not accessed, used or modified 
by unauthorized individuals or parties. It covers more than just personal data: it means protecting all information and data 
assets managed by or for the Company. Information security is regulated by the Company’s Information Security Policies, 
which detail the operational procedures implemented by CNH Industrial at global level. Information security is monitored 
and managed by a dedicated team within the ICT Department. The head of ICT is a member of the Global Compliance 
& Ethics Committee (see page 43), which is responsible for approving Information Security Policies concerning both 
individual employees and ICT personnel. Online training on information security is delivered regularly to all information 
system users and is supplemented by regular communications on specific topics. In 2018, such training was delivered to 
more than 24,300 employees worldwide, for a total of 14,732 hours.
CNH Industrial periodically undertakes an information security risk assessment, conducted by ICT Security and based on the 
NIST12 Cybersecurity Framework, to identify ICT risks and assess their probability and impact. This is followed up by continuous 
risk management and improvement measures.
A dedicated Computer Security Incident Response Team (CSIRT) operating 24/7/365 is responsible for coordinating 
and providing support in the event of a computer security event or incident. Additionally, the Company created an 
Information Security Competence Center dedicated to the security of its connected vehicle products. To prevent 
information security breaches, data is protected when at rest, in transit or in use, via a complex set of complementary 
measures involving software, networks, servers, and devices assigned to users (such as laptops and smartphones). CNH 
Industrial adopts data loss prevention measures including, but not limited to: data loss prevention software, encryption, 
advanced anti-malware software, and secure data disposal.

Data Privacy establishes the rules that govern personal data collection and handling. The latter includes processing, use, 
transfer, sharing, possession, and disposal. As stated in the Company’s Code of Conduct, CNH Industrial is committed to 
collecting, storing, and processing personal data in compliance with all applicable laws. To this end, the Company has built 
and is continually expanding its own Privacy Management framework: a set of policies, guidelines, tools, skills, and resources 
aimed at ensuring compliance with multiple data privacy regulations around the world. 

(12)	 National Institute of Standards and Technology.
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The Privacy Management framework includes:
n	 appropriate organizational and technical measures to ensure correct and secure data processing, according to the 

Company’s Data Privacy Policy and the Privacy by Design principle (see page 47)
n	 procedures to collect and respond to privacy-related inquiries from data subjects
n	 a process to regularly assess and evaluate data privacy risks, including procedures to consult with representatives of 

data subjects upon use of their personal data, if necessary.
Compliance with data privacy regulations is monitored by a dedicated body within the Compliance and Ethics function 
and is subject to audits by the Internal Audit function. 
In 2018, more than 24,400 employees worldwide received training on appropriate handling of personal information, for 
a total of 11,783 hours. 
During the year, in total, 100% of salaried-and-above employees was involved in online training on data privacy and 
information security. 

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 prerequisite to achieve this.
The Company supports the protection of fundamental human rights in all its operations, and seeks to promote respect 
for these principles by others where it has an 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 
any entity or individual that refuses to respect the principles of its Code of Conduct.
The Company’s commitment is stated in its Code of Conduct, in the Human Rights Policy that supplements it, and in the 
Supplier Code of Conduct. These documents are available on the Company’s website.
In 2018, online training on human rights and other Code of Conduct aspects was delivered to all of CNH Industrial’s 
Board of Directors and GEC (see page 43) members, as well as to approximately 24,600 employees, of whom 80% were 
professional and salaried employees and 20% managers, for a total of 11,592 hours (13,985 in 2017). 
The human rights principles included in the aforementioned documents 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).
The Company’s Code of Conduct and policies apply to all of its directors, officers, and employees, as well as to those 
acting for or on behalf of all CNH Industrial companies worldwide.
Moreover, in selecting suppliers, CNH Industrial is committed to considering their social and environmental performance 
and the values outlined in the Code of Conduct (see page 157).
To monitor respect for human rights, CNH Industrial has implemented the Compliance Helpline (see page 50), a means 
for CNH Industrial employees, customers, suppliers, and other third parties to report potential violations of applicable 
laws, Company policies or the Code of Conduct.
Risks linked to the violation of human rights are included in the Enterprise Risk Management (ERM) system. CNH 
Industrial’s ERM methodology defines risk as any event that could affect the Company’s ability to meet its objectives. The 
methodology 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. 

non-discrimination

As stated in its Code of Conduct, CNH Industrial does not accept discrimination against employees in any form, including 
on the basis of: race, gender, sexual orientation, social or personal status, health, physical condition, disability, age, nationality, 
religion, or personal beliefs, or against any other protected group. The Company recruits employees on the basis of their 
qualities, experience, 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, in every aspect of the employment relationship 
– from recruitment to training, compensation, promotion, transfer, or termination – that employees are treated according 
to their abilities to meet job requirements, and that all decisions are free from any form of discrimination.
The Supplier Code of Conduct states that all suppliers must treat their workers in a fair and non-discriminatory manner, 
guaranteeing equal opportunities and the absence of any policy aimed at, or indirectly resulting in, discrimination toward 
them on any basis whatsoever, including, but not limited to, race, gender, sexual orientation, social and personal status, 
health condition, disability, age, nationality, religion or personal belief (in accordance with applicable laws).
For further information on how CNH Industrial manages diversity and equal opportunities, see page 73.
For information on how this aspect is approached in the management of the supply chain, see page 154.
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child labor

As stated in the Code of Conduct, CNH Industrial does not employ child labor. Specifically, it does not employ anyone 
younger than the minimum legal working age in force where the work is carried out and, in any case, does not employ 
anyone younger than 15, 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. For information on how this aspect is approached in the management of the supply chain, see page 154.

forced labor and human trafficking

As stated in its Human Rights Policy, CNH Industrial does not tolerate the use of forced or mandatory labor, slavery, 
involuntary or coerced labor, human trafficking or sex trafficking in any of its operations or by any individuals with whom it 
has a business relationship. The Supplier Code of Conduct stipulates that no supplier may employ forced labor or engage 
in any form of human trafficking, whether by force, fraud or coercion. All forms of involuntary servitude, slavery, forced 
labor, sex trafficking, and commercial sex acts are strictly prohibited. For information on how this aspect is approached in 
the management of the supply chain, see page 154. 
See also CNH Industrial’s Slavery and Human Trafficking statement, available on the corporate website.

harassment

As stated in its Human Rights Policy, all types of harassment are prohibited by CNH Industrial and will not be tolerated. 
By way of example, harassment of a racial or sexual nature, or harassment related to other personal characteristics, 
having the intention or effect of creating a hostile work environment or of violating the dignity of an individual is totally 
unacceptable to the Company, whether it takes place in or outside the workplace. The coercion of any kind of sexual 
favor in exchange for a workplace advantage (for example, a raise or to avoid dismissal) is also prohibited and will not be 
tolerated. 

freedom of association and collective bargaining

As stated in 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 applicable local legislation. When engaging in 
negotiations with such representatives, CNH Industrial seeks a constructive approach and relationship.
Moreover, all suppliers shall allow workers to freely join associations and bargain collectively, in accordance with local law, 
without interference, discrimination, retaliation, or harassment (see the Supplier Code of Conduct).
For further information on freedom of association and collective bargaining, see page 99.
For information on how this aspect is approached in the management of the supply chain, see page 154.

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 develop an effective occupational health and safety policy, 
which implements preventive measures at both individual and collective levels, 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 
for the protection of health and safety, as established by the Company and communicated through specific directives, 
instructions, information, and training (see the Health and Safety Policy).
As stated in the Supplier Code of Conduct, all suppliers must provide and maintain a safe work environment in compliance 
with all applicable laws.
For further information on occupational health and safety, see page 76.
For information on how this aspect is approached in the management of the supply chain, see page 154.
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human rights assessment

CNH Industrial continuously monitors respect for human rights within the Company’s operations and across its supply 
chain. As regards its internal operations, in 2013, CNH Industrial launched a pilot project under which, each year, the 
Internal Audit function sends an impact assessment survey to the Human Resources functions of the region selected that 
year13 to monitor the following human rights aspects: 
n	 non-discrimination
n	 child labor and young workers
n	 forced labor
n	 harassment
n	 freedom of association
n	 occupational health and safety.

In the first year, the monitoring project involved 5 countries in EMEA, covering about 30,000 employees, or 42% of the 
Company’s global workforce. In 2014, the assessment survey was integrated into standard procedures and extended 
to APAC, covering more than 90% of the workforce in India. In 2015, it was extended to China, involving about 50% of 
the country’s total workforce. Then, in 2016, it was extended to LATAM, involving 59% of the Region’s total workforce.
After the completion of the first cycle of surveys, the assessment process restarted in 2017 in EMEA, involving the main 
countries in Europe for CNH Industrial (Italy, France, Germany, Spain, Belgium, Czech Republic, Poland, and the UK), plus 
South Africa and Ethiopia. It covered 94% of the region’s total workforce, or 39,160 out of the total headcount of 41,494, 
and did not identify any particular concerns or issues. In 2018, the survey was repeated in APAC, covering more than 70% 
of the region’s total workforce (equal to 3,753 employees). The main countries involved were: Australia, New Zealand, 
Turkey, Uzbekistan, and Thailand. Overall, the assessment confirmed the presence of policies and controls across the 
region ensuring the respect of human rights, in line with local legal requirements.
The assessment complied with the requirements of Art. 17 and 18 of the Guiding Principles on Business and Human 
Rights, 201114 (the Ruggie Framework).

Every year, CNH Industrial also conducts an assessment of the entire workforce regarding the presence of child labor 
in its legal entities. In 2018, the Company surveyed 100% of its total workforce15 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 conditions16.

As regards CNH Industrial’s suppliers, in order to prevent or minimize any environmental or social impact from the 
supply chain, the Company has developed a process to assess them on sustainability issues, by means of sustainability 
self-assessments, risk assessments, and sustainability audits (see page 158). A specific operational procedure is in place 
to monitor supplier compliance. In 2018, 80 suppliers worldwide were identified as presenting potential risks according 
to the following criteria: supplier turnover, risk associated with the supplier’s country of operation, supplier financial risk, 
level of participation in the assessment process, and risk associated with the purchasing category. These suppliers were 
subsequently audited: as a result, 16 of them were involved in the formulation of 24 corrective action plans for areas in 
need of improvement in terms of human rights issues (see page 161). These improvement areas concern the:
n	 implementation and/or development of a code of conduct
n	 improvement in communications and training on the code of conduct 
n	 implementation of a grievance mechanism.
Action plans are monitored via follow-ups between supplier and auditor. Any non-compliance is brought to the attention 
of the Suppliers Sustainability Compliance Committee (see page 44), which determines the actions to be taken against 
the defaulting supplier. According to the assessment process, in 2018, no suppliers were considered at risk in terms of child 
labor, forced/compulsory labor, or violation of either freedom of association or collective bargaining.
To the Company’s knowledge, there is no use of child or forced labor at the plants of its suppliers.

(13)	 Regions are surveyed in rotation on an annual basis.
(14)	 United Nations’ Guiding Principles on Business and Human Rights: implementing the United Nations “Protect, Respect and Remedy” Framework 2011.
(15)	 Study conducted on the total workforce as at October 31, 2018.
(16)	 �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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conflict minerals

Another demonstration of CNH Industrial’s respect for human rights is its stand against natural resources extracted 
in conflict zones. Specifically, CNH Industrial has implemented a compliance program and policy intended to promote 
responsible sourcing of tin, tantalum, tungsten, and gold (3TG) from the Democratic Republic of Congo (DRC) and 
surrounding region (conflict minerals), where revenues from the extraction of natural resources have historically funded 
armed conflict and human rights abuses.

In particular, the Company has implemented measures across its supply chain designed to address disclosure obligations 
under the Dodd-Frank Act and regulations adopted by the US Securities and Exchange Commission regarding the source 
of 3TG that may originate from the Democratic Republic of Congo and specific surrounding countries.
CNH Industrial performed due diligence on the source and origin of 3TG in Company products. The Company’s due 
diligence measures have been designed to conform, in all material respects, with the due diligence framework presented 
by the Organization for Economic Co-operation and Development (OECD) in the OECD publication (2016) – Due 
Diligence Guidance for Responsible Supply Chains of Minerals from Conflict-Affected and High-Risk Areas: Third Edition, OECD 
Publishing (OECD Guidance) and the related supplements for gold, tin, tantalum, and tungsten.
CNH Industrial’s Conflict Minerals Policy was adopted in 2013 and is available on the Company website. The Policy is 
intended to promote sourcing from responsible sources in the Democratic Republic of Congo and surrounding region.
The Company performs its supply chain due diligence consistently with OECD guidelines.

CNH Industrial is committed to making reasonable efforts to establish, and to require each supplier to disclose, whether 
3TG 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 procurement, as soon as commercially practicable, 
of products containing 3TG obtained from sources that fund or support inhumane treatment in the Democratic Republic 
of Congo or the surrounding region.
CNH Industrial expects its suppliers to meet their commitments under its Conflict Minerals Policy. In particular, the 
Company expects its suppliers to conduct a reasonable inquiry into the existence and origins of 3TG in their supply 
chains, and to provide written evidence of the due diligence documentation. CNH Industrial reserves the right to reassess 
future business dealings with suppliers who fail to comply with this Policy.

CNH Industrial’s products are highly complex, typically containing thousands of parts from many direct suppliers. The 
Company has relationships with a vast network of suppliers throughout the world.
In addition, there are generally multiple tiers between the 3TG mines and CNH Industrial’s suppliers. Therefore, the 
Company must rely on its direct suppliers to work with their upstream suppliers to provide accurate information on the 
origin of any 3TG contained in components and materials purchased by CNH Industrial. As the Company enters into 
new agreements and relationships with suppliers, it is adding a clause that requires suppliers to provide the necessary 
3TG information on a prospective basis.
Because of the scope and complexity of CNH Industrial’s supply chain, the Company developed a risk-based approach 
focused on its major direct suppliers, as well as on direct suppliers that it believed were likely to provide the Company with 
components containing 3TG (collectively, the Surveyed Suppliers). For the year ended December 31, 201717, Surveyed 
Suppliers represented approximately 80% of the Company’s purchases (in dollars) of goods from suppliers.
CNH Industrial requested that all Surveyed Suppliers provide information regarding 3TG and smelters, using the template 
developed by the Responsible Minerals Initiative, known as the Conflict Minerals Reporting Template (the Template). The 
Template was developed to facilitate disclosure and communication of information regarding smelters and refiners that 
provide material to a manufacturer’s supply chain. It includes questions regarding a direct supplier’s conflict-free policy, its 
due diligence process, and information about its supply chain, such as the names and locations of smelters and refiners as 
well as the origin of 3TG used by those facilities.
In 2015, pursuing the Company’s commitment to support industry efforts for the responsible sourcing of minerals from 
conflict regions, CNH Industrial became a member of the Responsible Minerals Initiative (RMI). The RMI operates a 
smelter validation program to certify those smelters and refiners that are conflict-free, thereby helping companies verify 
the origins of minerals in their supply chain and ensure that those minerals are not funding armed conflict or human rights 
abuses in the DRC region. 

(17)	 The 2018 data will be available as of June 1, 2019.
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The RMI also offers members opportunities for information sharing, and helps companies implement best practices 
through the development of reporting tools and training.
Since 2017, CNH Industrial has employed a system that collects and analyzes conflict mineral information submitted by 
suppliers, automatically evaluating the smelter information provided against data from the Responsible Minerals Initiative.

FINAL RULINGS AND ADDITIONAL INFORMATION

significant final rulings

In this section, the Company reports final court judgments or final arbitration awards that individually had an adverse 
material effect on the Company (referred to as significant final rulings).
In 2018, no significant final rulings were issued against the Company for violations of laws in the following areas: 
environment, rights of local communities and impacts on society, marketing and advertising, privacy and loss of customer 
data, anti-competitive behavior and antitrust, intellectual property, contractual liability, product responsibility, product 
and service information and labelling, sales of banned or disputed products, anti-corruption and anti-bribery, labor and 
social security.

european commission settlement

On July 19, 2016, the European Commission (hereinafter the Commission) announced a settlement with IVECO, the 
Company’s wholly owned subsidiary, in relation to an investigation by the Commission into certain business practices in 
the European Union in relation to M&H trucks. Following the settlement, CNH Industrial has been named as defendant 
in private litigation commenced in various European jurisdictions and Israel by customers and other third parties, either 
acting individually or as part of a wider group or class of claimants. These claims remain at an early stage. Moreover, CNH 
Industrial expects to face further claims based on the same legal grounds in various other jurisdictions. The extent and 
outcome of these claims cannot be predicted at this time. The above case dates back to 1997, with the most serious 
conduct occurring no later than 2004. In other words, the facts in question are associated with a company that was very 
different – in terms of culture, management, and shareholding – from the current CNH Industrial. Furthermore, the 
Company has since implemented a robust compliance program aimed at preventing similar conduct (see the section on 
Antitrust and Competition on page 53).  

provisions 
As a global Company with a diverse business portfolio, CNH Industrial is exposed to numerous legal risks, including 
dealer and supplier litigations, intellectual property right disputes, product warranty and defective product claims, 
product performance, asbestos, personal injuries, emissions and/or fuel economy regulatory and contractual issues, and 
environmental claims that arise in the ordinary course of business. The outcome of any current or future proceedings, 
claims or investigations cannot be predicted with certainty. 
When it is probable that an outflow of resources embodying economic benefits will be required to settle obligations, 
and this amount can be reliably estimated, CNH Industrial recognizes specific provisions for this purpose. With specific 
reference to environmental risks, at December 31, 2018, the Company had estimated a provision18 in the amount of $38 
million ($43 million at December 31, 2017). 

labor and social security 
Labor and social security disputes culminating in final court judgments in 2018 involved a total payout of 0.15% of labor 
costs for the year. In Brazil, such judgments, mainly relating to the interpretation of particularly controversial legislation, 
accounted for 97% of all such judgments against the Company, or approximately 79% of the Company’s total payout. 
However, in the specific context of Brazil, these judgments were not exceptional in nature or in number.

(18)	 �This provision represents management’s best estimate of CNH Industrial’s probable environmental obligations. Amounts included in the estimate comprise direct 
costs to be incurred in connection with environmental obligations associated with current or formerly owned facilities and sites. This provision also includes costs 
related to claims on environmental matters.
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RISK MANAGEMENT 

CNH INDUSTRIAL RISK MANAGEMENT
In accordance with the regulatory guidelines requiring companies to adopt appropriate corporate governance models, 
and in response to market demands for enhanced transparency and disclosure on the risks associated with company 
activities, CNH Industrial has adopted its own Enterprise Risk Management (ERM) process. The adoption of a formal 
ERM process was also driven by the need for a systematic approach to identify and evaluate the risks associated with the 
Company’s business activities, and to manage business performance from an integrated risk-return perspective.
CNH Industrial’s ERM methodology defines risk as any event that could affect the Company’s ability to meet its objectives. 
The methodology enables the timely identification of risks and the evaluation of their significance, and allows action to 
be taken to mitigate and, if appropriate, eliminate them. CNH Industrial’s ERM process is based on the framework 
published by the Committee of Sponsoring Organizations of the Treadway Commission (COSO), adapted for specific 
Company requirements by incorporating Company management knowledge as well as industry best practice indicators 
with assistance from third-party risk consulting firms.
Through this process, the Company has identified 34 primary risk drivers, further broken down into 85 specific risk 
events. Primary risk drivers include a number of significant topics, such as business operations, competitive factors, and 
regulatory compliance. Risks are classified according to the probability of occurrence and potential impact on profitability, 
cash flow, business continuity and/or reputation, which determine the significance of a risk when analyzed holistically 
and in conjunction with other identified risks. For events that could potentially exceed predetermined risk thresholds, 
existing measures are analyzed and future containment measures, action plans, and persons of reference are identified 
to address the specific events and/or corresponding risks proactively. This process follows a bottom-up analysis starting 
at the business unit level, with risk survey completion by business and function leaders worldwide, followed by cross-
functional reviews of the survey results, one-on-one interviews with Global Executive Committee (formerly Group 
Executive Council) members, presentations and risk assessment discussions with the Audit Committee of the Board of 
Directors, and review and discussion with the Board of Directors. Direct feedback received from each of these layers up 
to and including the Board of Directors is then used to identify and develop risk-mitigating activities as necessary within 
the business or functional area, which are usually deployed by management’s first line of defense.
For more information on risks, risk management and control systems, see the 2018 EU Annual Report, pages 21; 72.

RISK APPETITE
The Company’s risk appetite is set within risk taking and risk acceptance parameters driven by applicable laws, the 
Company’s Code of Conduct, core principles and values, policies, and corporate directives.

The Company’s ERM process includes a structured risk management process to address individual risk categories, with a 
delineated risk appetite applied to each of the risk categories as described below:

Risk Category Category description Risk driver areas Risk appetite

STRATEGIC Strategic risks may affect CNH Industrial’s 
long-term strategic business plan performance 
targets, innovation roadmap, and sustainability 
objectives. Strategic risks include economic 
and political developments and the ability 
of the Company to anticipate and respond 
in a timely manner to unfavorable market 
developments.

Socio-political events, macroeconomics, 
competition, customer demands, product 
portfolio, technological innovation, 
investments, commercial policies, external 
relations, social responsibility, environment, 
and business combinations.

Taking into consideration CNH Industrial 
stakeholders’ interests as well as cost/benefit 
considerations in pursuing our long-term 
targets, the Company has a responsible 
appetite concerning strategic risk. The 
Company recognizes the necessity to 
continually invest in research & development 
and manage its portfolio of businesses, which 
are cyclical and subject to sometimes volatile 
global political and economic environments.

OPERATIONAL Operational risks include adverse, unexpected 
impacts resulting from internal processes, 
people, and systems, or from external 
events linked to the actual operation of the 
Company’s portfolio of businesses.

Production capacity, logistics, distribution 
channels, quality control, supplier 
performance, labor relations, human 
rights, external reporting of results, asset 
safeguarding, intellectual property, information 
technology, cybersecurity, and force majeure.

CNH Industrial seeks to minimize the 
occurrence and adverse consequences of 
unforeseen operational failures by maintaining 
a consistently efficient and effective 
manufacturing system, delivering high quality 
products and services, maintaining reliable and 
reasonably secure IT systems, and honoring 
sustainability commitments via a balanced risk/
reward approach.
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Risk Category Category description Risk driver areas Risk appetite

FINANCIAL Financial risks include uncertainty of financial 
return and the potential for financial loss due 
to capital structure imbalances, inadequate 
cash flows, asset impairments, and the 
volatility of financial instruments associated 
with foreign exchange and interest rate 
exposure.

Interest rates, foreign exchange, capital 
markets, liquidity and credit, trade financing, 
and subsidized financing.

CNH Industrial has a prudent risk appetite 
with respect to financial risks (such as liquidity, 
market, foreign exchange, and interest risks 
as explained in more detail in Note 32 of 
the Consolidated Financial Statements). In 
addition, the Company, through capital market 
transactions, cash balances, and committed 
medium-term bank credit line agreements 
seeks to maintain a capital structure profile 
with access to liquidity to fund ongoing 
operations and maintain covenant compliance.

COMPLIANCE Compliance risks cover unanticipated failures 
to comply with applicable laws, regulations, 
policies and procedures.

Laws and regulations, contractual obligations, 
and ethics and integrity.

CNH Industrial has an averse risk appetite 
with respect to compliance risks and 
requires full compliance. The Company takes 
appropriate measures in the event of a breach 
of applicable laws, the Company’s Code of 
Conduct, and/or Company policies.

ENHANCEMENTS TO THE RISK MANAGEMENT PROCESS
The development and implementation of an effective and robust ERM process requires continuous evaluation and 
improvement. As part of these efforts, CNH Industrial took several steps in 2018 to enhance further the risk assessment 
process that included the following:
n	 new governance, risk, and compliance (GRC) platform implementation: CNH Industrial is in the process of 

implementing a new GRC software platform with the intent to enhance and automate its risk management and 
compliance activities throughout the organization. This platform uses the latest technologies not only to accommodate 
and optimize existing GRC requirements, but also to allow the Company to expand its risk management program over 
time and as the GRC environment evolves.

n	 cross-functional reviews: in 2018, CNH Industrial implemented an additional step in its risk management program, 
whereby upper management from all relevant departments conduct cross-functional reviews of each of the top 
business risks identified by risk survey results. The additional context gained from this review enables the Company 
to perform a more in-depth and informed analysis and assessment of each risk, its potential impact on established 
business strategies, and existing and proposed mitigating actions.

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 4 pillars of pure risk management consist in:
n	 preventing accidents or limiting their effect
n	 adopting the highest standards for the prevention of property loss
n	 minimizing the cost of risk by optimizing loss prevention, investments, self-insurance, and risk transfer programs
n	 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 608 sites worldwide)3.
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, continual, and impartial 
risk assessments across the entire Company.

(1)	 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.

(2)	 The risk management process is led by FCA Risk Management, which provides its services to CNH Industrial.
(3)	 Source: 2019 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.
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In 2018, the Risk Management Center of Competence managed 94 sites, representing 85% of the insured value. To 
achieve continual and efficient industrial risk monitoring, the selection process ensures that over 95% of the sites within 
the scope are audited every 3 years, and more than 50% every year.
In 2018, 42 sites were inspected (covering approximately 57% of CNH Industrial sites) and 48 new projects were tracked, 
verifying the highest level of compliance with international loss prevention standards.
During the year4, CNH Industrial’s investment in loss prevention and mitigation measures totaled around $5.2 million in 
recommended improvements to align the sites to CNH Industrial’s relevant loss prevention standards. These targeted 
investments cut loss expectancies by approximately $0.4 billion, resulting in a Global Efficiency Index (GEI) of 1.325, in line 
with the highest international standards.

Climate change is bound to alter the magnitude and frequency of hydrological and meteorological disasters (some 
may argue it already has), and possibly introduce new hazards in areas unaccustomed to them. Indeed, industrial losses 
from natural hazards such as earthquakes, flooding, tornadoes, and severe storms are on the rise. 
In order to strengthen sustainability and resilience within CNH Industrial, the Company’s Risk Management Center 
of Competence works to develop and launch forward-looking, innovative risk engineering approaches and solutions 
to better understand the impacts of natural hazards and to properly respond to this information. The ability to assess 
the losses and costs associated with natural hazards is in fact essential for better decision making on hazard mitigation 
investments and planning.
Assessments must also consider supply chain risk, the management of which is increasingly challenging in today’s competitive 
world. To this end, the Company’s Risk Management function is working on a dedicated initiative to implement suitable 
strategies to manage both every day and exceptional risk associated therewith.

CNH Industrial’s projects highlight the contribution of risk management to addressing climate change issues. Current 
Company Risk Management projects include:
n	 a new approach to insurable environmental risks
n	 earthquake risk re-engineering
n	 climate change impact analysis – flood risk re-engineering
n	 cyber risk management
n	 mitigating supply chain risk 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:
n	 fine-tuning the existing tools and processes and the measurement and modeling of risks, in order to facilitate a more 

comprehensive analysis of risk-based business decisions and the evaluation of emerging risk-based opportunities
n	 integrating and consolidating risk management programs
n	 developing risk awareness across the organization
n	 creating a cross-functional risk management committee that will periodically review all areas of CNH Industrial’s 

enterprise risk management.

insurable environmental risks

Environmental risk management is a critical component of CNH Industrial’s corporate strategy and an integral part of 
overall business and strategic management.
CNH Industrial’s Risk Management function has developed an innovative risk management methodology in collaboration 
with: the Company’s EHS (Environmental Health & Safety) departments, a major international consultancy and 
certification firm, and an insurance partner. 

(4)	 Figures relate to the period from July 1, 2017 to June 30, 2018 (Insurance Year).
(5)	 The Global Efficiency Index for loss mitigation measures (GEI = cost of protection/reduction of expected damage) is recognized as a measure of best
	 practice for industrial risk management.
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This methodology has enabled CNH Industrial to:
n	 obtain objective, quantified knowledge of insurable environmental exposures
n	 improve risk profiles according to the segments’ EHS strategies
n	 identify and clearly communicate priorities and benefits
n	 effectively inform the insurance market about the loss prevention activities in place to prevent or mitigate potential 

environmental losses
n	 obtain adequate environmental insurance coverage, commensurate with risk exposures and current loss prevention 

activities
n	 carry out prevention activities in line with Company strategies.

To date, approximately 76% of CNH Industrial’s total insured value has been analyzed and quantified using this 
methodology, based on a total of 42 self-assessments performed by the sites since the methodology’s first adoption 
in 2012 (of which 12 in 2018). To validate the information collected through the assessments, 15 on-site visits were 
conducted by year-end 2018 at sites selected as suitably representative of the Company in terms of size, activities, and 
geographical distribution. The audits, organized by the EHS department for each operating legal entity, were conducted 
by environmental risk engineers from a leading global environmental risk insurer to validate the consistency of the self-
assessment checklists and identify possible improvement opportunities.
These activities provided the basis for the development of the Company’s first environmental maps, which quantify the 
overall level of risk using a scientific, certified self-assessment tool. The 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

Currently, CNH Industrial’s Risk Management continues to benefit from a long-term research project being 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 scientific risk management procedures. The workgroup has 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 enables the Company to:
n	 efficiently assess
n	 properly quantify
n	 proactively manage
the seismic risks its industrial manufacturing sites are exposed to.

The research project adopts a multilevel and quantitative approach, i.e., a procedure capable of using different knowledge 
levels as inputs and of providing a quantitative measurement of seismic risk:
n	 the Level 1 analysis focuses on quantitative and transparent seismic risk prioritization
n	 the Level 2 analysis provides a quantitative seismic loss assessment
n	 the Level 3 analysis entails on-site loss prevention engineers specialized in earthquakes developing dedicated risk 

mitigating recommendations.

This procedure has allowed classifying and prioritizing the Company’s sites based on seismic risk, facilitating decision 
making and the identification of the highest-ranking facilities potentially in need of closer analysis.
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.
Recent seismic events affecting industrialized countries (Japan, 2011; Italy, 2012 and 2016) clearly corroborate the 
importance of an efficient, transparent, and proactive seismic risk management system within a global manufacturing 
organization.
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Quantitative seismic risk assessment, providing sound probabilistic estimates of potential earthquake impacts, is a key step 
in any meaningful and grounded decision-making process.
Since its inception in 2013, the Integrated Approach has been extended to 30 selected CNH Industrial plants worldwide, 
with a Level 3 assessment performed in 2018 at the IVECO plant in Brescia (Italy). Results are collected and reported 
using standardized output forms, developed to streamline and simplify the process. 

potential impact analysis of climate change

The flood risk re-engineering project was launched to study potential new risks posed by climate change, with 3 main 
goals in mind:
n	 to raise awareness across the entire organization of the potential new risks posed by climate change
n	 to explain the nature of the risks associated with climate change
n	 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.

Ten years after the first launch of the project, CNH Industrial’s Risk Management function established a new working 
team to verify whether the methodologies used to identify and quantify flood exposures were still the most advanced 
available. 
The team was made up of experts (specialized in field assessments) from the loss prevention engineering departments 
of 4 companies recognized as world leaders in the insurance and reinsurance sector.
These companies supplied mapping tools (made available by their respective natural hazards research centers) that utilize 
geomorphological satellite imagery and mathematical modeling, which the team used to carry out the first macro analysis 
of the risk portfolio.
The risk analysis performed by the companies’ engineering departments was based on visual and/or tool-based 
interpretation techniques and field checks. The aim of the project was to establish a state-of-the-art methodology to 
assess flood risks.

Since its first adoption in 2015, the new industrial flood risk assessment methodology has been tested at 73 sites 
worldwide (48 in EMEA, 22 in North America, and 3 in LATAM), identifying 33 sites (21 in EMEA, 9 in North America, 
and 3 in LATAM) requiring a second flood risk study. To date, 27 of these 33 sites have already been revisited and 
reassessed for flood risks, of which 2 in 2018 (1 in EMEA, 1 in North America).
Special ad hoc flood surveys were conducted by the flood risk assessment team to test the accuracy and efficiency of 
the new process.

cyber risk management

Cyber risk can be defined as the risk associated with online activity, internet trading, electronic systems, technological 
networks, and the storage of data. In recent years, a cross-functional workgroup made up of cyber risk experts and 
insurance market leaders, and coordinated by the Risk Management loss prevention team, has completed a comprehensive 
and in-depth cyber risk assessment to address insurance needs. 

The ad hoc risk assessment framework covered:
n	 threats of exposure of vital company assets, the information to be protected, and at which level
n	 policies and procedures in place to reduce the risk of an attack in the event of a security breach
n	 plans and procedures in place to neutralize threats and remedy security issues.

The assessment led to the definition and implementation of adequate insurance coverage. Furthermore, in 2018, in line 
with previous years, the team made up of IT, Internal Audit, and Risk Management members continued to work on 
possible improvements to current policies and procedures to reduce the likelihood and impact of a cyber-related loss, 
based on the recommendations of cyber insurance companies.
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mitigating supply chain risk through improved confidence

Managing supply chains in today’s competitive world has become increasingly challenging. This is particularly true in the 
capital goods industry due to:
n	 market globalization
n	 increasingly interconnected and integrated inter-company processes
n	 increased use of manufacturing, distribution, and logistics partners resulting in complex international supply network 

relationships
n	 reduced buffers
n	 increased demand for punctual deliveries with shorter time windows and lead times
n	 shorter product life cycles and reduced time-to-market
n	 key components with limited capacity for fast or substantial ramp-up.

Any company proactively handling risk will not only focus on its own risk, but also on that within its supply chain. Given 
the need for this dual focus, supply chain risk management has increasingly become a priority. 
As a consequence, the Company’s Risk Management developed and launched a first initiative to identify and list key 
suppliers and related risks, based on a semi-quantitative approach using data collected by field engineers during plant 
surveys and discussed with senior plant management.
Risk Management then developed a second project with the support of the purchasing departments and sustainability 
teams. Its goal is to collaborate with suppliers in collecting adequate information to verify that the suppliers’ risk 
management departments are implementing the necessary processes to secure supply flow.
The project was approved by senior management, and key suppliers will be selected for pilot testing in 2019.

PRECAUTIONARY PRINCIPLE
As per its Environmental Policy, CNH Industrial believes that using resources efficiently and reducing environmental 
impacts are crucial strategies in creating added value for both the Company and the communities in which it operates. 
CNH Industrial employs a precautionary approach to anticipate potential risks that could impact the environment and 
human health. In designing its products, managing its manufacturing processes, and defining logistics flows, CNH Industrial 
applies the precautionary principle introduced by the Rio Declaration on Environment and Development6. 

The product development process (see page 147) identifies, within its various phases, appropriate deliverables 
designed to anticipate future environmental regulations on product use, favoring the use of recycled materials and 
excluding the use of monitored hazardous substances (see page 143). Furthermore, innovation projects carried out 
in partnership with leading universities across the world give CNH Industrial privileged access to the latest scientific 
developments regarding products. 
Through a consolidated environmental management system and the implementation of World Class Manufacturing 
(WCM), CNH Industrial evaluates the magnitude and importance of all the impacts of its manufacturing processes. 
Moreover, the Company governs its processes and manages its environmental and social aspects systemically, aiming at 
continuous improvement. Many voluntary initiatives are carried out within plants to mitigate the environmental impact 
of manufacturing processes (see page 172). In 2018, CNH Industrial’s overall expenditure on environmental protection 
was approximately $42 million, broken down as follows: approximately $31 million for waste disposal and emissions 
treatment, and almost $11 million for prevention and environmental management. 

In order to further reduce the environmental impact of its logistics processes, CNH Industrial carefully considers 
appropriate solutions, such as type of transport, intermodality, long-haul transport, and packaging design (see page 193).
All of the above reflect CNH Industrial’s strong commitment to reducing its environmental footprint, using a life cycle 
approach that involves all impact factors: from the selection and use of raw materials and natural resources, to their 
processing and delivery, to the management of product end-of-life, to component remanufacturing (see also page 225), 
to product disposal.

(6)	 Principle 15 of the Rio Declaration on Environment and Development, approved by the United Nations in 1992.
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MANAGEMENT FRAMEWORK

CNH Industrial considers its people an essential resource. When 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 through personal growth, which is why it 
invests its business gains in the development of its people, creating a virtuous circle.
As evidenced by the materiality analysis, both employee engagement in sustainability matters and digital 
workplaces are key contributors to being a more sustainable Company. These material topics affect, both directly and 
indirectly, how employees adapt their approach to the changing workplace environment.
Furthermore, as stated in CNH Industrial’s Code of Conduct, occupational health and safety is an employee’s 
fundamental right and a key aspect of the Company’s sustainability management system (see page 76). This aspect 
is covered in the Materiality Matrix by the material topic innovation-to-zero, which aims to achieve zero-impact 
processes (see page 131).

Employee engagement, leveraged to increase employee awareness of sustainability topics (especially in terms of 
environmental protection, health and proper nutrition, and food security and waste), plays an important role in reaching 
the Company’s goals, and hence is considered a strategic element in responding to the global challenges selected, 
particularly food scarcity and food security and climate change (see page 16).
In this regard, CNH Industrial’s commitment to employee engagement is reflected in the key targets it has set in terms 
of training (see page 87), employee volunteering (see page 96), and wellbeing initiatives promoting healthy lifestyles (see 
page 93).
In 2018, the Company organized numerous employee engagement and awareness activities, including, among other 
things, training projects on specific environmental topics (see page 175).
It also organized a variety of targeted health initiatives on specific diseases, health issues, and risks, with a focus on 
preventive measures and healthy behaviors, as well as information campaigns to raise employee awareness of global 
health issues (see page 93).

As regards digital workplaces (see page 83), the Company promotes the use of new technologies to improve 
work quality and efficiency, employee work-life balance (remote work), and the exchange of information, in part to 
foster innovation. To this end, specific activities are organized to make it easier for employees to implement the latest 
technologies and new work methods in all areas of business (both office and manufacturing), while ensuring Company 
and personal data is properly managed and secure. This material topic is considered crucial to respond adequately to the 
innovative and digital world global challenge (see page 16). To further its commitment to digital workplaces, the Company 
has set a key target to involve 40% of its employees in the flexible work location scheme by 2022.
CNH Industrial’s commitment to its people is stated in the Company’s Code of Conduct and Human Capital Management 
Guidelines. The Code of Conduct and corporate policies were approved by the Board of Directors and distributed to 
all employees, and are available on the corporate website and Intranet portal. For further information, see the Code of 
Conduct section on page 47.
From an operational point of view, the Chief Human Resources Officer (CHRO), who is also a member of the GEC 
(see page 43), is responsible for the management of human capital1. The initiatives focusing on the material topics 
associated with human capital are managed by the Heads of Human Resources of each Region, supported by Internal 
Communications1. They are also responsible for the management at regional level of work-life balance initiatives and of 
employee engagement in sustainability topics.
In 2018, individual targets related to the material topics described above were included in the Performance and Leadership 
Management system (see page 85) for several managers responsible for the projects indicated in the Sustainability Plan.
Health and safety protection in the workplace, on the other hand, is promoted in every area of operations and in every 
country by a dedicated organizational structure (Environment, Health and Safety - EHS), established within the scope of 
manufacturing (see page 77).
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 pages 27-29), and their progress is regularly monitored to enable corrective actions, if necessary. 
Through the Sustainability Plan, CNH Industrial not only discloses its targets for each year, it also indicates the instruments 
used and results obtained, in the name of transparency towards all stakeholders.

MA

GRI STANDARDS                 GRI 103-1; GRI 103-2; GRI 103-3

(1) Function names and roles as at December 31, 2018.
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Several grievance mechanisms are available to CNH Industrial employees (see page 103), such as the Compliance 
Helpline, an operational tool that enables employees to report potential violations of corporate policies, the Code of 
Conduct, or applicable laws (see page 50).
The following pages provide further details of the initiatives and projects focusing on people management, as well as the 
resources allocated and the mechanisms used to evaluate their effectiveness.

EMPLOYEES IN NUMBERS
As at December 31, 2018, CNH Industrial had 64,625 employees, an increase of 1,269 from the 63,356 headcount at 
year-end 2017. The increase was mainly attributable to the difference between new hires (approximately 7,100) and 
departures (approximately 6,000) during the year. A further increase of approximately 100 employees was due to 
changes in the scope of operations, mainly related to the acquisition of CASE dealer’s assets from TP Group in France. 
Excluding the changes in the scope of operations, the increase compared to year-end 2017 was attributable to the 
growth in permanent and fixed-term workers in manufacturing, mainly in EMEA, associated with higher production 
levels, primarily in the Agricultural Equipment and Powertrain segments and in the Bus business, partially offset by 
a workforce reduction in LATAM. Other increases included new hiring for Research and Development, in view of 
global challenges related to technology, such as electrification, alternative fuels, and autonomous driving, and for various 
functions in Emerging Markets.

CNH Industrial continued to engage and educate employees on sustainability with 
a number of special internal communication initiatives. Through the Sustainable 
Everyday video campaign, available on the Intranet and screened on monitors at its 
sites, the Company promoted sustainable behaviors that employees can adopt both 
at home and at work. In 2018, 3 new video episodes were distributed, on reducing 
energy consumption, waste, and the use of natural resources. To mark World 
Environment Day (see page 175), whose 2018 theme was ‘Beat Plastic Pollution’, 
a special Sustainable Everyday episode was broadcast to inform employees about 

waste separation (with a focus on plastic), along with Intranet news highlighting the Company’s 
challenging goals for recycling plastic waste. At all of its locations, the Company also displayed 
visual reminders to recycle and to use less paper, water, and electricity, with 4 signs installed in 
break areas, restrooms, meeting rooms, and near printers. 
CNH Industrial celebrated its sustainability achievements, including its top rankings in the Dow 
Jones Sustainability Indices and in the CDP Climate Change and CDP Water Security programs 
(see page 12), by spreading the news via the Intranet and using posters targeting its hourly 
workforce. 

PROMOTING SUSTAINABLE BEHAVIORS

OUR PROJECTS

EMPLOYEE TURNOVER
CNH INDUSTRIAL WORLDWIDE (no.)

2018 2017 2016

Employees at January 1 63,356 62,828 64,391
New hires 7,189 5,575 4,888
Departures (6,049) (5,868) (6,548)
∆ scope of operation 129 821 97
Employees at December 31 64,625 63,356 62,828
Turnover (%) 9.4 9.3 10.4
New hires (%) 11.1 8.8 7.8

GRI STANDARDS                 GRI 102-7; GRI 401-1
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Most new hiring was in EMEA, with 53% of total new hires, followed by North America, with 21%. About 43% of 
new hires were aged under 30. Female employees accounted for 20% of the year’s new hires, while male employees 
accounted for 80%. 
In 2018, approximately 67% of new hires were employed under no-term contracts.

In 2018, there were approximately 6,000 departures from the Company, almost 4.8% of which were collective redundancies 
following the reorganization or rationalization of operations, in some instances initiated in previous years. Whenever 
possible, redundancies were managed through temporary social welfare mechanisms provided for by law, and through 
social programs established in collaboration with trade unions and aimed at minimizing the impact on employees. In all, 
73% of collective redundancies were managed through contract terminations at the Company’s initiative, with payment 
of severance packages and other supporting measures as per agreements with unions and/or employee representatives. 
It should be noted that around 30% of the employees made redundant in accordance with such agreements will reach 
the retirement requirements within the timeframe covered by the unemployment benefit scheme.

Dismissals of US employees in permanent layoff and departures following the end of employees’ recall rights, according 
to the applicable permanent layoff rules, represented 5.6% of total collective redundancies.

Voluntary resignations with exit incentives at sites affected by collective dismissals accounted for 20% of total collective 
dismissals. The residual portion mainly included voluntary exits without incentives that occurred at sites affected by a 
collective redundancy program, and that were linked to it.

In 2018, a dozen employees from sites affected by downsizing or restructuring projects, including those launched in 
previous years, accepted permanent transfers to other locations, thus limiting the potential impact of collective dismissals.

CNH Industrial also provides opportunities for transfers between segments and countries. During the year, 419 CNH 
Industrial employees transferred between countries, or between legal entities within the same country.
As regards departures, the highest percentage was reported in EMEA (48.3%) and North America (21.9%), and in the 
30-50 age group (47.8%).

More details on turnover data are available in the Appendix (see pages 244-245).

50%
30 TO 50

7% 
OVER 50

43%
UNDER 30 

BY AGE GROUP

NEW HIRESa  
CNH INDUSTRIAL WORLDWIDE 

(a)	 Of total new hires.

21% 
North America

12% 
LATAM

14%
APAC

53%
EMEA

BY REGION
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Approximately 96% of the Company’s current employment contracts are no-term contracts, 98% of which are full-time.
Fixed-term contracts represent approximately 4% of all contracts. During the year, 1,246 contracts were changed into 
no-term contracts, 14% of which were with female employees. Around 2% of the Company workforce is employed 
part-time, of which approximately 52% are women. Fixed-term hiring takes place in response to a temporary need for 
personnel, in line with applicable laws and the provisions of Collective Labor Agreements (CLAs). As at December 31, 
2018, agency contracts accounted for 4,389 personnel, of which 70% in EMEA, 11% in North America, 1% in LATAM, and 
18% in APAC. This type of contract is entered into or renewed in relation to business needs, as per applicable legislation 
and CLA provisions, and is thus ultimately subject to variation in relation to specific market requirements.

LABOR PRACTICES
CNH Industrial believes its people are its most precious asset. Efforts to implement an inclusive recruitment practice, and 
the best use of available talent across the different geographic areas, forms the basis for developing the ability to attract a 
diverse and qualified workforce. The Company strives to provide its employees with an attractive compensation package, 
believing this to be a key factor in employee retention. To develop the most talented individuals, CNH Industrial offers 
challenging, rewarding careers where employees never stop learning and, above all, where they see their value recognized 
(see page 84).

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 criteria. The Company is committed to providing 
a base pay that, in compliance with local regulations, is competitive with the local market, affordable from a business 
perspective, and in line with the Company’s achieve and earn philosophy. CNH Industrial’s compensation approach 
comprises a number of different components. This comprehensive package rewards employees for their contribution to 
the Company’s results, and allows them to share in the business success they help to create.
Base salary, benefits, and short and long-term incentives are determined by market-driven benchmarks, thereby 
ensuring fair and objective treatment for all employees in the different markets around the world. The specific criteria for 
adjustments focus on closing gaps with respect to market position, giving priority to top performers. Variable compensation 
is influenced by individual employee contribution, which is rigorously evaluated through a performance and leadership 
management program that is deployed throughout the entire organization. The same metrics and methodology are 
applied in the annual performance assessment of all eligible employees worldwide. Additionally, the Company employs 
a formal process to monitor the application of its core equity and fairness principles to compensation levels, annual 
salary reviews, and promotions. In particular, these reviews are based on standard criteria, and do not allow managers 
discretion over those receiving compensation actions. All of these measures combined ensure that the Company’s total 
compensation approach guarantees equal treatment for all individuals regardless of age, gender, race, religious belief or 
other such factors or attributes.

FIXED-TERM AND NO-TERM CONTRACTS
CNH INDUSTRIAL WORLDWIDE (%)

96.2

2016 2017 2018

No-term 
Fixed-term 

97.4 96.5

3.82.6 3.5

GRI STANDARDS                 GRI 102-8
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local minimum wages

In many countries, minimum wage levels are established by law and, in some cases, there may be variations within the 
country based upon region/state or upon other criteria. Where no specific law exists, a minimum wage may be established 
by collective bargaining agreements between employer associations and trade union representatives. This, for example, is 
the case in Italy, Germany, and Belgium, 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. In order to evaluate the adequacy of entry-level salaries in each 
country, in 2018, CNH Industrial analyzed countries representing 99% of its employees. In all countries, CNH Industrial 
entry-level wages1 were at or above the statutory minimum or non-company collective labor agreements, as shown in 
the graph below.

(1)	� In accordance with the GRI Standards, an entry-level wage is defined as the full-time wage in the lowest employment category, on the basis of Company policy 
or agreements between the Company and trade unions. Interns and apprentices are not considered. For each country, results are based on the sector with the 
lowest entry-level wage. Figures reported are as at October 31, 2018.

employee benefits 
Benefits provide employees with a value that goes beyond their salary and cash incentives, and can make up a meaningful 
part of the total remuneration package. For this reason, CNH Industrial offers a competitive range of benefits, normally 
available to all full-time employees and, in many countries, also to part-time or temporary employees. Benefits differ 
according to an individual’s level 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, 2018, on the availability and adoption of various Company benefits (supplemental health plans, financial support for 
those with accident-related permanent disabilities, life insurance, and employee cafeterias or meal vouchers). The results 
are shown in the table on the following page.
The survey found that approximately 83.6% of the employees surveyed were eligible for a supplementary pension plan, 
and that 71% of these had joined one (representing 60% of the total workforce surveyed).
Supplementary pension plans fall into 2 categories:
n	 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

n	 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 predefined benefit.

Most existing pension plans at CNH Industrial companies are defined contribution plans.

COMPARISON BETWEEN ENTRY-LEVEL WAGE AND MINIMUM WAGE
a
 

CNH INDUSTRIAL WORLDWIDE (MINIMUM WAGE = 100)

(a) Data reflects the effect of exchange rates.
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In addition, nearly all CNH Industrial legal entities 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.
According to the same survey, approximately 79.9% of the employees surveyed were also eligible for a supplementary 
health plan, and about 80% of these had joined one.
Finally, CNH Industrial promotes a healthy lifestyle through comprehensive wellness programs (see page 93), and facilitates 
access to dedicated sports facilities.

EMPLOYEES ENTITLED TO BENEFITSa

CNH INDUSTRIAL WORLDWIDE (%)

Financial benefits 2018 2017 2016

Supplementary pension plans 83.6 86.5 88.6
Supplementary health plans 79.9 78.3 78.1
Life insurance 66.2 50.0 49.3
Financial support for disability/invalidity 86.2 82.2 83.9
Employee cafeterias or meal vouchers 77.6 74.2 73.6
Otherb 5.7 6.0 5.9

Social benefits
Childcarec 22.7 15.0 15.0
Sports facilitiesd 13.4 10.7 10.7
Wellness and nutrition programse 37.2 37.1 37.3
Other (e.g., flexible working schemes, emergency care/first aid, referral 
programs, leave of absence, or other flexible benefits) 66.5 52.9 53.4

(a)	 Data as at October 31, 2018.
(b)	 Includes benefits such as Company cars, fuel reimbursement, transportation allowance, credit card discounts, and Company vouchers/discounts.
(c)	 Includes kindergartens, summer camps/holidays, and other childcare services.
(d)	 Includes free gym access, gym/fitness courses, and other sports initiatives.
(e)	 Includes nutrition coaching, training on how to stop smoking, medical check-ups, medical screening, and other wellness programs.

Today’s business world has become increasingly global, making it essential to 
communicate and collaborate harmoniously across cultural and geographic boundaries. 
For this reason, CNH Industrial offers its employees an innovative online training 
program called Managing Multicultural Teams, which provides a framework and the 
tools to improve the effectiveness and efficiency of collaborations within increasingly 
multicultural professional environments.
The program offers 3 courses:
n	 Recognizing Differences
n	 Managing Differences
n	 Sustaining Energy at a Distance.
Since the global launch of this online program, 7,184 employees have signed up and 
attended the 3 online courses, totaling 7,908 hours of training.
The program has enabled employees to enhance their ability to communicate and 
collaborate with colleagues located in other geographic areas and with different cultural 
backgrounds, enabling them to:
n	 recognize and handle cultural differences
n	 understand behavioral expectations in different contexts, including how different 

cultures handle conflict
n	 motivate and build trust in multicultural teams from a distance.

MANAGING  
MULTICULTURAL  
TEAMS

FOCUS ON

GRI STANDARDS                 GRI 201-3
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DIVERSITY AND INCLUSION
The Company rejects all forms of discrimination, specifically based on race, gender, sexual orientation, personal and social 
status, health, physical condition, disability, age, nationality, religious or personal beliefs, or against other protected groups.
The responsibility for diversity management lies with the heads of Human Resources of each Region, who report to the 
Chief Human Resources Officer2, a member of the GEC (see page 43).
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 job2.
Offering career opportunities and advancement free from discrimination while encouraging and respecting diversity are 
among the commitments emphasized in CNH Industrial’s Human Capital Management Guidelines and Human Rights 
Policy, available on the Company’s website and 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.
Many Company initiatives were implemented in 2018 to promote and build awareness of the importance of a diverse and 
inclusive workforce, some of which are outlined below.
To promote gender diversity, in EMEA, some of the Company’s most outstanding female employees participated in 
workshops held in schools, where they shared their experiences with students while encouraging girls to pursue their 
ambitions free from limiting stereotypes. In addition, support programs were organized for mothers returning from 
maternity leave, and several workshops were held on women’s leadership, self-awareness, networking, and personal 
empowerment. 
Coaching and mentoring programs specifically addressing women’s growth were also developed in LATAM, while, in 
APAC, training was provided to help tackle sexual harassment and to encourage diversity.
In North America, CNH Industrial is a Corporate Partnership Council member of the Society of Women Engineers 
(SWE), an organization that empowers women to achieve their full potential in careers as engineers and leaders, 
highlighting the value of diversity. As a corporate member, the Company attended the SWE’s annual conference and 
supports its mission and objectives by funding programs, supporting diversity, and creating and promoting opportunities 
for women in engineering and technology. 
To support veterans, in North America, an experienced military recruiting team was actively involved in veteran 
recruitments at more than 150 military bases. 
Sensitive to personal beliefs, special meat-free meals were prepared at the plant in Bolzano (Italy) and served during 
the night to employees observing Ramadan.
In EMEA and APAC, awareness of intellectual and physical disabilities was promoted through the many initiatives 
in place to engage differently abled people in the workforce. In Spain, for example, the Company participated in a 
career day focusing on recruiting differently abled people, launched the Voluntary Program (see box on page 75) to raise 
employee awareness of social diversity and economic inclusion, and continued its collaboration with an external agency 
specialized in the hiring of differently abled people. 
For more mature employees, in EMEA, a workshop was organized for those over 50 on body awareness activities 
and posture exercises.
In addition to the above initiatives, CNH Industrial trained more than 300 people across EMEA, LATAM, and APAC, 
including senior management, on unconscious bias. It also collaborated with several diversity organizations (supporting 
veterans, people with disabilities, and the LGBT+3 community, to name just a few) to advertise all of its open hourly and 
salaried positions across North America.
CNH Industrial aims to make diversity and inclusion a competitive advantage for the Company, and to create an 
environment that encourages creative ideas, excludes bias, and retains talent. Evidence of this commitment is the Diversity 
Committee in LATAM, which continues to support diversity and promote inclusivity, as well as the letter of intention 
sent by the regional Human Resources COO to external recruitment agencies at the beginning of 2018, inviting them to 
present diversity candidates (such as women for leadership roles, professionals with special needs, people from immigrant 
and LGBT+3 communities, black professionals, and mothers).

(2)	 Function names and roles as at December 31, 2018.
(3)	 Lesbian, gay, bisexual, transgender/transsexual, and related communities.
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As evidenced by the projects implemented during the year, gender equity was a focal point worldwide. Women at CNH 
Industrial constitute 15.5% of the global workforce. In 2018, the percentage of women in the Company’s workforce 
increased by 2.8% over the previous year. Female employees are mainly concentrated in the 30-50 year age group, and 
have a length of service of up to 5 years. As regards distribution by education, 77% of female employees have a medium/
high level of education (42% hold a university degree or equivalent, and 35% a high school diploma). About 52% of the 
Company’s part-time employees are female, and around 18.4% of fixed-term contracts are with women.
A survey monitoring the employment of differently abled workers is conducted every 2 years. The last such survey4 was 
carried out in 2018 in 42 countries, covering almost 99% of the Company’s employees. The survey showed that, in the 
countries where the law requires companies to employ a minimum percentage of differently abled workers (15 mapped, 
accounting for about 69% of the Company’s global personnel), differently abled workers make up 3.6% of total employees 
(compared to 3.4% in the 2016 survey). 

(4)	 Survey carried out on October 31, 2018. 

FEMALE EMPLOYEES  
CNH INDUSTRIAL WORLDWIDE 

(a)	 For more information on employee categories, see page 236.
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Believing that diversity and inclusion are competitive differentiators for innovation, in 2018, 
CNH Industrial implemented many initiatives in LATAM focusing on gender equity.
The Women’s Mentoring project, aimed at emerging talents among the female workforce, 
enabled a number of them to be mentored by colleagues in managerial positions on 
topics relevant to Company needs.
The Coaching for Women program focused on developing women in leadership positions, 
so as to strengthen the leadership pipeline and improve participants’ performance in 
achieving the Company’s business objectives.

Lastly, Unconscious Bias lectures were held by external experts across LATAM sites to raise awareness 
and help recognize and eliminate unwitting stereotyping, prejudice or any other form of unconscious 
bias. The target audience was male and female managers from all different functions.
All initiatives were supported by the Diversity Committee (see page 73), with the engagement 
of those in leadership roles to help enhance the understanding, and spread a culture, of diversity. 
Additionally, a communications campaign was launched to raise awareness of the importance of a 
prejudice-free work environment that values diversity.

OUR PROJECTS

EMPOWERING WOMEN IN LATAM
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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 differently abled 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 (27 mapped by the survey), there 
are objective limitations to reporting the number of differently abled 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 September 2015, IVECO France agreed with all 5 trade unions represented in the company to implement, for an 
indefinite term, the agreement signed in 2007 and subsequently renewed in 2012. The agreement sets specific rules 
and measures aimed at the recruitment, training, and development of differently abled people and at their long-term 
employment. As of March 2017, CNH Industrial also entered into a 3-year agreement with all the trade unions in France 
represented in the Company, which establishes provisions for differently abled employees very similar to those in the 
IVECO agreement.
An employee nationality survey5 was carried out in 2018 at CNH Industrial legal entities in 11 countries, comprising 
83% of the Company’s workforce worldwide. The survey evidenced that 4% of employees (the same percentage as in 
2017) were of a nationality other than the country surveyed. It should be noted that this percentage was higher for female 
employees (5%) than for male employees (4%). Germany and the UK were the countries where CNH Industrial legal 
entities employed the highest percentage (9% and 12%, respectively) of workers of a nationality other than that of the 
host country. For female workers, the figure was 10% in Germany and 28% in the UK.

(5)	 Survey carried out on October 31, 2018 in Argentina, Belgium, Brazil, Canada, France, Germany, Italy, Poland, Spain, the UK, and USA.

Aware of the value of diversity, CNH Industrial has implemented several measures and 
projects to support the integration of differently abled people and raise employee 
awareness of social diversity and inclusion. In 2018, in collaboration with local NGO 
Fundación Roncalli Juan XXIII and thanks to the enclave laborala, the Company successfully 
integrated 5 differently abled workers into the manufacturing area at the IVECO plant in 
Madrid (Spain). A dedicated induction and training plan was designed for all new hires, 
while ad hoc initiatives promoting a change in Company culture involved everyone at the 
plant. The project makes CNH Industrial the first-ever industrial company in Spain to have 

integrated people with cognitive impairments into a production line.
The collaboration with the aforementioned NGO also led to the launch of the Integracamp project, 
which promotes cognitive impairment awareness and builds diversity values among employees’ children 
from an early age. Integracamp is a day urban summer camp where children can help and spend time 
with differently abled people, enjoying activities and workshops together. The project also helps meet 
employees’ need for flexibility during the summer holidays, as they can leave their children at the camp 
during working hours. 
Lastly, thanks to a collaboration with the NGO Fundación Adecco, CNH Industrial launched the Voluntary 
Program that, in 2018, engaged over 500 employees in activities with differently abled people. These 
activities, organized with the help of several special needs organizations, focused on reforestation and 
recycling, and on promoting healthy habits through organic foods and sports – with a positive impact 
on society and the environment. CNH Industrial started collaborating with Fundación Adecco in 2015 
with the launch of the Plan Aflora program, involving employees at all levels. The program focuses on 
integrating new hires with disabilities into the workforce, with managers also participating in training on 
diversity and inclusion.

(a) Form of supported employment for the hiring of people with disabilities and their possible incorporation into the open market.

OUR PROJECTS

PROMOTING INCLUSION IN SPAIN
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OCCUPATIONAL HEALTH AND SAFETY
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 adopts the highest standards in the countries in which it 
operates, even where regulatory requirements are less stringent, believing this to be the best way to achieve excellence.
The relevance of this aspect for CNH Industrial was confirmed by the materiality analysis; indeed, within the Materiality 
Matrix, occupational health and safety falls under the material topic innovation-to-zero (see page 131).
The safety management system engages employees in creating a culture of accident prevention and risk awareness, and 
involves them directly in identifying and reporting work-related hazards and potentially hazardous situations (e.g., by filling 
in specific forms). This proactive approach is intended to share common, ethical occupational health and safety principles, 
and allows achieving improvement targets using various tools, such as training and awareness campaigns. 

Approximately 267,400 hours of occupational health and safety training (of which 143,392 hours on the job) was provided 
in 2018. This included general training as well as training on specific work-related hazards (e.g., working at height or in 
confined spaces) and topics (e.g., personal protective equipment). On-the-job training activities involved approximately 
41,600 employees (a 53% increase compared to 2017), 80% of whom were hourly. CNH Industrial also requires its 
suppliers and partners to comply with worker health and safety regulations, focusing on continuous improvement by 
fostering high standards across the value chain. These principles are outlined in the CNH Industrial Health and Safety 
Policy, adopted by the Company at its foundation. The Policy is available to all employees and interested stakeholders on 
the corporate website.

CNH Industrial involves all employees and their representatives in the development, implementation, and evaluation of 
the occupational health and safety management system by:
n	 arranging periodic meetings
n	 consulting with them to identify hazards, assess risks, define controls and preventive measures, and analyze incidents 

(presenting such activities at the above-mentioned meetings) 
n	 engaging them in the development and revision of occupational health and safety objectives and policies 
n	 collecting their feedback on the preventative measures adopted, on the organization of the occupational health and 

safety management system, and on working methods and procedures. 

Safety is a priority across the Company, as evidenced by the compliance of management systems with both the OHSAS 
18001 international standard and the continuous improvement principles of World Class Manufacturing (WCM) (see 
page 168).
Consolidated monitoring and reporting systems – such as the SPARC (Sustainability, Performance, Analysis, Reporting, 
and Compliance) system – are used to keep track of health and safety performance, measure the effectiveness of actions 
taken to achieve targets, and plan new improvement initiatives, through the management of appropriate Key Performance 
Indicators (KPIs). These indicators can be analyzed at different organizational levels (plant, segment, geographic area, or 
Company), thus enabling the simultaneous engagement of different corporate functions at various levels to meet the 
targets. Periodic benchmarking activities help drive the continuous improvement of plants’ health and safety performance.

CNH Industrial sets ambitious annual targets for occupational health and safety, taking account of the particular nature 
of the work, experience, and technical advancement, while safeguarding employee health and the surrounding work 
environment. These targets are then included in the Sustainability Plan (see page 28). Progress towards these targets is 
achieved by utilizing the continuous improvement phases of the safety management systems. Specifically, the Company 
set a key target for 2022 to reduce the accident frequency rate by 33% compared to 2014.

MA
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CNH Industrial carries out ongoing health and safety hazard identification and risk assessments (for both routine and 
non-routine activities) and modifies activities, materials, and processes accordingly, particularly with regard to the design 
(or redesign) of work areas, processes, and work organization. The effectiveness of these activities is checked during 
periodic internal audits and management reviews. 
In addition, newly acquired plants are assessed based on existing processes and activities, to determine what interventions 
are necessary to achieve health and safety management compliance with CNH Industrial standards.

RESPONSIBILITY AND ORGANIZATION
CNH Industrial safeguards and promotes occupational health and safety in its activities and across the geographic areas 
in which it operates through a consistent global organizational structure.
Specific responsibilities in the fields of health and safety are defined in compliance with national regulations, and assigned 
by employers with clearly identified areas of accountability. Management at plants and in the workplace rests with local 
employers.
Manufacturing plants have 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 other processes at site level.
Plant EHS units are coordinated by regional EHS units1, which support adherence to the CNH Industrial Health and 
Safety Policy and compliance with applicable regulations. In addition, regional EHS units1 provide specialized assistance in 
Company processes that impact safety.
The Governance and Sustainability Committee, a committee of the Board of Directors (see page 40), is regularly informed 
of the health and safety results, and comments where appropriate. Individual health and safety targets were included in 
the Performance and Leadership Management system (see page 85) for plant managers and for most of the managers 
responsible for the projects indicated in the 2018 Sustainability Plan.

CERTIFICATION PROCESS
The Company’s certification of occupational health and safety management systems as per the 
OHSAS 18001 international standard is voluntary and covers 60 CNH Industrial manufacturing 
plants worldwide, accounting for almost 42,000 people.
Certifications are awarded by accredited international bodies (which are also continuously and 
rigorously monitored by other international organizations), to review and certify the high levels of 
reliability and of operational and procedural standards.

In 2018, the occupational health and safety management systems at some non-manufacturing sites 
were OHSAS 18001 certified, accounting for about 3,300 people at 10 different sites and locations. 
In total, 70 CNH Industrial sites worldwide (manufacturing and non-manufacturing) are now OHSAS 
18001 compliant, covering 45,216 people (about 74% of the workforce within the reporting scope), 
as are all joint venture plants in which CNH Industrial has at least a 50% interest.

MA

60
OHSAS 
18001
CERTIFIED 
PLANTS

(1)	 Function names and roles as at December 31, 2018.
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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).

OHSAS 18001 CERTIFIED PLANTS
CNH INDUSTRIAL WORLDWIDE (no.)

2018 2017 2016

Certified plants 60 60 57
Employees working at certified plants 41,937 40,471 42,838

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

2018 2017 2016

Certified non-manufacturing sites 10 8 8
Employees working at certified non-manufacturing sites 3,279 1,996 1,691

North America

CERTIFIED PLANTS

11

LATAM

CERTIFIED PLANTS

10

EMEA

CERTIFIED PLANTS

31

APAC

CERTIFIED PLANTS

8

OHSAS 18001 CERTIFIED PLANTSa

CNH INDUSTRIAL WORLDWIDE

(a)	 For the complete list of plants, see the table on pages 232-234.
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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 overall improvement process. This approach is 
particularly important in a multinational and interdisciplinary environment involving many cultures, multiple legal 
frameworks, and large numbers of people.
In 2018, several ongoing initiatives continued to promote a culture of safety and the adoption of shared standards 
across the Company. Safety Captains were appointed among hourly employees at several plants worldwide, tasked 
with identifying potentially unsafe acts and conditions, raising safety awareness among colleagues, promoting personal 
responsibility and involvement, and encouraging discussion on safety issues and on the development of solutions.

A Safety Week was organized in both EMEA and LATAM. To mark this, the plant in Croix (France) organized activities 
around a different topic for each day of the week, including: personal protective equipment, mechanical hazards, the 
handling of chemicals, unsafe acts and conditions, ergonomics, and effective safety visuals.
In LATAM, all plants in Brazil organized a further initiative, the Safety Awareness Prevention Week, involving both employees 
and contractors in several prevention activities.
In APAC, to raise awareness of safety in the workplace, at home, and on the road during India’s National Safety Week, the 
plants in Noida, Pithampur, and Pune organized various on-site activities for the employees and their families (featuring 
safety slogans, posters, quizzes, and competitions).

Several other events were organized globally to mark the international campaign World Day for Safety and Health at 
Work, highlighting the importance of safety in the workplace, on the streets, and at home, and promoting a preventive 
approach to safety.
The health and safety results achieved over the last few years, along with the Company’s key targets, were posted via the 
corporate Intranet with the aim of informing and raising awareness among all employees worldwide.
Furthermore, the plant in Curitiba (Brazil) organized the Behavioral Audit Workshop to discuss and evaluate proper safety 
behaviors for workers, involving 9 external companies from across the province. 
The plant in Brescia (Italy), which manufactures firefighting vehicles, launched an initiative to encourage workers to 
become more proactive on safety. They were invited to develop their own safety improvement projects, and assigned 
Individual Safety Improvement (ISI) scores and awards based on results. 
In Madrid (Spain), Safety Boxes were distributed to families upon the birth of a new child, containing useful safety gadgets 
for the home to foster a safety culture from childhood (see page 93).

OCCUPATIONAL HEALTH AND SAFETY PERFORMANCE
In 2018, approximately $83 million was spent on improving health and safety protection, 
representing 2% 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 $73.2 million, while approximately $9.8 million was spent 
on employee health (health care costs).
During the year, the investments in health and safety led to more than $7.5 million in savings 
on the insurance premiums paid to the Italian National Institute for Insurance against Accidents 
at Work (INAIL).

(2) Personnel costs totaled $4,096 million in 2018.

AUDITS AND EMPLOYEES COVERED
CNH INDUSTRIAL WORLDWIDE

2018 2017 2016

External audits (no.) 83 73 77
Total employees covered by external audits (no.) 45,271 36,861 44,807
Total employees covered by external audits (% of total headcount) 70 58.2 71.3
Internal audits (no.) 1,074 1,335 809
Total employees covered by internal audits (no.) 43,098 39,973 43,136
Total employees covered by internal audits (% of total headcount) 66.7 63.1 68.7

$83
MILLION
SPENT ON 
HEALTH AND 
SAFETY
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accident rates

Accident rates are a clear indicator of how successful a company is at preventing industrial accidents. Owing to the 
Company’s many initiatives, the overall frequency rate in 2018 was 0.21 injuries per 100,000 hours worked, reflecting 
the positive trend in limiting the number of accidents and the high safety levels achieved thus far. The severity rate was 
0.08 days of absence per 1,000 hours worked. Safety data relates to 96% of the workforce within the reporting scope3.
The breakdown by gender showed that the percentage of accidents causing an absence of at least 3 days among female 
employees was 11.43%4 of total accidents.
In 2018, for accidents involving contractors5 operating at CNH Industrial plants worldwide, the overall frequency rate 
was 0.20 injuries per 100,000 hours worked, a 24% drop compared to the previous year6. As regards the breakdown by 
gender, the percentage of accidents causing an absence of at least 3 days among female employees of external companies 
was approximately 20%7 of total accidents. The severity rate for contractors was 0.05 days of absence per 1,000 hours 
worked, a 25% drop compared to the previous year.
In 2018, no fatal accidents were reported involving employees or contractors working at CNH Industrial facilities 
worldwide.

(3)	 The non-manufacturing data refers only to sites with a workforce of more than 30 people.
(4)	Data does not include CNH Industrial plants in North America.
(5)	 Contractors are defined as external companies or freelancers/self-employed individuals who have a contract with a CNH Industrial company and who provide 

services within the data reporting scope and within the company perimeter (resident).
(6)	 In some cases, the hours worked are estimates.
(7)	 Data does not include CNH Industrial plants in North America.
(8)	 Near miss: an unplanned event that did not result in injury, illness, or damage, but had the potential to do so. 

EMPLOYEE ACCIDENT SEVERITY RATEc

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

0.09 0.08 0.08

2017 20182016

(c)	 The severity rate is the number of days of absence (of more than 3 days) divided by 
the number of hours worked, multiplied by 1,000.

In 2018, 2,913 near misses8 were reported and analyzed. The remedial actions deemed necessary and implemented during 
the year led to enhanced preventive measures contributing to further improvement. In addition, activities continued in 
2018 across CNH Industrial to develop and disseminate tools to collect data on, analyze, and track 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 the preventive measures in place.

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 continually 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.

INNOVATION-TO
-Z

E
R

O

GRI STANDARDS                 GRI 403-2

EMPLOYEE ACCIDENT FREQUENCY RATEa, b

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

0.22 0.22

2016 2017 2018

0.21 TARGET
2022 vs. 2014 

-33%

(a)	 The frequency rate is the number of injuries reported (resulting in more than 3 days 
of absence) divided by the number of hours worked, multiplied by 100,000.

(b)	 2014 was chosen as the base year for global planning, in line with the Business 
Plan.The base year employee accident frequency rate is equal to 0.25 accidents per 
100,000 hours worked.
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In 2018, 18 occupational disease cases were ascertained by the relevant insurance authorities in the countries of reference, 
while there were no cases of occupational disease involving contractors operating at CNH Industrial facilities worldwide.

SAFEGUARDING HEALTH
At CNH Industrial, safeguarding employee health goes beyond reducing accidents and illnesses through the identification 
and elimination of hazards and minimization of risks. Indeed, the Company is also 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 page 93).
The Company strives to ensure industry-leading working conditions, in accordance with hygiene principles (including fully-
functioning WASH9 services), industrial ergonomics, and individual organizational and operational processes.

work-related stress

For some years, CNH Industrial has undertaken a number of initiatives to assess work-related stress. Specifically, it has 
adopted a structured risk analysis process (with a specific focus on its health and safety data), consistent with the nature 
of the Company in relation to the workplace, and in compliance with the specific regulations in each country. Since 
work-related stress risk assessments are influenced by environmental, cultural, and psychosocial factors, the Company 
has developed a specific training program for employees at all levels to ensure the objectivity of risk assessments within a 
given country. As a consequence, assessment outcomes may differ from country to country. 
The systematic assessment of this type of risk helps to identify the most appropriate mitigation tools and promote 
employee wellbeing at all Company plants. The outcomes of this process are continually monitored to assess the 
effectiveness of measures (e.g., through opinion surveys) and to implement new tools.

(9)	 Water, Sanitation, and Hygiene. Acronym broadly adopted in the international development context and in the emergency sector with reference to access to 
adequate water supplies, sanitation facilities, and hygiene services.

OCCUPATIONAL ILLNESS FREQUENCY RATE (OIFR)
CNH INDUSTRIAL WORLDWIDE (cases of occupational illness per 100,000 hours worked)

2016 2017 2018

0.016
0.023

0.018

One of CNH Industrial’s objectives is to harness technologies that put its plants at the 
forefront of innovation and create a safer workplace for employees.
To this end, in 2018, the plant in Zedelgem (Belgium) installed LED lighting in the 
flooring to mark a safe route for pedestrians crossing the forklift track. Even from a 
distance, forklift drivers can clearly see the illuminated double LEDs in the floor, 
indicating where other employees may be crossing the track. Green means the track is 
clear and the forklift driver can safely continue. When an employee wants to cross the 
track, the LEDs turn red, indicating to the forklift driver to stop. The LEDs change back 

to green after 30 seconds.
The project is part of the plant’s broader strategy of implementing Industry 4.0 technology and, 
particularly, simple and practical solutions to improve safety for employees. It was also submitted as 
a best practice under CNH Industrial’s World Class Manufacturing program (see page 168).

DRIVING FORKLIFTS IN SAFETY

OUR PROJECTS
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workstation ergonomics

In order to prevent potential problems before they arise, as well as to identify and contain critical situations, CNH Industrial 
monitors workstation ergonomics at numerous plants across each geographic area. 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.

By way of example, some of the initiatives implemented in 2018 to improve ergonomics at CNH Industrial sites are 
described below.
The Piacenza plant (Italy), manufacturing off-road vehicles for construction and mining, adopted a new tire handling 
system (i.e., tire manipulator) that can easily reach all tire pick-up and mounting points and that is easily maneuverable 
thanks to a gripper system with shaped jaws; this is driven by an electric motor, which allows the safe and ergonomic 
movement of all types of tires from the container in use. 
At the Madrid plant (Spain), an exoskeleton solution was implemented to further ergonomics improvements for 80 
employees on one of its production lines. The exoskeletons reduce postural load where it has not been possible to 
implement other technical solutions, and facilitate the line assembly of parts that would otherwise overexert the upper body.
The plant in Burlington (USA) designed and implemented a new lifting device that hoists batteries out of kit carts. 
The device was designed to be versatile and fit various types of batteries, improving ergonomics and minimizing strain.
Lastly, the tractor manufacturing plant in Harbin (China) created a special tool enabling the electronically-controlled 
rotation and movement of tractor engine casings, adjustable according to the operator’s needs.

CNH Industrial believes that health and safety in the workplace is a fundamental 
employee right. For this reason, in 2018, the Company planned the introduction of 
defibrillators across all of its sites in EMEA, to ensure prompt intervention in case of 
sudden illness. The Automated External Defibrillator (AED) is an electronic device that 
can automatically detect abnormal changes in the heart’s electrical activity and deliver 
an electric shock when needed to re-establish normal cardiac rhythm. It is therefore 
crucial in treating life-threatening cardiac dysrhythmias.
In 2018, AEDs were installed across all sites in Italy, covering over 17,000 employees, 

with specific training delivered to a number of personnel assigned as points of contact for the use 
of the device. 

DEFIBRILLATORS AT COMPANY SITES

OUR PROJECTS
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DIGITAL WORKPLACES
As emerged from the materiality analysis, digital workplaces is considered a material topic by both CNH Industrial 
and its stakeholders (see page 16), in that technological innovation is transforming working methods, offering new 
opportunities to companies and their employees. Given the relevance of this topic to CNH Industrial, the Company set a 
global key target to involve 40% of employees (excluding hourlies) in the flexible work location scheme by 2022.
The overall goal is to improve quality of life and individual productivity by managing available technologies and people’s 
time more intelligently, whether in the office or at the plant.
CNH Industrial is using a multi-disciplinary approach to create digital workplaces across its sites: some initiatives are 
department-led, targeting specific needs, others are Company-wide, such as the corporate Intranet. The latter keeps 
employees informed and engaged, aligning them on key internal messages and success stories. Available in 6 languages, 
with a modern, user-friendly look and feel, the Intranet is accessible to 85% of the Company’s salaried employees. To 
stimulate online participation, it employs smart interactive tools (such as surveys and other useful widgets) and a social 
network approach enabling employees to post likes and comments. It also provides access to a variety of Company 
resources and applications, and features a dedicated section for new hires. In some countries, some Intranet areas are 
also accessible to hourly workers: in Italy, 2,600 blue-collar employees use the portal’s LIFE channel to keep up-to-date 
on special offers, discounts, and other initiatives for employees and their families.
In 2018, CNH Industrial launched a comprehensive program to implement Industry 4.0 concepts and technologies in its 
manufacturing areas. The aim is to digitalize manufacturing by leveraging the ability to collect, analyze, and drive decisions 
through data, but also to enhance sustainability through such technologies and concepts. The program involved many 
CNH Industrial employees in almost 30 experimental projects covering 10 different technologies, to better understand 
their added value as well as to learn about the potential of a digital and connected factory.
In today’s world, work is increasingly organized in less individualistic and more collaborative ways. Indeed, teams are often 
spread across different sites and geographic areas, so accessing and managing data and information instantly and securely 
is of utmost importance. This requires integrated tools and new models for organization and collaboration, and thus an 
evolution in the concept of the physical workstation.
In keeping with previous years, several initiatives were launched to improve digital collaboration across the Company. 
Following the pilot project launched in 2017, the Microsoft Office 365 collaboration suite (featuring SharePoint Online, 
Yammer, Project Online, and OneDrive) was integrated with Skype for Business (enabling audio/video conferencing) and 
deployed globally, allowing people at different Company and remote locations to work simultaneously on documents 
while interacting live via video, audio, and written messages.
From a user productivity standpoint, Robotic Process Automation (RPA) has been progressing at a rapid pace, with 
several initiatives underway at both process and individual levels (Robotic Desktop Automation).
Lastly, business analytics tools have become increasingly user-friendly and are rapidly evolving to deliver self-service 
analytics and machine learning, which will play a significant role in the near future as they will allow complementing user-
driven analyses with computer-generated ones.

FLEXIBLE WORK LOCATIONS 
In 2018, CNH Industrial continued trials enabling its employees to work from different locations, extending ongoing 
initiatives and launching new ones across the Company.
In EMEA, the Work from Home scheme, under the Smart Working project, which allows employees to work from home 
once a week for a maximum of 4 days per month, was extended to a total of 9 countries. 
In addition to remote working options, under the same Smart Working project, the COMF-Location initiative continued 
for all salaried employees in Turin and San Mauro (Italy), allowing them to work from the local Company office most 
convenient for them. Employees were also permitted to make use of 32 desks at COMF-Locations with the same frequency 
as for Work from Home, and to combine the 2 initiatives during the same week. In 2018, approximately 25% of employees 
were involved in the flexible work location scheme (excluding hourlies).
In North America, as part of its Building a Better Workplace campaign, the Company continued to offer flexible work 
arrangements, including remote working, to eligible personnel among its approximately 4,000 full-time salaried and above 
employees in the USA and Canada.
In LATAM, Home Office, which started as a pilot in 2017, enabled 31% of the eligible population in Brazil and Argentina 
to work from home for 1 day a week. 
In APAC, a Work from Home program was available to 13% of salaried and above employees. 
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HUMAN CAPITAL DEVELOPMENT
One of CNH Industrial’s key challenges is growing and adapting to a constantly changing environment. The Company 
understands that the nature of today’s socio-economic 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 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 prospective succession plans that are essential for building the Company’s future.
The conviction that people are the Company’s greatest asset is the baseline principle of the CNH Industrial Human 
Capital Management Guidelines (available on the corporate website), 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.

In the pursuit of continuous improvement, the World Class Manufacturing (WCM) 
program often requires a new layout for some workstations or entire work areas 
within plants to eliminate certain non-value added activities (NVAA). To this end, the 
IVECO plant in Suzzara (Italy) launched an innovative project to redesign the layout of 

its front-floor area, i.e., where the front part of the IVECO Daily (including the floor) is assembled, 
and where the WCM system identified losses arising from certain NVAA associated with operator 
movements.
Previously, a 2D plan of the new work area would have to be created and sent to a supplier, 
which would then build a 3D model. Any minor change would thus require considerable time and 
resources. 
The whole process was simplified, however, with the introduction of Google’s Project Tango. Once 
this software is installed on a special smartphone, it can generate a 3D map of one’s surroundings. 
A 3D model can then be quickly created from this map and sent to the supplier, which assesses the 
layout’s feasibility in terms of materials and components.
Once an initial 3D model of the new layout is ready, assessments can be made on the model itself – 
of NVAAs or ergonomics, for example – before its actual implementation.
This solution has led to significant time and cost savings. Specifically, the rapid creation of the 3D 
model on a smartphone halved the time required to design the new layout, subsequently reducing 
the time spent dealing with the supplier.
Suzzara’s project yielded the following benefits:

n	 -35% in space required by the front-floor area 

n	 -50% in NVAAs

n	 -50% in specialized personnel

n	 -100% in forklifts used in the production area.
Given the results achieved by this innovative solution, the project won first place at the Worldwide 
Kaizen Convention (see page 170), in the ‘Major Kaizen’ category.

NEW LAYOUT OF SUZZARA FRONT-FLOOR AREA

OUR PROJECTS
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PERFORMANCE AND LEADERSHIP MANAGEMENT
The Company’s approach to the management and development of human capital centers on 5 key Leadership 
Principles, as set out in the Human Capital Management Guidelines:
n	 Meritocracy – rewarding excellence
n	 Leadership – a key driver in managing change and people
n	 Competition – a factor to be embraced and encouraged
n	 Best-in-class performance – a core benchmark
n	 Accountability – delivering on promises.
These 5 Leadership Principles encompass specific Leadership Behaviors applied throughout the organization. The 
Company’s Leadership Model is embodied in the Performance and Leadership Management (PLM) appraisal system, 
adopted worldwide to assess employees (managers, professionals, and salaried) and 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.
CNH Industrial’s Leadership Development function implements the 5 key Principles according to the following pillars, 
which are also defined in the Guidelines:
n	 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

n	 leaders are the best guarantee for the future. To promote the value of leadership, CNH Industrial leverages a specific 
model based on 2 main dimensions – leading the change process and leading people. This is achieved by encouraging 
cultural change and enhancing leadership values to achieve outstanding results

n	 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 capable 
of tackling future challenges, prioritizing the development of internal resources, is crucial to effective succession 
planning. A consistent global approach that encourages cross-functional and cross-segment mobility worldwide enables 
the capitalization of the talent management process across the Company, and constitutes an essential competitive 
advantage. This process ensures that the leadership pipeline is continuously fed at all levels of the organization.

performance management system

As part of the performance management system, managers and employees sit down at the beginning of each year to 
discuss individual targets for that year. At the end of the year, 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 2 
dimensions – performance and leadership – are plotted on a 9-square grid, providing 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 outcomes and the areas identified for improvement are openly discussed between 
manager and employee, contributing to validating the employee’s performance and strengthening his/her bond with the 
organization. Upon completion, employees can access their evaluation online. Furthermore, at any 
moment in the process, they can enter details on their professional aspirations and request specific 
training (such as coaching, exposure to senior management, etc.) to address the areas identified 
for improvement. This unique skills mapping and appraisal process is supported by IT systems that 
give managers full access to up-to-date information on the people within their organizational unit, 
and on those indirectly in their reporting line. Individual employee evaluations are therefore also 
accessible to and can be examined by senior management within the organizational structure. 
The system thus reflects a concerted management framework for employee development, 
transparent and focused on the individual.

(a)	 Based on eligibility guidelines, and excluding 
organizations outside of the scope.

100%a

OF SALARIED  
EMPLOYEES 
AND ABOVE 
ASSESSED
VIA PLM
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During 2018, performance and leadership mapping was carried out on 23,083 employees (salaried and above). The 
percentage of women engaged in the Performance and Leadership Management (PLM) process was the same as that 
employed by the Company. Every year, a PLM training program for managers and employees is organized worldwide. 
Each employee is assessed through the PLM process, according to eligibility guidelines (for example, the employee must 
have worked at the Company for more than 6 months).

Apart from a few exceptions for which PLM is not required (for example, joint ventures in China), the entire workforce 
of salaried-and-above employees worldwide takes part in the PLM process.
 
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 to 
determine the individual contribution component of eligible employees’ variable compensation. This demonstrates the 
extent to which the Company values a result-driven culture and rewards achievements (performance) and the means 
to achieve them (leadership).
In 2018, CNH Industrial identified the key roles actively involved in the Company’s social, environmental, and climate 
change efforts, setting key sustainability targets for each.  These  targets  (the achievement of which  affects variable 
compensation) were incorporated into the performance management system, and duly assessed, for more than 1,400 
employees identified among: vice presidents, sustainability project leaders, Energy managers, Environment, Health and 
Safety (EHS) managers, and relevant staff at plant level.

TALENT MANAGEMENT AND SUCCESSION PLANNING
CNH Industrial operates in dynamic, highly competitive industries where success is achieved by having talented 
individuals within the organization, and by appointing the right people to key positions. These objectives are at the core 
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 while giving priority to candidates from 
within the Company.
The process is conducted uniformly across countries, functions, segments, and levels of the organization. Key individuals, 
selected on the basis of their professional performance, leadership profile, and potential for growth in positions of greater 
responsibility, are evaluated through a process that directly involves management, from their immediate supervisor to 
senior management.
The process ensures that all key leaders are developing both short and long-term succession plans, with a special focus on 
talented individuals not yet widely known within the organization, but meriting investment as potential leaders for the future.

development of management 
CNH Industrial encourages the appointment of local managers in all countries. However, international appointments may 
occur if considered development opportunities for talented individuals, or to transfer specific skills and expertise from 
other countries. In that case, 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.
Furthermore, CNH Industrial also deems it important to develop its internal human resources, as evidenced by the 
seniority of the Company’s senior executives.
The 180 leaders that report directly to GEC members (see page 43) have an average length of service of 16 years.
Additionally, 76% of new manager-level appointments in 2018 were internal candidates. Only 24% were external hires.

MANAGERS OF LOCAL NATIONALITY BY REGION
a

CNH INDUSTRIAL WORLDWIDE (%)

2018 2017 2016

EMEA 84 84 85
North America 89 89 92
LATAM 88 85 82
APAC 59 57 50

(a)	  Local managers are those who come from the geographic area in question.
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talent attraction and retention

Around the world, CNH Industrial continues to adopt recruiting methods focusing on universities, social media platforms, 
and career events or job fairs.
The Company’s sponsorship of several universities affords it privileged relationships, a strong presence on campus, and 
regular student internships. In some cases, CNH Industrial directly sponsors individual postgraduate students to carry out 
research projects on Company premises. In others, it awards university scholarships to students studying in areas where 
the Company intends to recruit.
During the year, CNH Industrial participated in 140 career events, with its own specially designed booths.
In 2018, new hires included more than 400 recent graduates, of which 28% were women. More than 50% of these 
graduates had previously worked at the Company, as trainees or interns.

In addition to the employee development programs described on page 89, in 2018, CNH Industrial engaged in a series of 
initiatives to provide development opportunities for and increase the retention of talented employees.
For example, selected employees participated in a program to develop leaders in key positions, focused on maximizing 
performance in line with business needs and strategic thinking. Other programs were organized to refresh leaders on 
advanced and innovative management techniques.
Specific training was also offered to recently appointed or newly-hired supervisors to support them in managing the 
challenges of their new positions, in line with the Company’s Leadership Model.
Lastly, selected employees were given the opportunity to pursue further education qualifications, funded by CNH 
Industrial on the condition they remain with the Company for a period dependent on respective regional policies. In 2018, 
61 employees joined the Master/Postgraduate program alone.
CNH Industrial offers long-term incentives designed to engage and retain key leaders across the Company. The 
current long-term incentive program was launched in 2017 and covers a 3-year performance period (2017-2019). The 
program involves approximately 300 managers worldwide, and its aim is to strengthen key leaders’ alignment with and 
commitment to achieving the Company’s long-term goals. For more information, see the 2018 EU Annual Report on 
pages 105-106.

TRAINING AND DEVELOPMENT
CNH Industrial believes that employee training is key to skills management and development. Training allows sharing 
operational and business know-how, as well as the Company’s strategy and values. As evidence of the importance given 
to training and to developing a qualified and specialized workforce, the Company set a key target to involve 100% of its 
global workforce in training by 2022.
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 using a 4-step process: training needs identification, content development, program 
delivery, and reporting. Ownership of each lies with different corporate functions, depending on which areas of content 
or expertise need to be improved.
The Training Management Model is business-oriented; business functions are therefore deeply involved in the 4 steps of 
the training process for content areas such as:
n	 management, leadership, and development
n	 business and job-related skills
n	 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.

TALENT ATTRACTION
CNH INDUSTRIAL WORLDWIDE (no.)

2018 2017 2016

New graduates recruited 407 403 248
Traineeships 2,691 3,296 3,174
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CNH Industrial manages the overall training process through a global Learning Management System, an Internet-based 
Company tool available to employees via the corporate Intranet. It allows defining and managing a comprehensive 
learning process for each employee based on business, location, and/or specific individual needs. The Global Leadership 
Development team guides the implementation of CNH Industrial’s Training Management Model, coordinating relevant 
activities with the regional Leadership Development team1.
CNH Industrial builds upon segment-specific training programs, believing that the most effective solutions are specifically 
tailored to individual needs.
Employees are given the opportunity to indicate development and training needs in their respective Performance and 
Leadership Management (PLM) plans, and to propose actions to support their personal development during the year. 
Suggestions are shared with their direct managers and HR, and evaluated and implemented according to needs and 
priorities.
Training effectiveness and efficiency are monitored and measured based on the participants’ satisfaction with the initiative 
and improvements in their knowledge/skills; in some cases, depending on the learning path, structured follow-ups are 

provided.
The Leadership Development team centrally monitors:
n	 number of participants involved in training initiatives
n	 hours of training
n	 direct cost of training.
Each function is locally responsible for providing and following up on the above information.

training in numbers 
In 2018, CNH Industrial invested approximately $5.1 million in training, delivering a total of 868,779 
training hours (+22% compared to 2017) to 46,406 individuals, of whom 82% were men and 18% 
were women. Furthermore, the average hours of training per employee increased by 28% compared 
to 2017.
The training strategy relies on the use of in-house teaching experts, thereby enhancing efficiency as 
well as internal knowledge sharing.

Through Industry 4.0 initiatives, CNH Industrial is continuously pursuing innovative 
technology in all its manufacturing processes. In 2018, a virtual reality (VR) forklift simulator 
was installed at the Company’s New Holland plant (USA), combining a fully immersive VR 
warehouse environment with a mockup of an actual forklift with physical controls. The 

simulator teaches new logistics trainees about the vehicle’s functions in a classroom environment, and 
also provides advanced training to existing operators. 
This VR simulator is one of the most effective training projects at Company plants in terms of 
employee engagement and safety (100% reduction in safety incidents for truck loading and 
unloading since its introduction).
VR is also in use at the Zedelgem plant (Belgium) to train employees on working with specific 
components  at a specific workstation.  It recreates that part of the  combine assembly process  in a 
virtual environment with the aim of designing specific training on new products to be launched in the 
future. 
VR reduces training time by nearly 50% and has proved itself an effective training method that 
employees find engaging. 

VIRTUAL REALITY TRAINING

OUR PROJECTS

+22% 
IN TRAINING 

HOURS
 DELIVERED

TRAINING IN NUMBERS
CNH INDUSTRIAL WORLDWIDE (no.)

2018

Training hours 868,779
Employees involved 46,406
Average hours of training per employee involved 18.7

(1)	 Function names and roles as at December 31, 2018.
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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. In 2018, 79,070 hours of online training 
were provided to 25,562 employees.
For details on specific training activities, see pages 52, 54, 76, 174, and 186.
More details and data on training are available in the Appendix (see page 249).

EMPLOYEE DEVELOPMENT PROGRAMS
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 collaborates with the business units in the development of specific 
programs, for the most part customized according to individual needs. 
To this end, many Action Learning programs were rolled out in 2018, involving more than 250 talented employees from 
different functions.

All of these programs were created to accomplish several key objectives:
n	 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
n	 provide participants with opportunities to collaborate and build relationships with talented peers from across the 

organization
n	 offer participants significant exposure to senior leadership in the organization.
During the year, the Company organized several targeted training sessions on employee leadership and managerial and 
technical skills. It also delivered ad hoc mentoring and coaching programs to 100 people to support and encourage 
personal learning, maximize their potential, develop their skills, and improve their performance.

CNH Industrial applies the principles of the World Class Manufacturing (WCM) program, an integrated model for 
managing all the elements of an organization (from safety to the environment, from cost deployment to people 
development). Through the WCM system, the Company focuses on improving the efficiency of all its technical and 
organizational components with the aim of maximizing market competitiveness (see page 168). As at December 31, 2018, 
54 plants were participating in the program, accounting for 97% of plant personnel worldwide and 99% of revenues from 
sales of products manufactured at Company plants.

(a)	 For more information on employee categories, see page 236.

EMPLOYEES INVOLVED IN TRAINING BY CATEGORYa

CNH INDUSTRIAL WORLDWIDE 

42% 
HOURLY

2%
MANAGER

56%
SALARIED AND 
PROFESSIONAL

8.7% 
LANGUAGES 
AND OTHER 
PROGRAMS

4.5%
MANAGEMENT SKILLS

86.8%
JOB-SPECIFIC 
EXPERTISE

TYPE OF TRAINING
CNH INDUSTRIAL WORLDWIDE 
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People play a central role in the WCM program and, indeed, one of its 10 technical pillars is 
People Development (PD), considered a key competitive factor in achieving excellence. The PD 
pillar focuses on ensuring and enhancing the growth of employee competencies, starting from 
training gaps identified through the Safety pillar, using recommendations via the Cost Deployment 
pillar, and considering Quality issues at all times.
Using the WCM’s Focused Improvement tools, the PD process aims at developing training 
methods and techniques that enable individuals to become key contributors to end-results.
The goal of the PD pillar is to establish a permanent competency development system within 
each plant, based on continuous competency gap analysis and evaluation, on the definition of 
targeted training to fill those gaps, and on the development of appropriate learning paths. The 
pillar consists of 3 phases: reactive, preventive, and proactive.

The development of people according to the WCM rationale entails addressing some important challenges:
n	 zero accidents – creating a safety culture
n	 zero human errors – ensuring seamless interaction between people and systems, so as to improve process competencies
n	 developing outstanding technical professionals who can assess any facility’s current status, develop action plans to 

reach the desired status, and implement efficient and effective maintenance systems
n	 developing the skills and competencies of hourly workers to create a culture centered on the Autonomous 

Activities pillar
n	 achieving excellent process control through the correct implementation of Quality Control procedures
n	 involving and motivating people to assume responsibilities within a continuous improvement environment.
Over the years, the WCM competency development system has allowed employees to become more accomplished 
professionals, enabling those who have particularly excelled in certain areas to become specialists, i.e., employees who 
have mastered specific technical skills at the highest level, and whose expertise allows them to deliver training both in-
house and to outside parties (e.g., suppliers), thus spreading WCM principles and best practices. 

97%
OF PLANT 
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PROGRAM
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outplacement

The Company has specific programs in place to manage career endings, helping employees transition to new jobs and 
find their bearings in the job market. Outplacement services, outsourced to carefully-selected external partners, are 
available in 21 countries. Based on specific needs, and at the Company’s discretion, CNH Industrial offers outplacement 
services to managers.

internal mobility

Through the Job Posting program, open positions can be posted and made visible to all employees within, and in some 
cases beyond, a given geographic area. Over the course of 2018, the program advertised almost 4,000 positions, with 
the majority of them posted in EMEA and North America, and with more than 8,000 internal candidacies received from 
all over the world. In all, 32% of open positions were filled by internal candidates2.

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.
CNH Industrial collects the information provided by departing employees worldwide through departing surveys/
exit interviews. The goal is to understand what employees look for in a new organization and gain awareness of any 
potential areas of dissatisfaction. Departing employees are asked to complete a questionnaire on management, career 
development, Company culture, and the work environment. The Human Resources Department consolidates data on a 
monthly/quarterly basis and shares specific business unit feedback with the relevant managers, in order to address specific 
areas of concern within each area.
In 2018, following the previous year’s satisfaction survey and the action plan implemented thereafter, a survey was carried 
out once again within the Commercial Vehicles Products Segment function, to monitor employee satisfaction as part 
of the World Class Engineering Program (see page 147). The survey involved more than 200 employees and consisted of 
18 questions in 9 categories: evaluation, autonomy, sense of satisfaction, climate, goals, leadership, office environment, 
knowledge management, and training. The questionnaire, completed by 88% of the participants, showed an increase in 
employee satisfaction thanks to the action plan implemented after the 2017 survey. 
In India, the Company launched the Great Place to Work engagement survey, with 100% of the workforce invited to 
participate and an 82% response rate. The results were favorable and are currently under review with regard to defining 
action plans in 2019.

Harvard Manage Mentor® is a global initiative for individual leadership development 
on demand. A variety of courses support employees in developing their skills and 
improving their performance on Leading Change, Leading People, and General Business 
and Economics. 
Since the global launch of this program, 12,689 Company employees have signed up and 
attended almost 31,400 online courses, with a 36% completion rate and 22,642 hours 
of training. The feedback received has been positive, with employees appreciating the 
opportunity to access a variety of managerial courses that enhance their knowledge 
while reinforcing CNH Industrial’s Leadership Behaviors.

HARVARD 
MANAGE  
MENTOR

FOCUS ON

(2)	 The percentage is calculated based on the number of positions filled by internal candidates in 2018 divided by the total number of positions opened the same year. 
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EMPLOYEE WELFARE AND WELLBEING
Employee welfare and wellbeing initiatives are an important part of the Company’s employee engagement, one of 
the material topics included in the Materiality Matrix. CNH Industrial offers wellbeing initiatives in addition to traditional 
benefits (such as health care), going beyond its legal obligations in the countries where it operates. The aim is to 
help employees balance their personal commitments through time and money saving initiatives and flexible working 
arrangements, while cultivating motivation, pride, and a sense of belonging at work through family activities, engagement 
with the community, and involvement in Company life. With these objectives in mind, CNH Industrial has set specific key 
targets for 2022 to promote employee health and wellbeing and increase volunteerism.

WORK-LIFE BALANCE
CNH Industrial believes that successfully balancing work and leisure commitments is important for employee wellbeing, 
and so offers a number of programs and services designed to assist in meeting their daily obligations.
Childcare is an area where managing costs and time are crucial. To help its employees, CNH Industrial delivers 
assistance through a number of channels, including discounts at local daycare centers, direct subsidies, and flexible use of 
benefit funds for childcare expenses. In 2018, 5 locations throughout Italy, France, and Austria had agreements in place 
with 1 or more local daycare centers, including the Mirafiori Baby center in Turin (Italy), established for employees. In 
Spain, 588 employees received direct funds from the Company towards a daycare center of their choice. In the USA, 
3,800 eligible employees were able to set aside pre-tax sums for childcare by contributing to a Dependent Day Care 
flexible savings account.

In 2018, for the fifth year running, CNH Industrial was classified among the 150 Best 
Companies to Work For in Brazil, in one of the most important organizational climate 
surveys in the country.
The survey was conducted by Voce SA Magazine (published by Editora Abril), in 
partnership with Fundação Instituto de Administração of the University of Sao Paulo, one 
of Brazil’s leading higher education institutions, recognized throughout the world in a 
number of rankings. To be included among the 150 companies, CNH Industrial had to 
successfully complete several stages.
First, 3,000 employees were randomly selected by the publisher to answer an online 
satisfaction questionnaire consisting of 56 questions covering various issues relating to 
identity, satisfaction and motivation, learning and development, and leadership. The 
questionnaire was completed by 73% of the employees selected.
The survey results were used to calculate the IQATa (a work environment quality 
index), which was 82/100.
Secondly, the Company had to fill out a specific questionnaire providing information on 
several of its human resources policies and practices. The questionnaire was divided 
into 12 categories: strategic and objective management; recognition and reward 
management; leadership profile management; knowledge and education management; 
health, safety and quality of life management; career management; internal 
communication management; participation and autonomy management; interpersonal 
relationships management; process and organization management; sustainability and 
diversity management; and employer branding.
Lastly, a journalist from the magazine visited the Company to meet employees and the 
head of Human Resources.
This excellent result is recognition of the Company’s effort and commitment to 
translating survey outcomes into concrete action. Moreover, to further strengthen 
awareness of available career opportunities, CNH Industrial developed an educational 
campaign in LATAM to engage employees, show them how to grow and develop within 
the Company, and guide them in managing their own careers.
Additionally, in the wake of the positive experience with Brazil’s organizational climate 
survey, a similar survey was conducted internally in Argentina, involving 480 employees.
(a)	 Índice de Qualidade do Ambiente de Trabalho.

CNH INDUSTRIAL 
AMONG BEST 
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The Company also offered school kits, containing supplies for the scholastic year, to the children 
of 1,810 employees in Brazil and Argentina, and direct funds for school expenses to 749 parents in 
Mexico and 1,345 parents of children aged 3-16 in Spain. Still in Spain, 133 parents received safety 
kits for their newborns (see page 79). Discounted summer camps organized in Italy and the Czech 
Republic continued in 2018, involving 656 employees’ children. During the year, the Company also 
launched a new camp in Spain, called Integracamp, which aims to promote awareness of intellectual 
disabilities. As part of the initiative, 20 employees’ children engaged in activities and workshops at the 
Juan XXIII Roncalli Foundation (see page 75).

The use of flexible benefits packages for employees continued in 2018. Through the voluntary program Conto Welfare, 
launched in 2017, employees in Italy were able to allocate funds to a variety of goods and services, including health 
products, educational expenses and care for family members, gym memberships, and entertainment. 
In India, the i-Flex benefits program, launched in 2017, offered employees a host of discounts on food, travel, fitness, and 
medicine. Through a flexible benefits scheme in the UK, approximately 600 employees were eligible for direct funds for 
childcare or fitness purposes, such as gym memberships or bicycle purchases.

On-site services helped employees make the best use of their time during their workdays. At 65 of its locations, CNH 
Industrial offered subsidized on-site cafeterias, snack shops or other meal services, while other offerings, such as laundry 
and dry cleaning services, were available at selected locations in Italy, the USA, and Russia. To help employees with their 
daily financial needs, on-site banking, free checking accounts, loans, and/or financial consultations were made available to 
7,821 employees in 8 countries. On-site fitness equipment was offered at 6 locations, and on-site pharmacy services were 
available at plants in Cordoba (Argentina), Khimki (Russia), Grand Island (USA), and Greater Noida (India). In Italy, the 
Company’s on-site pharmacy services were available at 3 sites in Turin as part of the Smart Working program. Also in Italy, 
the Company’s We Love Book Sharing initiative to promote reading and book sharing among employees, already available 
in San Matteo, Suzzara, and Turin, was extended to Brescia, Foggia, Piacenza, and San Mauro. 

On a global level, CNH Industrial continued to engage in initiatives to raise employee awareness of 
health risks and preventive measures and to address global health issues such as HIV. With its global 
key target of involving 100% of employees by 2022 in wellbeing initiatives promoting healthy lifestyles, 
the Company adopted several health initiatives. 
The Pink October campaign on breast cancer awareness and the Blue October campaign on prostate 
cancer prevention targeted employees at all sites in Brazil and Argentina, and also in Madrid (Spain), 
where mammograms and ultrasounds were provided to 250 female employees and prostate 
cancer tests to 75 male employees. Still in LATAM, a Dengue awareness campaign was launched in 
collaboration with the Dengue Prevention Committee, while special programs for pregnant employees 
and new mothers continued, benefitting 28 employees. New health campaigns on traffic safety and 
gastroenteritis in Argentina and on cancer prevention in Italy targeted approximately 800 employees.
Annual biomedical screenings and health checks were performed on 100 employees in the UK, approximately 1,000 
in India, 1,200 in China, 3,070 in Brazil, and 62 in Argentina. In addition to annual screenings, over 1,000 employees in 
Basildon (UK) were offered free eye examinations and prescription glasses. In Italy, a new screening for maculopathy 
was offered to 1,800 employees in Turin under the program Guardiamoci negli occhi (Let’s look into each other’s eyes). 
Through the wellness program THRIVE, which promotes behavioral change through information on health issues and 
financial incentives, employees in the USA were encouraged to complete health assessments and biomedical screenings. 
In 2018, 90% of eligible employees participated in wellness activities (assessments and biomedical screenings), and 11% of 
eligible employees committed to stopping smoking through the Breaking Free voluntary cessation program. Indeed, the 
Company continued to encourage smoking cessation as part of its main health programs, and, in 2018, 20 employees in 
Jesi (Italy) and 3 in Sete Lagoas (Brazil) also joined specific programs to quit smoking.
Targeted programs were organized at Company plants to help workers maintain their health and reduce the risk of injury. 
Stretching programs, involving pilates and yoga, benefitted 100 workers at the Madrid and Valladolid plants (Spain), 250 
at the Piracicaba plant (Brazil), 34 at the San Matteo plant (Italy), and 17 at the Ulm plant (Germany). At Sankt Valentin 
(Austria), 37 employees took advantage of in-house physical therapy. The Back School, introduced in 2016 at the Madrid 
plant (Spain) to provide employees with back exercise and rehabilitation machines, benefitted 200 employees in 2018. 
Ergonomics programs in Brazil benefitted employees in Contagem and Curitiba, and 45 welding employees in Germany 
received ergonomic screenings. Other offerings, including workshops and assessments on stress reduction, mindfulness, 

1,810
SCHOOL KITS 
FOR EMPLOYEES’ 
CHILDREN 
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healthy eating, and addiction, took place in 11 countries, benefitting more than 7,000 employees. To 
encourage good nutrition, free fruit was distributed to 500 employees in Sankt Valentin (Austria) and 
to 173 employees in Lugano (Switzerland). 

Throughout the year, for all the above-mentioned activities, CNH Industrial developed a number of 
internal communication campaigns to raise awareness of the different topics and keep employees 
informed and engaged. In particular, the Company created ad hoc internal campaigns to inform 
employees about new flexible benefits offerings, such as Conto Welfare, as well as a communication 
framework called Building a Better Workplace to promote on-site services aimed at improving 
employee life quality at work. Special attention was also given to preventive health care, through 
the launch of several targeted communication campaigns. The global Well! campaign continued to 

provide all employees with tips on the prevention of minor illnesses and potential health problems through posters and 
a dedicated corporate Intranet page; in 2018, the Company distributed 4 new communications: 2 on blood sugar, 1 on 
blood donations, and another on neck pain. Finally, seasonal flu prevention campaigns (offering workers voluntary 
vaccinations) were organized at locations worldwide, advertised through posters and communications on internal bulletin 
boards and the corporate Intranet, leading to the administration of approximately 8,000 vaccines.

flexible working

Flexibility in working hours, including part-time employment (see page 70), allows employees to balance their time when 
needs arise, such as for childcare, care for the elderly or other personal requirements. CNH Industrial offers flexible 
working hours according to local customs and regulations. In 2018, the Company 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 approximately 83% of the employees surveyed1 took advantage of flextime, and that this system 
was utilized most in North America and LATAM, both at 100%, while in EMEA the percentage was 84.8%, and in APAC 
36.1%. Another survey2 showed that, between November 2017 and October 2018, 5,830 employees (9% of the total 
CNH Industrial personnel) took leave of more than 3 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. Overall, 5.8% 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, while 17% was granted to female employees. The type of leave most taken by employees was 
family related (almost 82% of the total), with 16.8% of this taken by female workers. Study leave comprised 10.7% of 
the total, 84.8% of which was taken by male workers, while leave taken for personal treatment and care amounted to 
about 5.2% of the total, with 37.1% of this taken by female workers. Sabbatical leave in 2018 was 2.2%, an increase on the 
1.4% recorded in 2017. These benefits are part of a corporate philosophy that aims for a healthier, more motivated, and 
sustainable workforce that actively participates in the Company’s success.

8,000  
EMPLOYEES 

RECEIVED FLU 
VACCINES

(1)	 Survey of all Company employees, excluding hourly employees, carried out on October 31, 2018.
(2)	 Survey of all Company employees carried out on October 31, 2018.

LEAVE OF 3 DAYS OR MORE 
CNH INDUSTRIAL WORLDWIDE 

10.7% 
STUDY LEAVE

5.2% 
PERSONAL CARE

2.2%
SABBATICAL

81.9%
FAMILY CARE
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In 2018, the Company continued to offer a number of flexible working arrangements. Approximately 4,200 employees 
at selected sites in Argentina, Brazil, India, Italy, Russia, and Turkey benefitted from flexible shift scheduling. In Brazil, 1,042 
employees joined an hour bank plan, through which they were able to convert their overtime hours into time-off, for 
use at a later date. Eligible employees in the USA and Canada continued to benefit from the Birthday Time-Off vacation 
policy, which allows them to take an extra day off each year on or within 30 days of their birthdays. 

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), collective labor agreements, and Company policies. In 2018, 2,948 employees3, 
approximately 4.6% of Company personnel, took maternity, paternity, adoption or breastfeeding leave.
Overall, 75.8% of total leave was in EMEA, 13.8% in LATAM, 7.4% in APAC, and the remainder in North America. In 
terms of gender, 65.9% of overall leave was taken by male workers. Paternity leave accounted for approximately 61.1% of 
the total, maternity leave for 26.2%, while breastfeeding leave accounted for 12.6%. The percentage of leave for adoption 
was negligible. Over the total workforce, parental leave was most frequent in EMEA (5.3%) and in LATAM (5%). In North 
America, in 100% of cases, the conditions of maternity leave were more favorable than those required by law.

(3)	 Survey covers the period from November 1, 2017 to October 31, 2018

In October 2018, another survey was conducted in EMEA on the number of employees, by gender, who had returned 
to work after parental leave. The survey was carried out in Italy, Belgium, Spain, and Poland (where 41% of total CNH 
Industrial personnel are employed), and showed a return to work rate of 97.5% and a retention rate of 93.4%. The 
retention rate was negatively skewed by the presence, among the employees who took parental leave, of temporary 
workers whose assignment came to an end in the 12 months following their return to work. Excluding the exits of 
temporary employees in the 12 months following their return, the retention rate would be 95.8%. The results of the 
survey are reported in the table below.

(a)	 Number of employees entitled to parental leave as at October 31, 2018, as per applicable laws, collective labor agreements, and/or Company policies.
(b)	 From November 2017 to October 2018.
(c)	 In North America, paternity, adoption, and breastfeeding leaves are included in family care leave, and so are not included in the data for parental leave.
(d)	 In many time keeping/payroll systems, adoption leave is coded as maternity or paternity leave; therefore, the data for adoption is partial.

PARENTAL LEAVE
CNH INDUSTRIAL WORLDWIDE (no.)

Maternity leave entitlement Paternity leave entitlement Adoption leave entitlement Breastfeeding leave entitlement

Total Men Women Total Men Women Total Men Women Total Men Women

Total number of 
employees entitled to 
parental leavea

9,669 - 9,669 53,638 53,638 - 54,521 45,625 8,896 26,278 18,078 8,200

Maternity leave Paternity leavec Adoption leavec, d Breastfeeding leavec

Total Men Women Total Men Women Total Men Women Total Men Women

Total number of 
employees taking 
parental leaveb

773 - 773 1,801 1,801 - 3 - 3 371 141 230

RETURN TO WORK AFTER PARENTAL LEAVEa

CNH INDUSTRIAL EMEA (no.)

Total Men Women

Employees who returned to work in the reporting  
periodb after parental leave ended 807 684 123

Employees who returned to workc after parental leave ended and  
who were still employed 12 months after their return to work 733 598 135

(a)	 Survey carried out in Italy, Belgium, Spain, and Poland.
(b)	 November 2017 - October 2018.
(c)	 In the period November 2016 - October 2017.

GRI STANDARDS                 GRI 401-2; GRI 401-3
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INCLUSIVENESS AND PRIDE
The Company continued to implement several initiatives worldwide, in line with its key target to 
increase the number of employees involved in volunteering activities during paid working hours by 10% 
by 2022 compared to 2018. Through #ImpactDay, a volunteering and team-building initiative launched 
in North America in 2016, 560 employees volunteered 3,601 working hours over the course of 2018 
for initiatives linked to food banks, shelters, disaster relief, and other charitable causes. Employees also 
continued to benefit from the Volunteer Time-Off (VTO) policy, introduced in 2016 to allow eligible 
people to use up to 8 hours a year during working hours to volunteer, with 129 employees donating 
795 hours of VTO in 2018.
In EMEA, CNH Industrial’s Social Team Building program engaged employees in relationship building 

while working on specific sustainability projects. For example, under the initiative organized with the Rise Against Hunger 
organization, employees packed 1,000 meals that were distributed to people in need in Zimbabwe and other countries. 
In 2018, 339 employees dedicated 1,077 volunteer hours through Social Team Building events. 
In Brazil, the Company held several major events at its sites to promote employee volunteering, with a total of 275 
employees volunteering 1,336 hours for local community initiatives during working hours. The Winter Clothes Campaign, 
which took place at all locations in Brazil, involved 60 volunteers and the donation of 4,293 articles of clothing. During 
the yearly June Benefit Party, employees, their families, and members of the community came together to enjoy food and 
games and to raise funds for social institutions with whom the Company works, involving more than 3,400 people. 

Worldwide, blood drives also continued to take place across the Company. In 2018, they involved more than 1,030 
employees.

Besides encouraging employees to interact with local communities, CNH Industrial also seeks to involve employee 
families in Company life, such as during its Open Days, when everyone is invited to take part in tours and fun activities 
involving carnival games, music, and food. During 2018, Open Day festivities took place at 10 plants worldwide. The 
Company also organized special Bring Your Child to Work days at 20 locations, engaging more than 4,000 employees, 
as well as holiday parties or gifts for employees’ children in Belgium, Brazil, Italy, Russia, Switzerland, and the UK. CNH 
Industrial supports local educational awards programs, such as the Talent Scholarship Scheme in China and India, which 
recognizes children of employees for their outstanding academic results and other talents. In 2018, 18 children in China 
and 88 in India were awarded as part of this program. In Mexico, the Alumnos Destacados program awarded a backpack 
each to 240 employees’ children who received top marks.

Sports and recreational activities are opportunities for employees to network with one another, while doing 
something positive for their health. In 2018, more than 400 employees in Australia, Austria, Germany, Spain, and the 
USA, were involved in running teams and footraces sponsored by the Company. In Italy, the plant in Jesi continued to 
engage 300 employees in its annual CNH Industrial Olympic Games, and 150 employees joined a similar event in Brescia. 
200 employees in Madrid (Spain) joined people with disabilities in a Special Olympics in 2018, while in Turin (Italy), 400 
employees participated in a memorial open day in which they could try out a variety of sports. Furthermore, 2,000 

4,678   
WORKING HOURS 

VOLUNTEERED 
FOR TEAM-BUILDING

Through its long-standing grants and scholarship program, known as the Student 
Achievement Awards, the Company continued to offer the children of employees a 
chance to qualify for grants based on their academic excellence. The program is open 
to students with a high school or university diploma, or a university degree, and 

covers all countries where the Company has a significant presence. The Awards policy is overseen 
by the Grants and Scholarship Committee and is implemented through regional committees that 
have contacts in all countries involved. In 2018, the program awarded 165 grants and scholarships 
totaling $465,541 to employees’ children worldwide. 

STUDENT ACHIEVEMENT AWARDS

OUR PROJECTS
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employees across Italy joined one of the Company football teams as part of the Agnelli Tournament, and 120 participated 
in a special foosball tournament, with proceeds donated to the Telethon foundation (see page 110). At the plants in 
Antwerp and Zedelgem (Belgium), 855 employees were involved in athletic and recreational team sports, arranged 
through a special sports committee. In France, 54 employees participated in the L’Ardèchoise cycling race, while in New 
Holland (USA), 37 employees joined the Pedal to Preserve bike event (see page 111). In North America, 4 locations 
sponsored local employee baseball, softball, and bowling teams. Games and tournaments between CNH Industrial 
employees and those from other companies continued in Denmark, where approximately 140 employees took part in 
an intercompany DHL event, and in Turkey, where 5 employees took part in the Corporate Games. 
In LATAM, the Company held several sports events near its plants for employees and their families.
In Brazil, the Sesi Games saw 346 employees from the plants in Piracicaba, Sete Lagoas, and Sorocaba involved in athletics 
events, while 5,717 employees were provided access to sports practice areas near 4 Company plants. In APAC, all CNH 
Industrial employees at the Khimki site (Russia) were involved in a friendly football match against other local companies, 
while major sports events were organized in India, from cricket and volleyball to badminton and football. In China, a 
basketball team was formed in Urumqi and a football team in Shanghai.

To engage its diverse and global employee population, and foster a sense of belonging and pride, 
CNH Industrial carries out several Company-wide internal communication initiatives. Its LINK magazine 
connects with and engages salaried and hourly employees across the globe through success stories, 
positive examples of teamwork, and best practices from throughout the Company. The magazine 
has a circulation of 63,000 employees worldwide and is available in 17 languages. Furthermore, CNH 
Industrial circulates 12 regional digital newsletters, which highlight activities and events of local interest 
and serve as an important means of recognizing employees. 
During the year, CNH Industrial continued to develop its motivational campaigns on World Class 
Manufacturing (see page 168) at its plants and World Class Logistics (see page 218) at its depots. The 
campaigns included mega posters featuring both employee photographs and quotes about their work, 
which were installed at 4 additional plants and depots across the Company, with more planned for 2019.
Bringing leadership and employees face-to-face is another way CNH Industrial seeks to better connect 
its people. To this end, quarterly town hall meetings were held across the Company to offer employees 
the chance to ask leaders direct questions, as they listened to quarterly results presentations. Moreover, 
other activities were organized in specific countries to allow employees to interact with management in an informal 
setting, such as the Mann ki Baat coffee hour established in India in 2017, with 3 meetings held during the year involving 
80 employees. In 2018, with the arrival of the new Chief Executive Officer (CEO), a special Intranet page and dedicated 
email box were created to invite employees to interact directly with the Company’s leader. Additionally, new quarterly 
videos by the CEO keep employees across CNH Industrial abreast of new developments and priorities, fostering two-
way communication.

In 2018, bringing together a passion for both sports and the environment, the plant in 
Bolzano (Italy) set up a group to join the fitness trend originated in Sweden known as 
plogging. A combination of the Swedish ‘plocka upp’ (to pick up) and ‘jogging’, it involves 
picking up litter while running through streets, parks, and squares, ensuring it ends up 

in landfill. The mastermind behind this initiative is a plant employee and former karate champion for 
the Senegal team, who organizes weekend meet-ups via a Facebook group.
His followers are a close-knit team of hourly and salaried employees of all nationalities, and interest 
from workers has grown in part through word of mouth. The initiative has gone viral and been 
covered in interviews and articles in the local press. 
It has also increased environmental awareness, with several employees volunteering as ‘Captains 
of Energy’, who take turns to ensure plant lights are switched off at shift-end and who lead by 
example in adopting new green behavior, becoming actively involved in the sustainability goals of 
World Class Manufacturing.

PLOGGING IN BOLZANO

OUR PROJECTS

63,000   
EMPLOYEE 
READERSHIP 
FOR LINK 
MAGAZINE
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EMPLOYEE ENVIRONMENTAL FOOTPRINT

COMMUTING
CNH Industrial is committed to improving employee commuting to and from work by encouraging the integration and 
efficient use of available transport systems and by subsidizing eco-friendly mobility solutions.
This approach brings benefits not only in terms of environmental impact, but also of employee satisfaction and wellbeing, as 
it lowers commute times, costs, stress, and the risk of accidents, and increases socializing opportunities among colleagues. 

The Company collaborates on 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.
CNH Industrial’s plants in Italy partnered with local authorities to implement a number of initiatives based on the mobility 
assessments performed and commuting plans adopted. Similar assessments and plans were also prepared for 3 plants 
in France. 
In Italy, the Company subsidized the purchase of transit passes for 109 employees in Lecce, Modena, and San Matteo. 
In Switzerland, it subsidized public transportation costs for 28 employees in Lugano, as well as commuting costs for 164 
employees living near its site in Arbon. In Belgium, it offered free bus and train passes to 195 employees.

CNH Industrial encourages its employees to carpool. In Spain and Italy, the Jojob carpooling app is 
available for 10 sites (4 of which were added in 2018), where more than 30 carpoolers were recognized 
as ‘champions’ during the year. In 2018, carpoolers shared over 510,000 kilometers on their commutes, 
cutting CO

2
 emissions by over 40 tons.

Many other sustainable mobility initiatives continued at various plants and offices worldwide. In 
Piracicaba, Contagem, Sete Lagoas, Sorocaba, and Betim (Brazil), Harbin and Chongqing (China), 
Annonay (France), Pune, Pithampur, and Greater Noida (India), Turin (Italy), Khimki and Chelny 
(Russia), Madrid and Valladolid (Spain), and Istanbul (Turkey), the Company continued to provide 
shuttle services for employees commuting between their workplaces and nearby strategic points, 
benefitting more than 8,400 people.

Many bike events continued at several locations throughout the year. In September, all CNH Industrial 
sites in Italy took part in the Giretto d’Italia, where people are encouraged to travel to work by bike, 
with a special mention for the cities with the greatest number of participants. In 2018, more than 1,400 

employees participated. 
Furthermore, 479 employees in Belgium received mileage compensation for biking to work, and 109 participated in bike 
leasing. In France, employees were partially reimbursed for commuting by bike or public transportation. Employees in 
North America joined weekend biking events sponsored by the Company, including the annual Pedal the Parks ride in 
Burr Ridge (USA) and the Pedal to Preserve initiative in New Holland (USA) (see page 111). For employees driving electric 
cars, 2 plants in the USA set up recharging areas.
In Turin (Italy), thanks to an agreement with a local enterprise, the Company launched a summer bike sharing initiative, 
offering employee discounts when bikes were used to commute to work. The bikes were used for approximately 140 
trips per month, mostly for commutes between the site and public transportation hubs. Another bike sharing initiative 
was launched in Argentina for commutes between the plants in Cordoba, benefitting 44 employees. 

BUSINESS TRAVEL
Since 2011, CNH Industrial has assessed the impact of employees’ business travel by air through continual monitoring 
of the associated CO

2
 emissions. In 2018, air travel by employees managed directly through Company headquarters1 

generated 9,450 tons of CO
2
 emissions for approximately 28,300 business trips, 71% of which were medium haul2.  

8,400     
PEOPLE 

BENEFITTED 
FROM SHUTTLE 

SERVICES

(1)	 Data refers to Italy, France, the UK, Germany, and Spain.
(2)	 Medium-haul transfers are those from 500 to 1,600 kilometers.
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This figure was calculated according to the GHG Protocol and certified by Atmosfair, a climate protection organization 
with a particular focus on the 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 have the most significant environmental 
impact, as CO

2
 is an inevitable by-product of fuel combustion in aircraft3. 

However, the Company’s business travel is rationalized, and its environmental impact contained, by using computer 
technology (Internet and electronic communication systems) to enable employees across the globe to interact effectively.
In 2018, audio conferencing and instant messaging services were enhanced, with an average of 150,000 online sessions 
per month.
Since 2011, CNH Industrial has also been investing in the phase-in of video conference facilities, and in 2018 it further 
enhanced its high-quality TelePresence videoconferencing system. There are now 93 specially-equipped conference 
rooms (79 in 2017), and these facilities were used for 51,398 hours throughout the year. 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 CO

2
 emissions.

In 2018, approximately 7,900 personal computers and 1,200 technical workstations were replaced with new equipment 
featuring more efficient power supply units, optimizing the consumption of electricity drawn from the grid.
Additionally, 3,013 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 tenders for ICT supply contracts, the assessment of suppliers 
will include sustainability requirements.
As regards the Data Center, which houses the computer systems hosting the IT applications and services, the ICT 
Department implements 2 complementary strategies: the virtualization of servers and their allocation to second/third 
generation data centers to optimize energy consumption. In 2018, approximately 230 physical servers were eliminated, 
and around 1,000 were moved to new generation data centers.
New and more environmentally friendly technologies are also being implemented with regard to data storage, opting for 
all-flash solutions instead of hard disks. In 2018, 300 terabytes of disk space was moved to all-flash storage.

INDUSTRIAL RELATIONS
CNH Industrial qualifies as a European 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). The Council was established in July 2015, pursuant to the subsidiary provisions set forth by the 
law of the Netherlands, transposing the Directive 2009/38/EC; it comprises 22 members representing CNH Industrial 
employees in 18 countries of the European Union. In 2018, 1 EWC plenary meeting and 4 meetings with the EWC Select 
Committee took place to discuss cross-country Company initiatives.

FREEDOM OF ASSOCIATION
Under the CNH Industrial Code of Conduct, the Company recognizes and respects the right of its employees to be 
represented by trade unions or other representatives established or appointed as per local applicable legislation. In 2018 
(figures as at October 31, 2018), a survey on unionization was carried out in all the countries where CNH Industrial 
operates. Freedom of association is regulated by country-specific legislation. In certain countries, 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. 

(3)	 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 (CO

2
), ozone (O

3
), and methane (CH

4
); 

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 the 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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At the time of the survey, 13 countries were excluded due to data privacy protection, accounting for 23.4% of CNH 
Industrial’s employees, whilst 21 countries had no employees affiliated with a trade union, and accounted for 1.6% 
of the population mapped. It should be noted that the absence of employee affiliations with trade unions does not 
exclude employees from establishing representation bodies with information, consultation, and negotiation rights. This 
is the case in Romania, for instance, where the approximately 200 CNH Industrial employees (representing 19.7% of 
the workforce of the 21 countries with no employee affiliations to trade unions) elected a representative body with 
information, consultation, and negotiation rights.

representative bodies

Representative bodies, normally elected by workers at their respective plants, have the right to be 
informed and/or consulted and/or to enter negotiations on issues that, as defined by law or applicable 
collective agreements, may regard health and safety in the workplace, wages and benefits, operational 
issues (working hours, shifts, collective vacations, etc.), training, equal opportunities, company 
restructuring, collective redundancies, 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, representative 
bodies are only present at sites where a trade union is already established. 

A survey carried out on October 31, 2018 in all the countries where CNH Industrial operates revealed 
the absence of any employee representative bodies in 23 of those countries (comprising only 1.8% of 
the workforce surveyed).
Worldwide, more than 77% of employees are covered by representative bodies.

UNION MEMBERSHIPa

CNH INDUSTRIAL WORLDWIDE (%)

77

74

65.5

60.9

54.5

52

47.8

41.7

40.2

38.4

15.9

6.5

4.5

17.3

23

26

34.5

39.1

45.5

48

52.2

58.3

59.8

61.6

82.7

84.1

93.5

95.5

MEXICO

ETHIOPIA

CHINA

POLAND

SPAIN

ARGENTINA

SOUTH AFRICA

ITALYb

UK

CZECH REPUBLIC

BRAZIL

USA

INDIA

CANADA

Union membership
Non-union membership

(a)	 Survey carried out on October 31, 2018.
(b)	 Figures for Italy updated as at December 31, 2018.
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joint committees

In October 2018, a survey conducted in all the countries where CNH Industrial operates1 showed that more than 83% of 
employees were represented by occupational health and safety joint committees (i.e., committees made up of Company 
and worker representatives). Other joint committees addressing equal opportunities, training, and pay were found to 
represent 45.3%, 38.2%, and 5.9%, respectively, of the employees surveyed. Moreover, more than 55% of those surveyed 
were represented by joint committees dealing with other issues, including:
n	 the Joint WCM Steering Committee providing for the shared involvement with and leadership over plant WCM 

activities, established at the plant in Burlington (USA)
n	 the Joint Safety Steering Committee established at the Fargo plant (USA)
n	 peer review committees for suspension and termination, in place at several locations in the USA and Canada
n	 joint committees for the management of apprenticeships and for social issues relating to single workers
n	 joint committees on housing, employee transportation, childcare, and cafeterias
n	 several joint committees established in Italy under the collective labor agreement (CLA), such as the National Joint 

Committee, the National Joint Committee on Welfare, joint committees on organization and production systems at 
plant and/or production unit level, and joint committees on World Class Manufacturing (WCM) and plant efficiency 
established at plant level.

DISTRIBUTION OF JOINT COMMITTEES BY TYPE 
CNH INDUSTRIAL WORLDWIDE 

36% 
OCCUPATIONAL 

HEALTH & SAFETY

9% 
TRAINING

3%
PAY

45%
OTHER

7% 
EQUAL OPPORTUNITIES

COLLECTIVE BARGAINING AGREEMENTS
As at December 31, 2018, collective bargaining agreements covered more than 80% of Company employees2. This is 
an average figure based on local practices and regulations, as shown in the table below. It should be noted that 39.5% 
of these agreements were signed with unions or employee representatives representing more than 50% of Company 
employees.

(1)	 Data based on a survey of 99.9% of CNH Industrial’s workforce worldwide.
(2)	 Survey conducted on 98% of CNH Industrial’s global headcount.

2018 COLLECTIVE BARGAINING AGREEMENT COVERAGE
CNH INDUSTRIAL WORLDWIDE (%)

Employees surveyed
Employees surveyed covered by 
collective bargaining agreements

EMEA 98 99
North America 100 18
LATAM 100 95
APAC 93 10
World 98 80
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COLLECTIVE LABOR AGREEMENTS
In 2018, CNH Industrial signed a total of 190 agreements at either Company or plant level, 12 of which included agreed 
provisions on health and safety matters. The main wage and regulatory agreements signed in 2018 with Company legal 
entities include:
n	 the agreements reached in the annual negotiations in France, providing for wage increases ranging from slightly below 

to above inflation levels, depending on business results
n	 the agreement reached in the Czech Republic in March 2018, providing for wage increases above inflation as of April 

2018 and as of April 2019, owing to country-specific circumstances and to positive business results
n	 the agreements reached at the 2 plants in Plock and Kutno (Poland) in March and July 2018, respectively, providing for 

wage increases above inflation owing to country-specific circumstances and to positive business results
n	 the agreement signed in Italy in December 2018, aimed at improving the flexible benefits scheme and extending it for 

a few years. The scheme applies to all CNH Industrial employees in Italy except managers (approximately 17,200 as at 
December 2018)

n	 the agreements reached in Brazil and Argentina, providing for the alignment of pay increases, benefits, and working 
conditions with those applied across the countries’ industrial sectors.

2018 MAIN ISSUES COVERED UNDER THE AGREEMENTSa 
CNH INDUSTRIAL WORLDWIDE (%)

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

On April 27, 2018, at the Fargo plant (USA), CNH Industrial signed a new 
collective labor agreement (CLA) with the International Association of 
Machinists (IAM), effective from April 30, 2018 to April 28, 2024. 
This agreement applies to all hourly workers at the plant, and includes the 
following provisions:
n	 the introduction of a new variable pay plan based on the plant’s World Class 

Manufacturing (WCM) performance, with payments made twice a year 
based upon an audit of the plant’s WCM program 

n	 several new provisions regarding working hours and manpower utilization, 
including greater flexibility in scheduling overtime assignments to specific 
employees.

NEW COLLECTIVE 
LABOR 
AGREEMENT 
AT THE FARGO 
PLANT

FOCUS ON

Issues covered under the agreements Coverage

Operating issues 49.3
Wages/Pay issues 17.2
Other 16.6
Training 5.4
Health & Safety 4.1
Restructuring 2.7
Equal opportunities 2
Career development 1.4
Employability & lifelong learning 1
Stress management 0.3
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GRIEVANCES ON LABOR PRACTICES
In 2018, several collective disputes/disagreements involving works councils, employee representative bodies, or unions 
were filed, discussed, and resolved worldwide, in compliance with specific procedures set forth by law or collective labor 
agreements (CLAs). It should be noted that, in the USA, grievances are a very common practice at unionized sites with 
a conciliation body established according to the applicable CLA. A similar practice is in place at certain non-unionized 
sites in the USA, where conciliation bodies, known as Peer Review Committees for Suspension and Termination, are 
established according to Company policy.
For further details on the number of grievances filed and resolved, see the table below.

MINIMUM NOTICE PERIOD FOR OPERATIONAL CHANGES
In the European Union (EU), the Council Directive 01/23/EC stipulates that, should a contractual sale or merger result 
in the transfer of a business, plant, or parts thereof, an information and consultation procedure must be conducted with 
employee representatives. The procedure must be initiated 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 employers to hold consultations with workers’ representatives whenever collective 
redundancies are being contemplated. Accordingly, CNH Industrial subsidiaries comply with the regulatory provisions 
resulting from the adoption of the above directives in each individual EU member state.

In the USA, the federal Worker Adjustment and Retraining Notification Act (WARN), which applies to both unionized 
and non-unionized sites, requires employers to give a minimum of 60-days’ notice for any action that will cause at least 50 
employees, or 33% of the workforce, to lose their jobs. The collective bargaining agreements between CNH Industrial 
America LLC and International Union, United Automobile, Aerospace, and Agricultural Implement Workers of America 
(UAW), which cover the plants located in Burlington and Racine, 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, 2022. A separate letter of understanding under the same collective bargaining agreement requires the Company 
to provide 6-months’ advance notice to the local union in the event of a full plant closure. Should this 6-month notice 
period impair the Company’s need for speed, flexibility, and confidentiality, the Company may provide such notice no less 
than 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 90 days prior to the scheduled depot closure date. At non-unionized sites and unionized locations with 
no specific requirements under 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 advance notice.

In Brazil, bargaining is not mandatory in the event of the transfer of a business, plant, or parts thereof, resulting from 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 focus on minimizing social impacts, if any. Operational changes within 
the LATAM Region, such as the deployment of new technologies to improve work efficiency, quality, competitiveness, 
or 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.

2018 GRIEVANCES FILED AND RESOLVED
CNH INDUSTRIAL WORLDWIDE (no.)

Grievances filed Grievances resolved

EMEA 5 1
North America 273 238
LATAM 1 1
APAC - -
World 279 240
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In China, the National Labor Union stipulates that all operational changes such as reorganizations, restructurings, or 
actions causing 20 or more employees, or 10% of company employees, to lose their jobs must be notified to the Labor 
Union itself. Such operational changes must be filed and approved by the Labor Bureau 30 days prior to any further 
notifications or actions, or the changes are deemed illegal.

In Australia, the collective bargaining agreements applicable to CNH Industrial and IVECO include a clause that requires 
both to notify unions, delegates, and officials within 28 days in the event of changes that may significantly affect employees. 

In Russia, the minimum notice period required in the event of operational changes is 2 months. The Company must also 
notify the local employment center in advance if mass redundancies are planned.

MANAGEMENT OF PRODUCTION LEVELS
In 2018, CNH Industrial’s work with trade unions and employee representatives to reach consensus-based solutions for 
managing market conditions varied across the different businesses and markets.

At EMEA plants, production volumes in 2018 showed an upward trend in most segments compared to the previous 
year. In the Agricultural Equipment segment, only the Jesi plant (Italy) had to resort to production stoppages, for a few 
days per month as of the second quarter, whilst the remarkable growth in volumes at the Sankt Valentin plant (Austria) 
led to a line rate increase at the end of the first quarter, resulting in better equipment saturation. In the Construction 
Equipment segment, production volumes on almost all product lines continued to grow at both the Lecce and San 
Mauro plants (Italy), requiring the use of overtime and, at the latter plant, temporary workers. In the Commercial 
Vehicles segment, the further increase in light-duty truck production volumes at the IVECO plant in Suzzara (Italy) was 
managed through overtime and by hiring permanent and temporary workers. Medium-duty truck production volumes 
in Brescia (Italy) decreased, requiring production stoppages, mainly in the second half of the year. Heavy-duty truck 
volumes at the Madrid plant (Spain) dropped significantly from the previous year. To cope with this temporary trend, the 
Company had to resort to temporary layoffs (ERTE3), as required by Spanish law; the layoff plan covers the period June 
2018-March 2019, for up to a total of 105 days, and the conditions applicable to the employees affected, agreed with the 
Works Council, are more favorable than the statutory ones. The Iveco Defence Vehicles plant in Bolzano (Italy) and the 
ASTRA plant in Piacenza (Italy) continued to require production stoppages, although fewer than in the previous year. Bus 
production volumes increased at the plants in Rorthais (France) – reversing the downward trend of the last couple of 
years – and in Vysoke Myto (Czech Republic) – where the previous upward trend continued – requiring both plants to 
make use of overtime and to hire temporary and permanent workers.

In North America, white collar and hourly employment levels increased slightly throughout the year due to increased 
market demand. Several Agricultural Equipment and Construction Equipment plants increased production levels 
compared to 2017, with the plants in Burlington, Fargo, and Racine (USA) increasing their headcounts over the course 
of 2018.

In LATAM, both the Construction Equipment and Commercial Vehicles plants in Brazil reported a major increase in 
production volumes compared to the previous year. The former managed this by hiring temporary workers, the latter 
by claiming time bank hours and with some additional overtime. Due to the economic crisis in Argentina, volumes across 
all brands were insufficient to ensure the full utilization of the workforce, thus requiring the combined adoption of a 
voluntary dismissal program and down days.

In APAC, the management of production levels varied by segment. The Commercial Vehicles plant in Dandenong 
(Australia) dealt with a further increase in volumes by hiring additional labor. In China, the Agricultural Equipment plant 
in Harbin adopted flexibility schemes for its hourly employees, entailing overtime during peak periods and days off in 
the low season, so as to align production levels with the seasonal market demand for harvesting products. In India, the 
Agricultural Equipment plants in Noida and Pune and the Construction Equipment plant in Pithampur coped with volume 
fluctuations by reducing temporary workers and using collective vacation days during low production periods. The plant 
in Chelny (Russia) dealt with volume fluctuations by leveraging temporary workers.

(3)	 Expediente de Regulación Temporal de Empleo (temporary workforce adjustment plan). 
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RESTRUCTURING AND REORGANIZATION
In EMEA, in 2018, the IVECO plant in Brescia (Italy) completed the restructuring plan announced in 2015 by executing 
the last agreement signed with the unions in November 2017, providing for up to 50 dismissals by the end of April 2018: 
accordingly, more than 40 employees, who met the requirements for retirement during the period covered by the 
unemployment benefit scheme, left the Company, receiving severance payments higher than statutory requirements.
At the Ulm plant (Germany), which manufactures firefighting vehicles, under the agreement with the workers’ council 
signed in October 2017 and concerning 200 employees to be made redundant between 2017 and 2018, around 50 
employees left the Company voluntarily, receiving better severance packages than required by law. Under the same 
agreement, 20 employees aged 58 or above voluntarily agreed to join a special bridging pension scheme, with severance 
provisions above statutory requirements. In December 2018, in agreement with the workers’ council, the settlement 
announced in 2017 was extended until September 2019 so as to complete the dismissal plan.

In LATAM, the ongoing economic recession in Argentina is expected to continue for the next few years and will 
inevitably affect production volumes. For this reason, the Company was forced to implement a voluntary dismissal 
program making 150 workers redundant at 2 plants in Cordoba, providing severance packages above legal requirements 
so as to minimize the social impact.

LABOR UNREST
In Italy, the overall level of labor unrest in 2018 was low, albeit higher than the previous year.

In France, apart from a few episodes at different sites related to annual wage negotiations or due to specific operational 
reasons, most strikes were associated with the national anti-government protest of the so-called ‘yellow vests movement’.

In Belgium, employees from all legal entities joined national protests against pension reform.

In other countries, the overall levels of labor unrest in 2018 were either zero or negligible.
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MANAGEMENT FRAMEWORK
CNH Industrial’s relationship with local communities is a key material topic, as emerged from the materiality analysis. 
Living and working in synergy with the surrounding area, 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. Local initiatives are also deemed to have 
powerful strategic potential when integrated within a shared value strategy. 
Organizations involved in activities to benefit local communities are regularly engaged in the materiality analysis (see 
page 16). The stakeholder engagement activities carried out in 2018 highlighted the importance for a company like CNH 
Industrial of being a corporate citizen embedded in the community and part of it; stakeholders acknowledged, however, 
the major challenge of being recognized as a community member. To achieve this objective, a company should enhance 
local 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, to improving the effectiveness of public 
works investments, and to safeguarding rural environments. Each regional Chief Operating Officer1 (COO) has the highest 
responsibility for initiatives related to local communities. Based on the above principles, the individual functions 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. In line with its business approach and the opinions of 
stakeholders, the strategy developed by the Company prioritizes youth training and quality education, food availability, 
and measures to combat climate change. To this end, it continued to pursue a number of projects related to the global 
challenges it selected in 2016 as most relevant, particularly food scarcity and food security and climate change.
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 
the 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 Community Investment Policy, available on the Company’s 
website, ensures that activities are managed consistently, identifying methods and defining areas of application at 
global level. Specific guidelines are then implemented by geographic area to best adapt the process to local needs. 
The Compliance Helpline is an operational grievance mechanism available to CNH Industrial’s local communities to 
report potential violations of corporate policies, the Code of Conduct, or applicable laws (see page 50).
In 2018, the Company decided to combine regional targets for the engagement of local communities into a single global 
target: a 50% increase in the number of people involved in its local community initiatives by 2022 compared to 2017. 
This new key target was incorporated into the Sustainability Plan, aiming at the continuous improvement and monitoring 
of such activities (see page 30). Some of these targets are also included as individual objectives in the Performance and 
Leadership Management (PLM) system (see page 85). Projects and their results are included in the Sustainability Report, 
on the corporate website, and on other dedicated websites. In 2018, the resources allocated by CNH Industrial to 
communities were valued at more than $5.8 million. 

$5.8
INVESTED IN 
LOCAL 
COMMUNITIES

(a)	 Represents the monetary value of hours of volunteer work carried out by employees during working 
hours (also includes initiatives where legal entities are fully or partially reimbursed through public funds).

CONTRIBUTION TO LOCAL COMMUNITIES   
CNH INDUSTRIAL WORLDWIDE 

18% 
DONATIONS 

IN KIND

8%
TIMEa  

74%
CASH  
CONTRIBUTIONS 

BY TYPE

23% 
North

America

17%
LATAM  

34%
EMEA

26% 
APAC

BY REGION

MA

(1) Function names and roles as at December 31, 2018.
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IMPACT MEASUREMENT AND VALUATION
CNH Industrial addresses social needs through specific business tools, managed at regional level, to better meet local 
communities’ actual needs: 
n	 the Social Return on Investment (SROI) methodology, which measures the impact of an initiative on society and the 

social value generated
n	 the Social Impact Assessment (SIA) tool, which measures the effectiveness of an initiative and its ability to address 

needs.
Both of these tools help CNH Industrial select projects that specifically generate social and business value while addressing 
local community needs. 

social return on investment

The impact of improvement projects on society and the social value generated were assessed and quantified using the 
Social Return on Investment (SROI) methodology developed by Social Value UK1. This methodology takes account of 
stakeholders’ viewpoints and uses financial proxies to assign a value to social impacts identified as such by stakeholders, 
which typically do not have a market value. 
The SROI analysis entails 6 stages:
n	 establishing scope and identifying key stakeholders
n	 mapping outcomes
n	 evidencing outcomes and giving them a value
n	 establishing impact
n	 calculating the SROI
n	 reporting, using, and embedding.

Since 2015, the methodology has been applied to 4 local community projects in EMEA and APAC. The projects’ 
impact on society was appraised from a broader viewpoint and from the stakeholders’ perspective to provide a more 
comprehensive analysis. An assessment analysis was carried out on 3 of the projects, and a predictive analysis on one. 
The main positive externalities2 (social and environmental) generated by each of the 4 projects were taken into account 
(for example, flood risk reduction, quality of life improvement, and enhancement of technical skills to facilitate entry into 
the labor market). For all the projects, the SROI was greater than 1. Given the results achieved, the methodology will be 
applied to other projects as common practice.

(1)	 www.socialvalueuk.org.
(2)	 Externalities depend on the project being assessed, looking at the real benefits generated. Applicable externalities are selected from a longer list that takes 

account of their potential impact.

(a)	 Also includes investments in economic development and the environment.

25% 
SOCIAL 

WELFARE

8% 
ARTS AND 
CULTURE

1%
EMERGENCY 

RELIEF

38%
OTHERa

28% 
EDUCATION 
AND YOUNG 
PEOPLE

BY SUBJECT
24% 

CHARITABLE 
DONATIONS

17%
COMMERCIAL INITIATIVES 

WITH SOCIAL IMPACT

59%
INVESTMENT  
IN LOCAL  
COMMUNITIES

BY CATEGORY

CONTRIBUTION TO LOCAL COMMUNITIES   
CNH INDUSTRIAL WORLDWIDE 
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social impact assessment

The effectiveness of an initiative and its ability to address needs is measured using the Social Impact Assessment (SIA) 
tool. Developed in line with the LBG3 framework, it is used to evaluate the types of benefits gained in the 4 major areas 
potentially affected by any project: people, organization, environment, and business. 

(3)	 LBG is the global standard in measuring and managing corporate community investments. LBG takes its name from the London Benchmarking Group.

Direct environmental impact

Impact on human activities and behavior

BENEFIT 
to environment

Benefits of volunteering for employees

Impact of volunteering on the business

Impact on reputation

Customer involvement

BENEFIT 
to business

SOCIAL IMPACT ASSESSMENT CRITERIA

Positive change in people’s attitude or behavior

Skills and personal development

Direct impact on people’s quality of life

BENEFIT 
to people

Capacity building

BENEFIT 
to organization

Based on this method, the 4 areas are weighted and the project’s impact on specific aspects within each is rated on a scale 
from 1 (no impact) to 5 (very high impact). An average rating is then calculated for each area, representing the indicators 
(KPIs) used to assess the project’s overall impact on people, organization, environment, and business, respectively. The 
assessment, applied to a broad number of projects in 2018, is carried out by the people responsible for implementing the 
initiative itself. As of 2018, it is mandatory in EMEA to perform an SIA of the projects being evaluated for approval; the 
potential benefits indicated will serve as a parameter for project selection.

SOCIAL IMPACT ASSESSMENT OF MAIN PROJECTS

Project Other KPIs

Evaluation of Benefit to
Reference 

PagePeople Organization Environment Business 

LOCAL DEVELOPMENT INITIATIVES

Telethon (Europe) Amount given 2.3 2.7 1 3.8 110

Habitat for Humanity (USA) Volunteering work hours 2.6 3.3 1 3.4 111

United Way (North America) Amount given 3.7 3.9 1 3.5 111

Relay for Life (North America) Amount given 2.3 3.7 1 3.4 113

YOUTH TRAINING

TechPro2 (Ethiopia) Young people involved 4 2.3 1 3.9 114

TechPro2 (Italy) Young people involved 3.6 2.3 1 3.8 114

CDM (Brazil) People involved 3.5 2.4 2 3.4 115

Gente de Bem (Brazil) Young people involved 3.6 1.5 1.6 2.4 115

Pastoral do Menor (Brazil) Young people involved 3.6 2.1 1.9 3 115

PROJECTS TO IMPROVE FOOD AVAILABILITY

Advanced farming (Ghana) Economic development 3.2 3.7 3.7 4.5 116

Irrigation power unit (Kenya) Economic development 2.1 1.8 1.4 1.8 117

FFA (USA) Amount given 2.8 3.6 1 4 117

PROJECTS TO COMBAT CLIMATE CHANGE

Crop burning solution (India) Economic development 1.2 1 3 3.6 118

FAO water management (Tunisia) People involved 2.7 1.7 4 4 118
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potential impact of operations on local communities

CNH Industrial is fully aware of the potential impact of its operations on the environment and local communities. To 
integrate more effectively with the community in which it operates, the Company adopts social and environmental 
policies that respect both people and the geographic areas in which it operates. This goes beyond corporate boundaries, 
extending to the supply chain. Where possible, the Company relies on and partners with local suppliers, to whom it 
transfers its best practices, such as the WCM program (see page 168). 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 page 154). 

The aspects that could significantly impact local communities, and that CNH Industrial is committed to improve, concern:
n	 the impact on the health of workers and their families (see pages 76; 93) 
n	 improvements in the welfare of workers and their families (see page 92)
n	 the impact of atmospheric emissions (see page 190)
n	 air quality protection (see page 176)
n	 water management (see page 177)
n	 waste management, soil and subsoil protection (see page 180)
n	 biodiversity protection (see page 182)
n	 removal of hazardous substances (see page 143)
n	 adoption of logistics solutions with lower environmental impact (see page 193).
All of the above are monitored, among other aspects, under the Risk Management system (see page 60), but, for some 
plants, the monitoring of water management and biodiversity protection are particularly important. In those cases, 
targeted projects were launched, directly involving local communities.

LOCAL DEVELOPMENT INITIATIVES

INITIATIVES IN EMEA
In EMEA, CNH Industrial continued to strengthen collaborations with its brands to identify, promote, and support local 
community initiatives, in line with the objectives and priorities of each brand. 
Several environmental and youth training initiatives were organized (see page 114) during the year, while the Company 
continued to maintain strategic collaborations with selected partners to strengthen its social role across the areas in 
which it operates. 

In Italy, CNH Industrial continued to support the Telethon Foundation’s scientific research on rare genetic diseases 
through several fundraising initiatives involving its brands and almost 17,000 employees across 
the country. 
Initiatives included the ongoing sale of cookies and chocolates, participation in the Andare Lontano 
(Go Far) campaign, entailing a Company donation to Telethon for each employee’s child starting 
school for the first time, and the charity event #Presente (#Present) organized in Turin (Italy) for 
employees, dealers, suppliers, and local authorities. 
Throughout the year, the CNH Industrial brands IVECO, New Holland Agriculture, and FPT 
Industrial also held charity sales of vehicles and equipment. Thanks to the proceeds from these 
sales, plus a donation of more than $53,000 from IVECO’s Italian dealers and a direct contribution 
from the Company, a total of $278,000 was donated to the organization in 2018. Since the start 
of this partnership in 2014, CNH Industrial has given the Foundation approximately $1.3 million.

INITIATIVES IN NORTH AMERICA
Investments in the health and sustainability of local communities, charitable donations, and volunteering are a key part 
of CNH Industrial’s community involvement in North America. Requests for funding and/or donations are reviewed 
by the CNH Industrial Foundation, which prioritizes education, health and human services, civic and community 
improvement, food security, and disaster relief. The grant review process is facilitated by the CNH Industrial Foundation 
Grant Application Portal, accessible to potential applicants via the corporate website. Grant applications that meet the initial 
criteria are reviewed on a quarterly basis by the Foundation’s Board of Directors, made up of employee representatives. 

$1.3
 

DONATED TO  
TELETHON 

SINCE 2014
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In 2018, the recipients of grants of $5,000 (USD or CAD) or more were asked to submit an impact/progress report 
within 9 months of donation receipt, in order to better assess the impact of the Company’s community investments and 
ensure consideration for future funding. 
CNH Industrial also encouraged its employees to engage with local communities through individual and team volunteering 
opportunities during working hours (see page 96).
During the year, CNH Industrial supported several initiatives near its plants. Among other contributions, it donated 
$25,000 to the Bracewell Stadium in Burlington (USA) as part of a multi-year commitment to renovate this historical 
high school football venue, built in 1920. Near its site in New Holland (USA), 25 Company employees spent 80 hours 
supporting the local farming community by educating the public about agriculture during the 3-day Family Farm Days fair, 
while 37 employees participated in the Pedal to Preserve bike ride event, raising nearly $50,000 for farmland preservation. 
Besides local initiatives, CNH Industrial also offers grants and employee volunteering opportunities within the scope of 
region-wide, long-term partnerships, such as Habitat for Humanity, the United Way, and the American Cancer Society.

As regards Habitat for Humanity, CNH Industrial continued to support the non-profit organization with funds, 
volunteers, and equipment to help build affordable homes for low-income families across the 
USA. During the year, the Company gave $45,000 to support 7 different Habitat for Humanity 
local chapters near its locations, allowing 76 CNH Industrial employees to assist in construction 
and repair works for a total contribution of 600 work hours. CASE Construction Equipment also 
donated a backhoe loader and a skid steer loader. 
CNH Industrial started collaborating with Habitat for Humanity in 2007, and has since donated 
nearly $565,000.

In line with previous years, CNH Industrial continued to implement its annual employee giving 
campaign, supported since 2017 by a dedicated portal for donations and volunteering called CNH 
Industrial Gives Back. Through these and other initiatives, employees in North America were able 
to support a wide range of organizations in 2018, including more than $362,000 in employee and 
Company donations to United Way, a non-governmental organization present in 45 countries worldwide helping those 
in need of access to primary care, education, and financial stability. 

In 2018, CASE Construction Equipment’s Dire States Equipment Grant went to Surrey, North Dakota (USA), for road 
drainage revitalization and flood control projects across the city to remedy damage and other public health issues caused 
by flooding and poor drainage systems. The grant was launched in 2016 and awards one community each year with 
$25,000 in free equipment use, to help reduce the costs of building or repairing local infrastructure. 

INITIATIVES IN LATAM
In LATAM, CNH Industrial focuses on understanding the context in which it operates to better contribute to local 
development. In Brazil, where most of the Company’s regional plants are located, the motto at each of the 5 production 
facilities is think globally, act locally. 
In Contagem and Sete Lagoas, local development is based on 6 pillars: youth leadership, job and income generation, 
teacher training and education, professional qualification and entrepreneurship, community development, and social 
capital. In Curitiba, Sorocaba, and Piracicaba, specific partnerships are in place to support quality of life, health, and youth 
leadership and development through cultural, sports, and educational initiatives. 
There are 3 major social responsibility programs in place – Case Multiação, Plantar & Construir, and Proximo Passo (see page 
115) – that reflect the Company’s commitment to local communities, while Banco CNH Industrial Capital promotes art, 
culture, education, and training projects, in line with the Company’s sustainability goals. 

health and wellbeing for children and the elderly 
In 2018, CNH Industrial continued to support 2 institutions in Curitiba (Brazil) assisting children and the elderly. Indeed, 
the Company donated approximately $48,000 to the São Vicente de Paulo Asylum nursing home, which cares for 160 
elderly women, with 10 employees volunteering their time on Mother’s Day. It also gave approximately $55,000 to the 
Pequeno Príncipe children’s hospital, and organized a special initiative called Popcorn Stories, with 48 storytelling events 
throughout the year for approximately 4,000 children aged 0-18 and their families. In addition, 20 employees volunteered 
at the hospital on Children’s Day for a plaster painting workshop.

600    
VOLUNTEER 
HOURS 
DONATED TO  
HABITAT FOR 
HUMANITY
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Still in Curitiba, the Company also supported a new project, Futebol de Rua (Street Soccer), donating $49,000 to give 
80 low-income children access to sports and educational activities for their social development and wellbeing. Similarly, 
in Sete Lagoas, CNH Industrial continued to sponsor the Esporte na Cidade initiative, offering children and teenagers 
from underprivileged areas opportunities to improve their intellectual and physical abilities through sports. In 2018, the 
Company donated approximately $52,000 to the project, helping 160 children and teenagers aged 9-17.
Lastly, near its site in Sete Lagoas, the Company invested $53,000 in a new project, Troca de Talentos, aimed at engaging 
disadvantaged elderly people in social activities and workshops involving singing and crafts.

promoting culture

In 2018, the Company extended its social activities to benefit those in Brazil with limited access to culture and education. 
In Mato Grosso, 800 book kits on Brazilian folklore and the environment were distributed to 32 rural school libraries. 
Through the Viola project, the Company sponsored 2 traditional Brazilian-music concerts, enjoyed by more than 18,000 
people.
Still in Brazil, CNH Industrial continued to promote a broad variety of cultural initiatives in the cities surrounding its 
plants. It partnered with the street theater group Trama, organizing a festival for more than 10,000 people in Contagem. 

In Sete Lagoas, to promote recycling, the Festival of Life held workshops and concerts (featuring 
local artists) for more than 5,000 people. In Curitiba, the Guritiba project offered theater classes in 
disadvantaged areas, involving more than 2,000 children, while the Platinum Concert Series Cultural 
Project gave about 1,600 people access to affordable concert tickets. The Pintura Solidária cultural 
organization continued to promote art and creative expression among marginalized people through 
musical performances and painting workshops. Lastly, the Color Compass project held events in 10 
different cities across the State of São Paulo, including Sorocaba and Piracicaba. The Company 
donated approximately $27,000 to the program, which benefited approximately 10,000 people. 
CNH Industrial also continued to promote coverage of important topics in the media. In 2018, the 
Company published Amazonia, a photo book promoting the preservation of the Amazon biome, 
while the New Holland Award for Photojournalism continued to recognize works that portray rural 
life and agriculture in South America. Since its inception 14 years ago, the program has received 
23,000 pictures and awarded 300 professional and amateur photographers. Furthermore, 4 photo 
workshops were held throughout the year for 200 people, whose final works will be displayed at 

exhibitions planned for 2019. 
In total, in 2018, CNH Industrial contributed approximately $350,000 to cultural initiatives in LATAM.

46,800   
PEOPLE

INVOLVED 
IN CULTURAL 

INITIATIVES  
IN LATAM

For several years, employees in LATAM have collected, delivered, and donated gifts to 
children in need near the Company’s locations through its Solidarity Christmas initiative. 
In 2018, CNH Industrial took this annual event even further when its IVECO brand 
engaged its entire supply chain – dealerships, suppliers, and customers – as well as 

employees at the Sete Lagoas plant (Brazil), collecting 3,685 toys in 2 months. These toys were 
then loaded onto a fleet of IVECO trucks and driven some 5,000 kilometers to the remote town of 
Palestine do Pará in northern Brazil, where they were donated to 2,280 children. 

SOLIDARITY CHRISTMAS

OUR PROJECTS
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INITIATIVES IN APAC
CNH Industrial has a strong presence in APAC, which enables it to share its expertise and 
show its solidarity with local communities. In recent years, this close relationship has taken on 
greater importance, with initiatives that range from providing information and access to health, to 
supporting education for young people across the region (see pages 115-116).
 
In India, following the directive on Corporate Social Responsibility requiring companies to 
invest in sustainable projects, CNH Industrial is adapting its internal organization to structure its 
activities to benefit local communities. In this regard, a dedicated committee was established in 
2015 to evaluate a number of project proposals. The areas of intervention identified include primary health care for local 
communities, technical training, education for underprivileged children, and water management.
Still in India, New Holland Agriculture has partnered with the Smile Foundation since 2016 to provide better medical 
facilities in rural areas near CNH Industrial’s Greater Noida plant, where underprivileged people lack access to health 
services and are reluctant to seek treatment due to financial constraints. 
The Smile Foundation delivers healthcare services through a mobile medical unit, called Smile on Wheels. The unit runs 
5 days a week, is equipped with first aid kits, preliminary diagnostic kits, and basic medicines, and is staffed by a doctor, 
nurse/lab technician, and ambulance driver. In 2018, the unit served 14,213 patients across 18 villages. Since 2016, the 
service has helped more than 54,000 patients. 

In Uzbekistan, the Company partnered with the APLA1 community foundation in Tashkent, donating 5 wheelchairs to 
children with limited abilities, thus improving their mobility, health, and wellbeing.

PARTICIPATION IN EMERGENCY RELIEF EFFORTS
In 2018, CNH Industrial continued to support relief efforts during several natural disasters, in large part through the 
partnership between CASE Construction Equipment and Team Rubicon, a non-profit veteran-led disaster response 
organization. In partnership with U.S. Fish & Wildlife Service, the brand has trained Team Rubicon members on heavy 
equipment operations since 2015.
In North America, specifically in the USA and with the support of its dealers, CASE contributed equipment to several 
of Team Rubicon’s projects, including response missions after the Tinder Fire in Arizona, the Spring Fire in Colorado, 
mudslides in North Carolina, and the tornados in Connecticut. The brand also supported relief efforts following hurricanes 
Michael and Florence, in addition to an employee fundraiser organized by the Company for the hurricane victims, with 
donations matched by the CNH Industrial Foundation. Lastly, the Company donated 2 vans from its training facility to 
support rebuilding efforts in Houston following Hurricane Harvey.
In 2018, CASE Construction Equipment (in partnership with its dealers) donated $170,611 worth of equipment and 
services to Team Rubicon, while the Company contributed over $50,000 in cash.

14,213      
PATIENTS 
HELPED
ACROSS 
18 VILLAGES
IN INDIA

(1)	 Assistance to People with Limited Abilities.

In 2018, for the ninth year running, CNH Industrial and its US employees participated 
in Relay for Life – a national, community-based fundraising event for the American 
Cancer Society – raising more than $70,000. New Holland Agriculture closed its 
2018 campaign by auctioning the Survivor Tractor (purchased in 2016 and used ever 
since to raise cancer awareness) and donating the proceeds to the organization. Since 
its start, the campaign has helped raise more than $100,000 for the fight against cancer. 
In Australia, 2018 marked the fourth year that New Holland Agriculture has sponsored 
the Prostrate Cancer Foundation of Australia (PCFA), by means of a joint logo 
on its tractors as the partnership’s emblem. The logo was featured at all major New 
Holland Agriculture events across the country, reminding men to get regularly tested 
for prostate cancer. In 2018, the brand donated $75,000 to the Foundation. 

FIGHTING
CANCER
TOGETHER

FOCUS ON
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YOUTH TRAINING
CNH Industrial’s community efforts also focus on young people, and in particular on their education. In addition to the 
awards and scholarships given to employees’ children (see page 96), the Company works hard to promote young people’s 
education by collaborating 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. 

techpro2 
TechPro2 is a joint project with schools run by the Salesian Society, aiming to train mechatronics specialists in products 
from all CNH Industrial segments. Training courses are two-fold: theory is taught at the Salesian training institutes, and 
hands-on learning is provided at authorized CNH Industrial repair shops. The Company provides teacher training, and its 
expertise is then passed on to the students in the classroom. It also offers financial aid and tools for classroom training (from 
complementary vehicles for practice exercises to essential parts such as engines, drives, and diagnostic tools). The training 
offering varies from country to country and is tailored to local needs, with the dual purpose of providing young people with 
a qualification they can use in the job market, while meeting the demand of workshops and dealerships for skilled personnel.

The TechPro2 project began in Italy in 2011 with the opening of the first center in Fossano, followed by another center in 
2015 at the Istituto Teresa Gerini, in Rome, with the support of New Holland Agriculture. In 2018, 76 students received 
1,337 training hours and 21 students underwent a 320-hour internship at local repair shops in Fossano, while 24 students 
received nearly 1,000 hours of classroom and on-the-job training in Rome (683 hours in classrooms, 308 hours on the job). 

In 2012, the project was extended to Belém (Brazil), involving 20 students. The project continued until 2015, when 800 
hours of training were delivered.

In 2013, the project was launched at the Bosco Children Center in Addis Ababa (Ethiopia), delivering a course certificate 
officially recognized by the Ethiopian government. In 2018, a new training course was introduced by New Holland 
Agriculture. During the year, 40 students received 744 hours of training, with most of them finding employment.

In 2014, the TechPro2 project was launched at the Changshan vocational secondary school in the province of Zhejiang 
(China), with teacher training, tools, parts, engines, vehicles, and internship opportunities all offered by IVECO. In 

2016, another training program was set up at the Yanji International Technical School, in Northeast 
China, with the support of Case IH, New Holland Agriculture, and FPT Industrial. In 2018, the courses 
were attended by 147 students in Changshan (for a total of 219 training hours) and by 49 students 
in Yanji (for a total of 288 training hours). Furthermore, all 25 students who completed the course in 
Changshan were hired by CNH Industrial after their internships. 
Still in 2018, in collaboration with educational partner Yizhong Edulife, the project was also 
extended to Urumqi (Xinjiang region, China) where the training program was established at the 
Xinjiang Agricultural Vocational Technical College. The project is expected to be rolled out to 4 
more vocational schools across the region. The first 3-year course started with an 8-hour module, 
attended by 54 students. 

In 2016, the TechPro2 project was launched at the Ennerdale Don Bosco Educational Projects School, in Johannesburg 
(South Africa), where FPT Industrial provided an F1A engine and a power generator set, among other things. Additionally, 
a Train the Trainer course on engines was launched for specialist teachers, supplementing the existing IVECO course on 
commercial vehicles. In 2018, this new course delivered 1,400 training hours to 10 students. In all, in 2018, 400 students 
received classroom and/or on-the-job training through TechPro2, for 4,679 training hours.

supporting stem education in the usa

In 2018, CNH Industrial continued to support STEM1 academic disciplines in North America by launching a new 
educational grants program for local schools. Under the new program, up to 4 schools/school districts were found eligible 
to receive a grant of up to $25,000 (or an equivalent in-kind equipment donation). The first grant was issued during the 
year and the program will continue in 2019. The Company had already donated $175,000 in STEM grants in 2017, to 7 
different school districts or educational organizations near its US sites. 

(1)	 Science, Technology, Engineering, and Mathematics.

+17%  
IN STUDENTS 

TRAINED UNDER 
THE TECHPRO2 

PROJECT
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CNH Industrial also held its first Celebrate Education Week, during which employees were able to donate school supplies 
and mentor young students through the non-profit Junior Achievement youth organization. In 2018, the Company and 
the CNH Industrial Foundation donated $22,000 to the organization. In addition, the Company hosted the Lancaster 
County STEM Alliance Externship at its site in New Holland (USA), with 60 local teachers attending a 3-day workshop on 
STEM skills. Other externships are expected to be held at other sites in North America in 2019.

professional inclusion in brazil

In Brazil, many initiatives are in place to help children and teenagers integrate into society and gain useful skills for future 
employment. 

One of these is the sponsorship, started in 2018, of Gente de Bem, an organization near the Company’s Curitiba plant 
supporting the personal and professional development of 2,200 disadvantaged teenagers across 11 schools. Through the 
organization and in collaboration with the Dirce Celestino do Amaral school, the Company supported the Crê-Ser project, 
enabling 36 students aged 16-18 to attend visits and lectures focusing on career opportunities. In 2018, CNH Industrial 
donated approximately $12,000 to Gente de Bem.

In Contagem and Sete Lagoas, CNH Industrial works with the Cooperação para o Desenvolvimento and Morada Humana 
(CDM) to reduce poverty in highly deprived areas. Under this partnership, the Company runs the Plantar & Construir 
and the Proximo Passo programs, through both the New Holland and IVECO brands, focusing on young people’s 
inclusion and on developing their entrepreneurial skills. In 2018, the Company donated approximately $52,000 for the 2 
programs, which involved 105 children and teenagers aged 5-17. 
The Crescer project, on the other hand, allowed 20 students to learn about the labor market and income generation. 
The project’s entrepreneurship courses and technical lectures are also offered to the surrounding communities, with 800 
people involved in 2018.

CASE Construction Equipment and Case IH continued to implement their Case Multiação program, started in 2009, 
in the areas surrounding the plants in Piracicaba and Sorocaba. The program is aided by non-governmental organizations, 
and focuses on human development through culture, sports, and continuing education. Furthermore, 
in 2018, the Company donated approximately $11,700 to the Casa do Bom Menino orphanage 
in Piracicaba, and offered access to a variety of educational and cultural activities, benefitting 118 
children aged 0-18. 
In Sorocaba, the Pastoral do Menor – São José Social Center supports at-risk children and teenagers 
through educational and recreational activities such as the Molecada de Paz project, aimed at 
improving interpersonal skills, school performance, cognitive and intellectual development, and motor 
and sensory coordination through art education. In 2018, CNH Industrial donated approximately 
$19,000 to program, benefitting 1,194 children and teenagers aged 6-18.

disseminating wcm in argentina 
In 2017, CNH Industrial signed an agreement with the Ministry of Education of the Province of Cordoba to share its 
extensive manufacturing expertise with local technical schools. Through the WCM at Schools project, devised within 
this framework, the Company provides training to teachers and students on the World Class Manufacturing (WCM) 
program implemented at its plants worldwide (see page 168). In 2018, several employees contributed to this training. 
Furthermore, the program was also extended to industrial engineering students through WCM at University, where 
employees provided project management training on site. 

training support in thailand 
In Thailand, CNH Industrial partnered with the King Mongkut’s Institute of Technology Ladkrabang (KMITL) to provide 
training to 50 of the Institute’s young agricultural engineers per year. The Company supplied educational materials, 
machinery, and its own experts, and the 4-year curriculum includes 2 years on CNH Industrial products and technologies. 
Courses will also feature guest instructors, as well as training sessions and internships on Company premises.

1,194  
KIDS SUPPORTED 
THROUGH PASTORAL 
DO MENOR
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educating underprivileged children 
In India, CNH Industrial continued to support initiatives aimed at improving education for underprivileged children. In 
2018, for the third year running, it donated approximately $23,400 to the OPEN2 Mission Education program, helping 220 
children aged 4-14 at a local school near its plant in Greater Noida. The aim is to integrate the children into mainstream 
society by empowering them to thrive within the formal education system. 
The Company also donated approximately $57,000 for the complete reconstruction of a dilapidated school near its plant 
in Pune. Handed over in 2018, the school accommodates 170 students and includes 2 classrooms and a garden. 
Lastly, in December, the Company launched the Multimedia-Aided School Education project across the country’s primary, 
elementary, and high schools, focusing on understanding technology. The first phase will involve 97 schools and the sites 
of 95 agricultural and construction equipment dealerships, 2 of which are near the Pithampur plant. The aim is to create 
a technology-driven learning environment using IT tools and solutions in classrooms. The Company will also provide the 
school with laptops.

In Turkey, in 2018, CNH Industrial partnered with a local NGO, Geleceğe Işık Tut (Light to the Future), to provide school 
supplies to children in need. A total of 50 school kits – consisting of notebooks, stationary, and other school items – and 
2 whiteboards were donated to children at a school in Ağrı Diyadin.

PROJECTS TO IMPROVE FOOD AVAILABILITY
In line with the global challenges analysis conducted in 2016, CNH Industrial has initiated several projects related to 
food scarcity and food security, a key global challenge for Company strategy, which is also aligned with SDG 2 ‘Zero 
hunger’ (see pages 17; 241). Countries’ differing access to and consumption of food resources highlights a major disparity 
in global distribution. CNH Industrial’s involvement in local communities, often through educational initiatives, can help 
these countries access resources. To enhance the link between the global challenges most relevant to CNH Industrial, the 
material topics identified, and intervention priorities, a specific improvement target was included in the Sustainability Plan, 
covering specific local activities and related responsibilities (see page 30).

advancing farming technologies in ghana 
The modernization and mechanization of agricultural practices is a key aspect of Ghana’s economic development, as is 
the need to encourage younger people to work in agriculture given the high average age of current farmers. To this end, 
through its brand Case IH and in collaboration with local third parties, CNH Industrial launched a training project in 2018 
at the Damongo Agricultural College, offering courses on smart and modern farming practices and on machine operation 
and maintenance. The project’s aim is to farm hundreds of hectares of land, turn students into future managers capable 
of transferring their field expertise, and, eventually, create up to 15,000 new jobs across the country.
The project, which involved 41 students in the 2018 pilot phase, is expected to expand in 2019, with the donation of other 
machinery and tools (including a Case IH utility tractor) and the introduction, among other things, of workshop facilities. 

partnership with slow food 
In 2014, IVECO became 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 farming experience, community sharing, and 
educational/information initiatives, while respecting different environments, socioeconomic scenarios, and cultures. In the 
first year, a vehicle was donated to the Karrayyu shepherd community in Ethiopia able to carry almost a dozen cans of the 
camel milk they produce every day. The ongoing project currently involves 42 shepherds and respective family members, 
for a total of nearly 500 people. 
In 2018, in line with previous years, IVECO BUS supported the twelfth edition of the Slow Food Salone del Gusto held in 
Turin (Italy), offering its state-of-the-art low-emission vehicles for shuttle services. The event was attended by 7,000 Slow 
Food representatives and around 250,000 visitors from all over the world.

(2)	 Organization for Poor and Economical Needs.
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a new engine for sustainable farming in kenya

In 2018, FPT Industrial donated an irrigation system (powered by its F32 engine) to the University 
of Nairobi, in partnership with the Milan Center for Food Law and Policy and the E4Impact 
Foundation, with one shared goal in mind: to encourage the spread of modern farming practices 
across the country. The donation is part of a long-term training project delivering, each year, 40 
hours of training to approximately 440 senior engineering students at the Jomo Kenyatta University 
of Agriculture and Technology.

training future farmers in the usa

In the USA, CNH Industrial supports the FFA (formerly known as Future Farmers of America), an 
association active in farming education since 1928. In 2018, to further its commitment, the Company 
chartered its own FFA Alumni and Supporters Chapter, through which employees can engage with students pursuing 
agriculture degrees and members of other FFA Chapters nationwide. The chapter, which comprises 133 members, 
hosted its first FFA Day at CNH Industrial’s sites in Burr Ridge, New Holland, and Racine.
Meanwhile, Case IH continued to sponsor university students attending the FFA’s New Century Farmer conference, 
an intensive 5-day event to promote careers in production agriculture, where students who are former or existing 
FFA members can gain access to industry experts and attend workshops on modern farming. The FFA’s initiatives 
were promoted locally and/or nationally by both New Holland Agriculture and CNH Industrial Capital, in addition to a 
Company donation of $260,000. 

During the year, Case IH also continued its 25-year sponsorship of the American Farm Bureau by donating 3 new 
tractors worth $75,000 to the organization, to be delivered in 2019. The donation was part of the annual Young Farmers 
and Ranchers contest. 

hunger task force farm in the usa

Located near the Company’s sites in Racine (USA), the Hunger Task Force Farm grows fresh produce to feed the hungry and 
create a reliable source of healthy food for its network of food banks. Established in 2004, the Farm ships about 340 tons 
of fresh produce per year and grows over 30 varietals of fruits and vegetables, using a New Holland Agriculture tractor 
donated by CNH Industrial Capital in 2017. The Company’s support in 2018 included $11,000 in cash contributions, help 
during harvesting through the Company’s Impact Day volunteering initiatives (see page 96), and a special event sponsored 
by Case IH to collect food donations during a baseball game. This last initiative saw 28 Company employees volunteer 
their time and collect 1,134 kilos of food for the organization. 
In all, under the Company’s Impact Day and Volunteer Time-Off (VTO) initiatives, employees donated 418 hours of their 
time in 2018 to help food banks and other food organizations.

food security week

In 2018, CNH Industrial organized its first-ever Food Security Week in North America to promote 
awareness of this critical topic among employees and other stakeholders, including FFA students 
starting their careers in agriculture. The event included presentations by local dealers focusing on the 
customers’ need for new technologies to increase their yields. Employees and students also joined 
in a program to put together 400 snack packs and 200 hygiene kits, later distributed to charitable 
organizations in Racine, New Holland, and Burr Ridge (USA). In addition, friendly food-drive contests 
were organized amongst Company depots and manufacturing plants, resulting in the collection of more 
than 4,990 kilos of food.

improving farmers’ livelihoods in india

In India, New Holland Agriculture partnered with the Drishtee Foundation on the Swavlamban project to improve the 
livelihoods and food security of farmers in the Kamrup district. The community-led farmer education program provides 
needs-based training to help farmers overcome current agriculture challenges, with a focus on modern farming practices 
and mechanization to increase productivity. In 2018, the project involved 150 farmers and respective families in 3 villages, 
impacting approximately 600 people. 

AROUND

440     
STUDENTS 
TRAINED ON 
MODERN FARMING 
PRACTICES IN 
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4,990       
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COLLECTED 
DURING FOOD 
SECURITY WEEK
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200 food hampers in pakistan

In Pakistan, CNH Industrial sponsored the donation of 200 food hampers to families in need in Karachi. Their distribution 
was organized by a local NGO, the Peace & Development Organization, during 2 events in the presence of social 
and human rights activists and representatives from the local and national government and media. 

PROJECTS TO COMBAT CLIMATE CHANGE
At CNH Industrial, a key priority is to combat climate change, a global challenge whose negative impact on ecosystems 
affects the quality of life for people in local communities, as well as consumer choices. For this reason, the Company 
increasingly focuses on projects to reduce its plants’ environmental impact, including on local communities (see page 
175), along with projects to help protect them against the effects of climate change, such as desertification, water scarcity, 
and the loss of biodiversity. The projects are aligned with SDG 13 ‘Climate Action’ (see pages 17; 241). To enhance the 
link between the global challenges most relevant to CNH Industrial, the material topics identified, and intervention 
priorities, a specific improvement target was included in the Sustainability Plan, covering specific local activities and related 
responsibilities (see page 31).

standing with the fao for water management in tunisia 
In late 2018, the Company completed its 3-year project in Tunisia with the United Nations’ Food and Agriculture 
Organization (FAO) and the Government of Tunisia. The project was first established in 2015 to improve the country’s 
water mobilization and irrigation, and to help reduce rural poverty and insecurity of resources in the Governorate of 
Kebili, significantly impacted by desertification and climate change. The project benefitted 243 people and provided for: 
the construction and repair of traditional water harvesting systems, the creation of vegetable gardens for families, training 
for farmers and breeders, intensification of plant and animal reproduction (with 1,400 olive trees planted and 115 sheep 
purchased), an increase in grazing, and the development of orchards and new wooded areas. The overall aim was to 
enable the fully sustainable management of water, a resource that is especially valuable in an area at such risk. 

protecting wildlife and nature in the usa 
In 2018, in collaboration with Team Rubicon and the U.S. Fish & Wildlife Service, CASE Construction Equipment 
continued to support several initiatives to protect wildlife and nature in the USA. Projects included: removing invasive 
plants and reviving the ecosystem to support local wildlife in Iowa; repairing wildlife refuge sites in Hawaii following storm 
damage; flood mitigation in Wyoming; and wildfire mitigation on the Hoopa Indian Reservation in California. 

neighborhood revitalization in the usa 
In 2018, the Company supported several US neighborhood revitalization projects in collaboration 
with CASE Construction Equipment and its dealers. The brand contributed compact track loaders, 
excavators, and its specially outfitted CASE SV340 skid steer to Operation Ray Chapman, an urban 
blight recovery project in East Cleveland organized by non-profit partner Team Rubicon, which 
brought in 20 volunteers and numerous local residents to assist in the operation. In Milwaukee, CASE 
donated the use of a skid steer during the annual Victory Garden Blitz. In 2018, over 300 community 
volunteers created 525 gardens, bringing the total to over 4,000 community gardens created across 
the city since the project’s inception.

creating an alternative to crop burning in india

In Punjab and Haryana, in Northern India, approximately 35 million tons of paddy straw and stubble are 
burnt every year, causing severe air pollution. This leads to many respiratory problems and lung diseases, 
and to poor visibility resulting in road accidents. Burning the paddy straw and stubble also depletes them 
of precious soil nutrients, required for crop growth. 

525 
GARDENS CREATED 

BY COMMUNITY 
VOLUNTEERS 

IN MILWAUKEE
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The Straw Management Solution project was launched in 2017 at the Kallar Majri village, in Punjab, 
by the Department of Agriculture in collaboration with the Ministry of Agriculture, the Government of 
Punjab, and CNH Industrial. The project aims to prevent crop burning and offer an alternative means for 
crop residue management. New Holland Agriculture contributed its full equipment range (baler, rake, 
mulcher, and tractor) to the initiative, which, in 2018, was extended to 2 more villages. In total, 1,597 tons 
of paddy straw were baled rather than burnt, cutting CO

2
 emissions by 2,418 tons.

Moreover, the Company signed a Memorandum of Understanding (MoU) with the Indian Agricultural 
Research Institute, aimed at identifying and implementing customized technologies and practices for eco-
friendly and economical crop residue management. The project will involve a participatory research 
program with farmers and the development of an economically sustainable business model.

planting trees

Planting trees contributes to mitigating climate change as they help capture and store carbon. In 2018, many CNH 
Industrial plants engaged in tree-planting activities, some of which involved local communities directly. 

In EMEA, employees and family members in Madrid and Valladolid (Spain) joined volunteer-based reforestation projects 
involving a natural park in the city of Álcalá de Henares and the PRAE Environmental Park, respectively. The 2 sites 
combined planted about 800 trees. The plant in Bourbon Lancy (France) collaborated with a local elementary school 
on the launch of the Green Wall project, which involved about 30 of the school’s students. Lastly, the site in Vysoke Myto 
(Czech Republic) planted almost 700 oak and pine trees in a nearby urban forest, and lime trees in the city center.

Similar initiatives took place in North America, where a total of more than 700 trees were planted. These included 400 
trees in Canada (in collaboration with a local energy contractor) around the Saskatoon plant’s perimeter to reduce soil 
erosion, 100 trees at the site in Fargo (USA) along its driveways and fields, and 50 trees in Queretaro (Mexico) planted 
by 65 employees and their family members using innovative COCOON1 planting technology. 

In LATAM, a reforestation project was undertaken in Cordoba (Argentina), in 2017, to reduce the carbon footprint 
around the Company’s site, entailing the planting of 500 trees over a 2-year period. During the second phase of this 
initiative, an alliance between CNH Industrial and sister company FCA led to the creation of the FCA-CNH Industrial 
Nature Reserve, located near the agricultural and construction equipment plants. More than 100 employees from 
both companies came together for a day, volunteering in planting 280 trees (comprising 100 native species), forming a 
green fence between the commercial and industrial areas. In Brazil, the plant in Piracicaba donated 360 seedlings to its 
employees to raise awareness of the relationship between tree planting and rainfall, while approximately 800 native tree 
seedlings were planted at the site in Sete Lagoas.

In APAC, New Holland Agriculture continued its massive tree-planting drive, started in 2017 to celebrate its twentieth 
year of production in India. Throughout the year, the brand planted 45,000 saplings at dealer locations in Pune and 
Greater Noida to bolster community engagement and raise pollution awareness. Similarly, on World Environment Day, 
the New Holland Construction plant in Pithampur planted 5,000 saplings along a nearby 4.5-kilometer road divider.
In Turkey, in cooperation with TEMA2, 108 employees were involved in an initiative to each plant 6 trees on their 
birthdays, resulting in 650 trees planted around the Company’s various sites.

AROUND

1,600     
TONS OF PADDY 
STRAW BALED 
RATHER THAN 
BURNT IN INDIA

(1)	 A low cost, water efficient, biodegradable technology that enables the sustainable and scalable plantings of trees. 
(2)	 Turkish Foundation for Combating Soil Erosion, for Reforestation and the Protection of Natural Habitats.
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GRI STANDARDS                 GRI 103-1; GRI 103-2; GRI 103-3

MANAGEMENT FRAMEWORK
The materiality analysis highlighted that trade, regulations, and public debate are key issues for CNH Industrial 
and for its stakeholders. The Company’s participation in the debate on shaping public policy and defining regulations is 
essential to help set workable standards and guidelines, and thus preserve the value of its investments. As evidenced by 
the stakeholder engagement results, promoting public-private relationships, entering the debate on public policies, and 
contributing to the establishment of international standards are crucial to help identify innovative, shared sustainability 
solutions, and to ensure high-level standards and guidelines.

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 it operates. Specifically, the Company contributes its expertise and 
knowledge in its dialogue with governments, local authorities, and other stakeholders on policies concerning the capital goods 
sector, including sustainable agriculture, construction equipment, the automotive industry and other sectors related to the 
transport of people and goods. CNH Industrial is committed to contributing to society’s technological advancement, 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 anti-
corruption and antitrust laws, and in full compliance with the Company’s Code of Conduct and related policies and procedures 
(see page 47). CNH Industrial is registered with the European Transparency Register, which is operated jointly by the European 
Parliament and the European Commission. The Register provides information about the interest representatives (organizations 
and self-employed individuals) that seek to influence the decision-making processes of the European Union, and a code of 
conduct serving as a framework to regulate their activities. In 2016, CNH Industrial also registered with the Italian Transparency 
Register set up by the Italian Ministry of Economic Development and adopted for the first time in Italy, drawing upon the same 
model applied across other European institutions, while in 2018 it enrolled in the Register of Interest Representatives of the 
Italian Chamber of Deputies.
The function in charge of relations with institutions reports directly to the Chief Operating Officer of each Region1, and 
is responsible for: 
n	 monitoring future policy trends, engaging with public authorities, local governments, trade associations, regional 

institutions, international organizations, and NGOs in the institutional decision-making processes that affect CNH 
Industrial’s product and marketing strategies

n	 strategies for interacting with policy makers and other relevant stakeholders
n	 protecting and enhancing Company and brand profiles, by proactively interacting with external stakeholders and 

participating in public dialogue
n	 supporting CNH Industrial’s business goals by identifying specific business issues and opportunities in the context of 

institutional and/or diplomatic relations. 

In line with its business approach and the opinions of stakeholders, CNH Industrial’s strategy is to continue to pursue 
initiatives to tackle its global challenges (those it selected in 2016 as most relevant), particularly climate change and food 
scarcity and food security (see page 16). The objectives and actions implemented in this regard are also aimed at continuous 
improvement in the transparency of Company relations with public institutions, as disclosed in this Report.
As stated in the Code of Conduct, all such relations must be transparent and conducted in accordance with CNH 
Industrial’s values and with applicable laws. Interest representation and other political activities shall only be conducted 
by duly designated departments and authorized individuals, and only where permitted by and in strict compliance with 
applicable laws and, in any case, in full observance of the Code of Conduct and any applicable Company procedures. 
The Code of Conduct, its policies, and related procedures in the event of violations are the tools used by CNH Industrial 
to ensure a consistent Company-wide approach in line with its climate change strategy. The Code of Conduct regulates 
CNH Industrial’s relationships with various types of public and private organizations (including universities and research 
centers); these relationships are also an aspect of the Company’s commitment to combating climate change as stated in 
its Environmental Policy, as it involves stakeholder engagement. 
In EMEA and APAC, the Institutional Relations Department is responsible for overseeing advocacy activities, supporting 
CNH Industrial’s engagement with institutions and stakeholders, and engaging daily with Company and brand departments 
and functions. 

(1)	 Function names and roles as at December 31, 2018.

MA
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CNH Industrial abides by 2 compliance policies2, implemented in relation to the Code of Conduct, that regulate relations 
with public institutions: US Lobbying Activities and Other Contacts with US Government Officials and Political Action Committee 
Activity and Other Political Contributions.
The Compliance Helpline is an operational grievance mechanism to report potential violations of corporate policies, the 
Code of Conduct, or applicable laws; it can also be used to report violations related to relations with public institutions 
(see page 50).

PUBLIC POLICY AND INTEREST REPRESENTATION
At CNH Industrial, the function in charge of relations with institutions focuses on increasing the awareness and active 
participation of institutional and economic stakeholders, the public, and international organizations, with regards to:
n	 the importance of key issues related to CNH Industrial’s product strategy and related advocacy, such as sustainable 

mobility, decarbonization of transport, reduction of emissions from vehicles and production, development of 
alternative fuels, digitalization, autonomous driving, precision farming, and agricultural mechanization

n	 CNH Industrial’s corporate positioning on sustainability, renewable energy, the circular economy, alternative fuels, 
transportation systems, safety, product innovation, emergency relief, disaster recovery, and the future of agriculture. 

In 2018, the Company actively participated in institutional conferences, working groups, roundtables, initiatives, and 
meetings to encourage and foster debate on the global challenges that are most relevant for sustainability: climate change, 
food scarcity and food security, and the innovative and digital world – the latter considered as facilitating the first two. The 
following are some examples of the activities carried out by CNH Industrial during the year, through its relations with 
institutions, to combat climate change and improve food availability.

INITIATIVES LINKED TO COMBATING CLIMATE CHANGE
CNH Industrial contributes to combating climate change mainly by promoting the use of alternative powertrains and 
innovative vehicles, and by participating in the debate around important issues, such as the reduction of polluting emissions. 

In EMEA, CNH Industrial and all its brands actively participated in many events and projects, including in collaboration 
with the sector associations of which the Company’s brands are members, within the framework of the European Union’s 
policies on the environment and sustainable mobility. In particular, efforts were made to increase awareness across 
Europe of the role of natural gas and its impact on both the environment (in terms of lower emissions) and economy, as 
well as to promote autonomous driving.
As long-standing members of the European Automobile Manufacturers’ Association (ACEA), the Company has actively 
contributed to the debate on European Union (EU) policies to lower CO

2
 emissions. The automotive sector is currently 

playing a leading role in facing the global challenge of climate change, taking responsibility to reduce emissions from 
vehicles and production. In this regard, CNH Industrial has been participating in ACEA’s working groups to share its 
vision for a sustainable future for the transport sector, supporting alternative carbon-neutral fuels while also focusing on 
safety requirements, materials, and future trends, such as automated driving and connectivity. Moreover, for the first time 
ever, the EU is currently working on setting CO

2
 standards for trucks, aiming to reduce emissions. To this end, within the 

framework of its ACEA membership, IVECO has contributed to the debate of a new regulation by presenting solutions 
based on the leading role of natural gas and biomethane as the future of road freight transport, both deemed real and 
readily-available alternatives to diesel that can significantly contribute to the decarbonization of Europe.
As a member of the European Council for Automotive R&D (EUCAR), the association representing the major European 
passenger car and commercial vehicle manufacturers, the Company contributes to facilitating and coordinating pre-competitive 
research and development projects, participating in a wide range of collaborative European R&D programs; most of these relate 
to alternative fuels and clean vehicles, which contribute to combating climate change and improving air quality.
CNH Industrial is also a member of the Committee for European Construction Equipment (CECE), a trade association 
for construction equipment manufacturers. Throughout 2018, the Company collaborated with the association’s 
committees and project teams to bring forward EU legislation on the safety and environmental aspects of construction 
machinery, such as engine exhaust emissions, outdoor noise, and the safety of machinery at work.

(2)	 Compliance policies are available in the Compliance and Ethics section of the Company’s Intranet site.
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Moreover, CNH Industrial has been a member of the European Association of Internal Combustion Engine Manufacturers 
(EUROMOT) since its foundation in 1991. During 2018, the Company contributed to the association’s activities 
centered on Non-Road Mobile Machinery (NRMM) engine exhaust emissions, particularly relating to the EU Regulation 
on new emission limits. 
Lastly, the Company is a member of the Natural and Bio Gas Vehicle Association (NGVA Europe), which advocates 
and fosters the use of natural gas and biomethane for transport in Europe. In 2018, together with NGV national 
associations, which endorse sustainable mobility, IVECO promoted the advance of alternative fuels in Europe, by 
organizing workshops with national institutions to support member states’ plans to comply with EU legislation regarding 
the development of natural gas infrastructures: an integrated approach, also at national level, required to reduce CO

2
 

emissions efficiently.

In North America, CNH Industrial is a member of the Business Roundtable (BRT). Believing that the business 
community has a special obligation to step forward and help build an environmentally and economically sustainable 
future, the BRT is an association of chief executive officers of leading US companies working to promote a thriving 
economy and expand opportunity across the USA through sound public policy. The BRT supports policies that capitalize 
on the country’s strengths in technology and energy diversity to maximize energy options and preserve environmental 
quality. It believes in harnessing the country’s abundant renewable energy resources in a cost-effective manner, while 
diversifying energy supplies, enhancing energy security, and advancing environmental stewardship. Additionally, given the 
potentially serious and far-reaching consequences of global warming for both society and ecosystems, the association 
encourages addressing such risks, and supports collective actions that may lead to the reduction of greenhouse gas 
emissions on a global scale.
CNH Industrial is also member of the Engine Manufacturers Association (EMA), which represents worldwide 
manufacturers of internal combustion engines and on-highway medium and heavy-duty trucks. The EMA works with 
governments and industry towards achieving cleaner air (emissions control) and safer highways and vehicles, while 
ensuring environmental and safety standards and regulations are technologically feasible, cost-effective, ensure public 
safety, and provide environmental protection and benefits. The EMA sponsors scientific and technical research aimed at 
improving engine and truck performance and fuel efficiency, reducing emissions from internal combustion engines, and 
enhancing safety.
Moreover, the Company is a member of the National Association of Manufacturers (NAM), the largest manufacturing 
association in the USA, representing small and large manufacturers from every industrial sector across all 50 states. The 
NAM supports an energy strategy that embraces all forms of domestic energy production while expanding existing 
conservation and efficiency efforts. Indeed, while oil, natural gas, and clean coal remain essential contributors to US energy 
security, investments are increasingly being made in other energy sources such as alternative fuels, nuclear energy, and 
renewable energy. The association’s manufacturers are leading the way in advancing energy efficiency and sustainability 
efforts that enhance environmental protection, with a particular focus on emissions reduction, waste management, 
biodiversity protection, and water discharges. 
CNH Industrial is also a member of the US-based Association of Equipment Manufacturers (AEM), whose goal is to 
enable equipment manufacturers to be successful in the global marketplace. The AEM has adopted a comprehensive 
energy policy statement that addresses domestic energy production by focusing on both conventional and renewable 
energy sources, and by implementing the US Renewable Fuel Standard (RFS). The AEM focuses on educating the US 
administration and leaders in Congress about the importance of the RFS for manufacturers, and on advancing efforts to 
expand fueling infrastructure.
Lastly, the Company is a member of Growth Energy, USA’s premier trade association working to advance biofuel 
policies and expand consumer access to higher ethanol blends at fueling stations. The association is committed to 
driving ethanol demand by empowering consumers with information on homegrown biofuels, and by forging strategic 
partnerships across the entire biofuels supply chain that may grow the US economy and improve the environment 
for future generations. Growth Energy believes in enhancing and facilitating market access to higher blends of ethanol, 
reintroducing consumers to ethanol, defending the Renewable Fuel Standard (RFS), and pursuing biofuel policies.

In LATAM, specifically in Brazil and Argentina, CNH Industrial has relations with institutions and associations that play a 
fundamental role in influencing governmental decisions that impact the Company ś business and performance, as well as 
the economic and social development of LATAM countries as a whole. In 2018, through its representatives, the Company 
actively participated in forums, technical committees, and advisory councils on specific themes such as: alternative fuels, 
automotive safety, vehicle emission levels, new technologies for urban and rural transportation, mobility, and enhanced 
machinery and commercial vehicle productivity. Other themes included the regulatory and legal requirements related to 
the automotive sector, other institutions and countries, and labor aspects.
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As regards its local affiliations, CNH Industrial is a member of the National Association of Automobile Manufacturers 
(ANFAVEA), responsible for filing legislative and regulatory claims within the automotive sector with the Brazilian 
government and other institutions, including labor unions. CNH Industrial interacts with the association’s branches for 
heavy vehicles (trucks and buses) and agricultural and construction equipment. ANFAVEA leads discussions on important 
milestones for emissions, alternative fuels, automotive safety, ergonomics, labor legislation, material recycling, vehicle 
inspections, and more.
The Company is also a member of the Society of Engineers of Mobility (SAE Brazil), which brings together engineers 
working in the production of automobiles, trucks, buses, and self-propelled machines. CNH Industrial engineers and 
executives participate directly in the SAE’s technical commissions, debates, and forums. The Company has also sponsored 
events related to urban mobility, transportation, logistics, better use of fossil and alternative fuels, vehicle emission levels, 
new technologies for urban and rural transport, and the enhancement of machinery and commercial vehicle performance 
and productivity.
Furthermore, CNH Industrial is a member of the Brazilian Association of Automotive Engineering (AEA), which 
interacts with the government on automobile legislation for commercial vehicles and machinery with regard to the 
homologation of parts, components, and complete vehicles. In addition, it focuses on other topics such as: motorization, 
emissions, safety and dimensional specifications, weight and dimensions, and parts and other components involved in 
vehicle assembly. CNH Industrial participates in the AEA’s consultative council focusing on upgrades and improvements 
to the materials used in vehicles, engines, and machines.

Since logistics have an indirect impact on tackling climate change, all relevant processes must be properly managed. 
To this end, CNH Industrial logistics processes are managed to optimize the efficiency of logistics flows and reduce 
their environmental impact. The importance of sustainable logistics to the Company lies not only in time and cost 
efficiencies, but also in the related environmental and social impacts, in terms of emission reduction, resource use, 
packaging management, as well as in their indirect impact on human health and traffic congestion. Some examples of the 
Company’s memberships of institutions in LATAM related to logistics are described below.
CNH Industrial is a member of the National Freight Transportation and Logistics Association (NTC & Logística), 
the main entity for freight forwarders in Brazil. Through IVECO, the Company supports the association’s technical 
and commercial events, such as Fenatran, the largest trade show for trucks and transportation materials in LATAM. 
The association defends the interests of carriers, with a focus on the best logistics flows between production sites and 
consumers in Brazil and neighboring countries. It also intervenes in critical matters regarding sector legislation, public 
safety, labor relations, and logistics infrastructure development and improvement.
CNH Industrial is also a member of the Brazilian Association of Machinery and Equipment Industry (ABIMAQ), 
which brings together and represents the capital goods industry in Brazil while promoting its development. ABIMAQ 
leads important discussions related to legislation on the use and application of machines in agribusiness and in public 
infrastructure works. It also promotes forums on tax and legal issues to enhance Brazil’s industrial competitiveness. 
CNH Industrial actively participated in the Commission for Machinery and Agricultural Implements and Construction, focusing 
on critical issues such as the environment, basic sanitation, and energy generation and distribution, as well as on road, 
rail, port, and airport logistics. Furthermore, a CNH Industrial representative was appointed chair of ABIMAQ’s Road 
Machinery Chamber for the 2018-2020 period, a rotating position among the association’s member companies.

In APAC, in 2018, CNH Industrial showcased its brands’ leadership in natural gas technology, further highlighting the advantages 
of the large-scale use of this alternative fuel in decarbonizing transport in Asia. Natural gas, in fact, provides a solution to many 
current issues in terms of air quality, CO

2
 emissions, energy efficiency, and noise levels (a key factor in urban and night missions). 

As regards tackling climate change, CNH Industrial actively participated in several debates on China’s on-road vehicle 
emission standards, held at: the local office of the European Automobile Manufacturers’ Association (ACEA) in Beijing, 
where the Company presented key Chinese stakeholders and institutions with success stories from the European market, 
as well as policies on the reduction of emissions and pollutants; the local branch of the US Association of Equipment 
Manufacturers (AEM China); the local trade association of Agriculture Machinery Manufactures (CAAMM); and the 
China Internal Combustion Engine Industry Association (CICEIA). The aim was to offer Chinese legislators examples of 
best practices around the world, promoting and fostering a constructive dialogue on the main regulatory issues, possible 
future solutions for sustainable mobility in Asia, and the development of policies on transport sector decarbonization and 
air quality improvement.
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ADVOCATING FOR CLIMATE CHANGE MITIGATION
In 2018, the Company actively engaged in several initiatives and opportunities to combat climate change, especially raising 
awareness of alternative fuels and sustainable mobility.
IVECO participated in a high-level meeting on EU infrastructure policy during the Trans-European Network for Transport 
(TEN-T) Days event, promoted by the European Commission and held in Ljubljana (Slovenia). The brand presented its 
vision for alternative fuels: i.e., the development of electric vehicles for last-mile logistics and hyper-centers, as well as 
methane and biomethane as a broad alternative to diesel and as a mature, affordable solution to reduce greenhouse gas 
emissions and address urban air quality issues.
IVECO’s role in contributing to the promotion of natural gas as an alternative fuel, as well as its commitment to sustainability, 
were further underlined during the Cleaner, Connected, and Connected Summit organized by news organization POLITICO1 
in Brussels (Belgium), and at the Gas Infrastructure Europe (GIE) annual conference held in Bucharest (Romania). Both 
events were an opportunity to present the Company’s contribution to a cleaner transport sector in Europe.
In 2018, CNH Industrial took part in the 3rd Bridge for Cities initiative in Wien (Austria), an annual conference organized 
by UNIDO (United Nations Industrial Development Organization) on sustainable mobility. This was the occasion to 
share CNH Industrial’s best practices and green technologies aimed at promoting inclusive and sustainable urban and 
industrial development.
IVECO also participated in the International Road Transport Union (IRU) World Congress 2018, in Muscat (Oman), where 
it outlined its commitment to sustainability and to reducing the industry’s environmental impact, as well as the role of 
natural gas as a mature solution and alternative to diesel. The key role of innovation and digitalization at CNH Industrial, 
and their contribution to creating a greener future, was extensively highlighted (to policy makers, among others) at the 
FPT Industrial Tech Day organized in Turin (Italy), during which FPT Industrial presented its latest innovative technologies 
and projects and its vision for the future of engine technology, focusing on decarbonization as the way to a green and 
sustainable future. The Company’s commitment to respect for the environment was also underlined during the 2018 
Congress of the Committee for European Construction Equipment (CECE), in Rome (Italy), where CASE Construction 
Equipment and New Holland Construction presented their state-of-the-art technologies, focused on reducing fuel 
consumption and emissions, as well as their increasingly efficient machines, with benefits for the environment.​
In Cairo (Egypt), CNH Industrial participated in the Egypt-Italy Business Forum, organized to strengthen partnerships 
around green technologies for sustainable growth. IVECO, IVECO BUS, and FPT Industrial showcased their leading roles 
in developing sustainable mobility, as well as the key role of natural gas, a particularly viable solution in countries with large 
reserves, such as Egypt, where it could contribute to the development of a circular economy and a sustainable future.
With regard to Tunisia, the Company presented its 3-year sustainable water management project regarding one of the 
region’s driest areas, the Kebili Governorate, at several international conferences and in collaboration with the Tunisian 
Government, the Food and Agriculture Organization of the United Nations (FAO), and New Holland Agriculture. 
As a major industrial player in both the Italian and Chinese markets, CNH Industrial was invited to participate in the fifth 
China-Italy Business Forum in Shanghai, a platform to discuss potential opportunities in infrastructure, agriculture, green 
technology, sustainable mobility, and urban development. The Company discussed its involvement in promoting the long-
term development of China’s automotive sector, as well as the importance of natural gas, which reflects the objectives of 
China Blue Sky, the government’s action plan for pollution prevention and control.
In 2018, within the scope of the Memorandum of Cooperation signed in July 2017 by the European Commission and the 
Japanese Ministry of Economy, Trade, and Industry, IVECO presented its latest action plans supporting the use of natural 
gas across the transport sector in Japan, and the development of advanced technologies for the use of liquefied natural 
gas (LNG) powertrains in road and maritime transport. 

INITIATIVES LINKED TO IMPROVING FOOD AVAILABILITY
In 2018, in the non-road sector, CNH Industrial organized initiatives and participated in events to raise awareness among 
institutional, economic, and social stakeholders of its role in tackling food scarcity and enhancing food security, through 
precision farming, agricultural mechanization, and global collaborations. 
In EMEA, as a member of the European Agricultural Machinery Industry Association (CEMA), the Company proactively 
contributed to many activities during the year, strengthening relationships with stakeholders within the agri-food chain 
while promoting precision farming (i.e., digital farming and Agriculture 4.0). To this end, CNH Industrial is a leading 
member of the CEMA working groups, and aims to promote Company policies on sustainable agriculture, alternative 
fuels, and autonomous driving. These topics are gaining in importance and are fueling the political debate for a better 
future EU Common Agricultural Policy (CAP).

(1)	 Organization reporting on the politics, policy, and personalities of the European Union.
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GRI 101: Foundation 2016

General Disclosures

GRI 102:
General Disclosures  
2016

Organizational profile
102-1 Name of the organization 11 -

102-2 Activities, brands, products, and services 11; Annual Report 33 -

102-3 Location of headquarters 11; 272; Annual Report 90 -

102-4 Location of operations 11 -

102-5 Ownership and legal form 11; Annual Report 8; 90; 112 -

102-6 Markets served 11; Annual Report 41-42 -

102-7 Scale of the organization 11; 68 -

102-8 Information on employees and other workers 70; 236; 247 -

102-9 Supply chain 155 -

102-10 Significant changes to the organization and its supply chain 155 -

102-11 Precautionary Principle or approach 65 -

102-12 External initiatives 47 -

102-13 Membership of associations 127; 260 -

Strategy
102-14 Statement from senior decision-maker 4 -

102-15 Key impacts, risks, and opportunities Annual Report 21-31 -

Ethics and integrity
102-16 Values, principles, standards, and norms of behavior 47; 154 -

102-17 Mechanisms for advice and concerns about ethics 48; 50 -

Governance
102-18 Governance structure 39; Annual Report 77-90 -

102-19 Delegating authority 44 -

102-20 Executive-level responsibility for economic, environmental, 
and social topics

40 -

102-21 Consulting stakeholders on economic, environmental, and 
social topics

16 -

102-22 Composition of the highest governance body and its 
committees

40; 42; Annual Report 77-85 -

For the Materiality Disclosures Service, GRI Services reviewed that the GRI content index is clearly presented and the references for Disclosures 
102-40 to 102-49 align with appropriate sections in the body of the report.
The GRI Content Index is made up of two parts. The first contains references to the disclosures reported in accordance with the core option, 
based on the materiality analysis (see page 16). The second contains references to additional GRI disclosures (not linked to the material topics) that 
complete the outline of CNH Industrial’s performance. For each disclosure, the page number refers to the 2018 Sustainability Report; however, where 
specifically stated, the reference is to the 2018 EU Annual Report as at December 31, 2018, available on the corporate website.
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GRI 102:
General Disclosures  
2016

102-23 Chair of the highest governance body 40; Annual Report 80 -

102-24 Nominating and selecting the highest governance body 40 -

102-25 Conflicts of interest 41; Annual Report 85 -

102-26 Role of highest governance body in setting purpose, 
values, and strategy

40; Annual Report 77-85 -

102-27 Collective knowledge of highest governance body 43 -

102-28 Evaluating the highest governance body's performance 42 -

102-29 Identifying and managing economic, environmental, and 
social impacts

16 -

102-30 Effectiveness of risk management processes 60; Annual Report 72-76 -

102-31 Review of economic, environmental and social topics 18 -

102-32 Highest governance body's role in sustainability reporting 16; 46 -

102-33 Communicating critical concerns 50 -

102-34 Nature and total number of critical concerns 50 -

102-35 Remuneration policies Annual Report 97-109 -

102-36 Process for determining remuneration 42 -

102-37 Stakeholders' involvement in remuneration (a) -

Stakeholder engagement
102-40 List of stakeholder groups 258 -

102-41 Collective bargaining agreements 101; 250 -

102-42 Identifying and selecting stakeholders 18; 258 -

102-43 Approach to stakeholder engagement 18; 235; 258 -

102-44 Key topics and concerns raised 258 -

Reporting practice
102-45 Entities included in the consolidated financial statements 232; Annual Report 45-47 -

102-46 Defining report content and topic Boundaries 16; 20; 235 -

102-47 List of material topics 20 -

102-48 Restatements of information 231 -

102-49 Changes in reporting 20; 231 -

102-50 Reporting period 231 -

102-51 Date of most recent report 231 -

102-52 Reporting cycle 231 -

102-53 Contact point for questions regarding the report 272 -

102-54 Claims of reporting in accordance with the GRI Standards 231 -

102-55 GRI content index 266 -

102-56 External assurance 46; 264 -

Material Topics

GRI 200 Economic Standard Series

Procurement Practices

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 131; 153 -

103-2 The management approach and its components 131; 153 -

103-3 Evaluation of the management approach 131; 153 -

GRI 204:  
Procurement  
Practices 2016

204-1 Proportion of spending on local suppliers 156 -

GRI 300 Environmental Standards Series

Energy

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 184 -

103-2 The management approach and its components 184 -

103-3 Evaluation of the management approach 184 -

GRI 302:  
Energy 2016

302-1 Energy consumption within the organization 186; 188; 237; 256 -

302-3 Energy intensity 190; 237; 257 -

302-4 Reduction of energy consumption 188; 257 -

267

(a)	 Available on the corporate website after the General Meeting.
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Water

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 172 -

103-2 The management approach and its components 172 -

103-3 Evaluation of the management approach 172 -

GRI 303:  
Water 2016

303-1 Water withdrawal by source 178; 236; 252 -

303-2 Water sources significantly affected by withdrawal of water 237; 253 -

303-3 Water recycled and reused 236; 252 -

Emissions

GRI 103:  
Management  
Approach 2016

b

103-1 Explanation of the material topic and its Boundary 20; 153; 172; 184; 193; 199; 200; 202 -

103-2 The management approach and its components 139; 153; 172; 184; 193; 202 -

103-3 Evaluation of the management approach 139; 153; 172; 184; 193 -

GRI 305:  
Emissions 2016

305-1 Direct (Scope 1) GHG emissions 188; 190; 237; 257 -

305-2 Energy indirect (Scope 2) GHG emissions 188; 190; 237; 257 -

305-4 GHG emissions intensity 191; 237; 257 -

305-5 Reduction of GHG emissions 190; 257 -

305-6 Emissions of ozone-depleting substances (ODS) 176 -

305-7 Nitrogen oxides (NO
X
), sulfur oxides (SO

X
), and other 

significant air emissions
176; 236; 251 (c) (c) (c)

Effluents and Waste

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 172 -

103-2 The management approach and its components 172 -

103-3 Evaluation of the management approach 172 -

GRI 306:  
Effluents and  
Waste 2016

306-1 Water discharge by quality and destination 178; 236; 251-252 -

306-2 Waste by type and disposal method 180; 254 -

306-3 Significant spills 180 -

306-4 Transport of hazardous waste 254 -

306-5 Water bodies affected by water discharges and/or runoff 237; 253 -

Supplier Environmental Assessment 

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 131; 153 -

103-2 The management approach and its components 131; 153 -

103-3 Evaluation of the management approach 131; 153 -

GRI 308:  
Supplier  
Environmental  
Assessment 2016

308-1 New suppliers that were screened using environmental criteria 157 -

308-2 Negative environmental impacts in the supply chain  
and actions taken

161 -

GRI 400 Social Standards Series

Occupational Health and Safety

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 76 -

103-2 The management approach and its components 76 -

103-3 Evaluation of the management approach 76 -

GRI 403:  
Occupational Health 
and Safety 2016

403-1 Workers representation in formal joint management-
worker health and safety committees

101 -

403-2 Types of injury and rates of injury, occupational diseases,  
lost days, and absenteeism, and number of work-related fatalities

80; 236; 248
(d) (d) (d)

403-4 Health and safety topics covered in formal agreements  
with trade unions

102 -

APPENDIX GRI CONTENT INDEX
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(b)	 Also related to product use, supply chain, and logistics processes, in line with the material topic CO
2
 and other air emissions identified in the materiality analysis 

(see page 239).
(c)	 The part omitted is the disclosure of Persistent Organic Pollutants (POP) and Hazardous Air Pollutants (HAP). These are not applicable and not monitored as they 

are considered insignificant for CNH Industrial’s manufacturing processes. 
(d)	 The part omitted includes: 

- the absentee rate because the information is currently unavailable 
- the disclosure of the indicators by gender for North America due to confidentiality constraints, in line with the Region’s regulations on discrimination
- the Occupational Disease Rate (ODR) and Lost Day Rate (LDR) by gender, since the information is currently unavailable.
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Training and Education

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 67 -

103-2 The management approach and its components 67 -

103-3 Evaluation of the management approach 67 -

GRI 404:  
Training and  
Education 2016

404-1 Average hours of training per year per employee 249 -

404-2 Programs for upgrading employee skills and transition 
assistance programs

89 -

404-3 Percentage of employees receiving regular performance  
and career development reviews

85 -

Local Communities

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 107 -

103-2 The management approach and its components 107; 110 -

103-3 Evaluation of the management approach 107 -

GRI 413: Local  
Communities 2016

413-1 Operations with local community engagement, impact 
assessments, and development programs

109 -

413-2 Operations with significant actual and potential negative 
impacts on local communities

110 -

Supplier Social Assessment

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 131; 153 -

103-2 The management approach and its components 131; 153 -

103-3 Evaluation of the management approach 131; 153 -

GRI 414:  
Supplier Social 
Assessment 2016

414-1 New suppliers that were screened using social criteria 157 -

414-2 Negative social impacts in the supply chain and actions taken 161 -

Public Policy

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 121 -

103-2 The management approach and its components 121 -

103-3 Evaluation of the management approach 121 -

GRI 415:  
Public Policy 2016 415-1 Political contributions 127 -

Customer Health and Safety	

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 143 -

103-2 The management approach and its components 139 -

103-3 Evaluation of the management approach 139 -

GRI 416:  
Customer Health 
and Safety 2016

416-1 Assessment of the health and safety impacts of product  
and service categories

148 -

416-2 Incidents of non-compliance concerning the health  
and safety impacts of products and services

59; 150 -

Marketing and Labeling

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 131; 135 -

103-2 The management approach and its components 131; 135 -

103-3 Evaluation of the management approach 131; 135 -

GRI 417:  
Marketing and  
Labeling 2016

417-1 Requirements for product and service information  
and labeling

148 -

417-2 Incidents of non-compliance concerning product  
and service information and labeling

59; 136; 150 -

417-3 Incidents of non-compliance concerning marketing 
communications

59; 136 -

Customer Privacy	

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 131; 135 -

103-2 The management approach and its components 131; 135 -

103-3 Evaluation of the management approach 131; 135 -

GRI 418:  
Customer  
Privacy 2016

418-1 Substantiated complaints concerning breaches of customer 
privacy and losses of customer data

54; 59; 136 -
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ADDITIONAL GRI DISCLOSURESa

GRI STANDARDS DISCLOSURE
PAGE NUMBER(s)
AND/OR URL(s)

GRI 200 Economic Standard Series

Economic Performance					   

GRI 201:  
Economic  
Performance 2016

201-1 Direct economic value generated and distributed 12

201-2 Financial implications and other risks and opportunities due to climate change 62

201-3 Defined benefit plan obligations and other retirement plans 72; Annual Report 129-130; 171-172

201-4 Financial assistance received from government 11

Market Presence	

GRI 202:  
Market  
Presence 2016

202-1 Ratios of standard entry level wage by gender compared to local minimum wageb 71

202-2 Proportion of senior management hired from the local community 86; 236; 249

Anti-Corruption

GRI 205:  
Anti-Corruption  
2016

205-1 Operations assessed for risks related to corruption 49; 51

205-2 Communication and training about anti-corruption policies and procedures 52

205-3 Confirmed incidents of corruption and actions taken 51; 59

Anti-Competitive Behavior

GRI 206:  
Anti-Competitive 
Behavior 2016

206-1 Legal actions for anti-competitive behavior, anti-trust, and monopoly practices 59; Annual Report 45;178

(a)	 Not linked to the material topics.
(b)	 This GRI Standards Disclosure is partially reported.
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GRI STANDARDS DISCLOSURE
PAGE NUMBER(s)
AND/OR URL(s)

OMISSION

PART  
OMITTED REASON EXPLANATION

Material Topics not covered by the topic-specific Standards

Circular Product Life Cycle

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 202; 225 -

103-2 The management approach and its components 139; 202; 225 -

103-3 Evaluation of the management approach 139; 225 -

Autonomous Vehicles and Connectivity

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 199; 212 -

103-2 The management approach and its components 139; 212 -

103-3 Evaluation of the management approach 139 -

Self-Sustaining Food Systems	

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 199; 207 -

103-2 The management approach and its components 139; 207 -

103-3 Evaluation of the management approach 139 -

Value Chain Management (dealer management)

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 131; 215 -

103-2 The management approach and its components 215 -

103-3 Evaluation of the management approach 215 -

Digital Workplaces

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 67; 83 -

103-2 The management approach and its components 67; 83 -

103-3 Evaluation of the management approach 67; 83 -

Innovation-to-Zero (excluding occupational health and safety)

GRI 103:  
Management  
Approach 2016

103-1 Explanation of the material topic and its Boundary 20; 131; 168 -

103-2 The management approach and its components 131 -

103-3 Evaluation of the management approach 131 -



GRI STANDARDS DISCLOSURE
PAGE NUMBER(s)
AND/OR URL(s)

GRI 300 Environmental Standards Series

Materials		

GRI 301:  
Materials 2016 301-1 Materials used by weight or volume 156

Biodiversity		

GRI 304:  
Biodiversity 2016

304-1 Operational sites owned, leased, managed in, or adjacent to, protected areas and areas of high biodiversity 
value outside protected areas

255

304-2 Significant impacts of activities, products, and services on biodiversity 182

304-3 Habitats protected or restored 182

304-4 IUCN Red List species and national conservation list species with habitats in areas affected by operations 255

Environmental Compliance		

GRI 307:  
Environmental  
Compliance 2016

307-1 Non-compliance with environmental laws and regulations 59; 183

GRI 400 Social Standards Series

Employment		

GRI 401:  
Employment 2016

401-1 New employee hires and employee turnover 68; 244-245

401-2 Benefits provided to full-time employees that are not provided to temporary or part-time employeesb 71; 95

401-3 Parental leave 95; 249

Labor/Management Relations

GRI 402:  
Labor/Management 
Relations 2016

402-1 Minimum notice periods regarding operational changes 103

Diversity and Equal Opportunity

GRI 405:  
Diversity and Equal 
Opportunity 2016

405-1 Diversity of governance bodies and employees 40; 74; 246

Non-Discrimination

GRI 406:  
Non-Discrimination 
2016

406-1 Incidents of discrimination and corrective actions taken 51

Freedom of Association and Collective Bargaining		

GRI 407:  
Freedom of 
Association and 
Collective  
Bargaining 2016

407-1 Operations and suppliers in which the right to freedom of association and collective  
bargaining may be at risk

56; 99; 160

Child Labor

GRI 408:  
Child Labor 2016 408-1 Operations and suppliers at significant risk for incidents of child labor 56; 160

Forced or Compulsory Labor

GRI 409:  
Forced or  
Compulsory  
Labor 2016

409-1 Operations and suppliers at significant risk for incidents of forced or compulsory labor 57; 160

Human Rights Assessment	

GRI 412:  
Human Rights  
Assessment 2016

412-1 Operations that have been subject to human rights reviews or impact assessments 57

412-2 Employee training on human rights policies or procedures 55

412-3 Significant investment agreements and contracts that include human rights clauses or that  
underwent human rights screening

157

Socioeconomic Compliance 					  

GRI 419:  
Socioeconomic 
Compliance 2016

419-1 Non-compliance with laws and regulations in the social and economic area 59

(b)	 This GRI Standards Disclosure is partially reported.
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GRI STANDARDS                 GRI 102-3; GRI 102-53
272

CONTACTS

PRINCIPAL OFFICE
25 St. James’s Street, London, SW1A 1HA, United Kingdom

Tel. +44 207 7660 346

website: www.cnhindustrial.com 

INVESTOR RELATIONS
Europe	 Tel. +44 207 7660 386

North America	 Tel. +1 630 887 3745

e-mail: investor.relations@cnhind.com

SUSTAINABILITY
e-mail: sustainability@cnhind.com

CORPORATE COMMUNICATIONS
Tel. +44 207 7660 346

e-mail: mediarelations@cnhind.com
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