








4.  SOCIAL

a.  Employees within our own operations

Long-term relationships and employment conditions based on 
respect and trust are, for us, the most important factor for a suc-
cessful and sustainable future. We continuously work to provide 
our employees with a socially responsible, safe, and motivating 
work environment. As a company based in Germany, we natur-
ally uphold human and labor rights in accordance with the high 
legal standards. We treat all individuals with respect and stand 
for the principle of equal opportunity. Our principles are ancho-

red in our corporate philosophy and the group’s Code of Con-
duct. Our employees receive annual training in these areas.
Personnel matters are managed by the central HR department 
of the Stern-Wywiol Gruppe; at the Norderstedt site, local con-
tacts are available to support employees. Table 5 summarizes 
the current personnel fi gures and provides an overview of de-
velopments over the past four years:

As an employer, we are not bound by collective bargaining ag-
reements. Therefore, we have introduced our own wage and 
salary matrix for the operations sector. This matrix provides 
transparency and comparability for employees and highlights 
development opportunities.    

Table 5: Development of Employee Indicators 2021–2024

2021 2022 2023 2024

Total number of employees 203 228 245 237

Fixed-term vs. permanent employment 
contracts 18/ 185 25/203 12/233 5/232

Male/Female split 116/87 130/98 142/ 103 141/96

Proportion of women 43% 43% 42% 41%

Proportion of women in leadership        
positions 22% 29% 40% 20%

Number of severely disabled employees 6 5 5 3

Number of nationalities 29 37 38 38

Number of employees on parental leave 6 2 5 6

Part-time / full-time split 12/ 191 12/216 21/224 18/219

b.  Health and safety of our employees

A safe working environment and active health protection are 
a matter of course for us. We focus on prevention and take all 
necessary measures to avoid accidents and health risks in the 
workplace. This is ensured through the occupational safety 
concept implemented at our site.

Our objective in the area of occupational health and safety is 
to further reduce—or at least keep as low as possible—the rates 
of illness and accidents. We measure this using the Lost Day 
Frequency Rate (LDFR) and the Lost Time Injury Frequency Rate 
(LTIFR), and we use the average rate of the employers’ liability 
insurance association (BG) as a benchmark for evaluation wit-
hin the company.

87



5.  GOVERNANCE
We act with honesty and integrity — in our dealings with cus-
tomers, suppliers, and partners alike. Our corporate philosophy 
and Code of Conduct are based on fairness, integrity, and mu-
tual trust. At Herza Schokolade, we promote flat hierarchies and 
direct communication. We consistently avoid conflicts of inte-
rest; critical decisions are always made according to the four-
eyes principle.
 
Compliance management is the responsibility of the group and 
is assigned to the legal department. Since 2024, our reporting 
system has also been accessible to external parties, enabling 
confidential reporting of potential violations. Additionally, local 
employees have the option to submit anonymous information 
via a designated mailbox, although this option is used only to a 
limited extent. Furthermore, we inform our employees about the 
whistleblowing systems of our customers to ensure transparen-
cy and responsible conduct throughout the entire supply chain.

The protection of personal data of employees, customers, sup-
pliers, and other partners is of utmost priority for the Stern-Wywi-
ol Gruppe. Data is collected and processed exclusively with con-
sent and in accordance with legal requirements. A designated 
data protection officer monitors all related activities.

c.  Career management and trainings

Career management and training opportunities are coordina-
ted as part of personnel and organizational development by 
the central, group-wide HR department. Our goal is to recruit 
as many skilled and managerial employees as possible from 
within our own ranks and to retain qualified and motivated em-
ployees in the long term.

Within our group-wide training program “SternTrainings,” we 
offer our employees seminars for professional development 
as well as personal development. We support the continuous 

advancement of our managers through dedicated leadership 
training. Employees who wish to acquire additional job-rela-
ted skills receive individual support (e.g., forklift license, master 
craftsman training). In addition, we offer vocational training 
programs in various occupational fields. Key topics are com-
municated through mandatory training sessions. For exam-
ple, every employee receives training on cybersecurity, and 
in 2025 a basic training course on sustainability will also be 
introduced.

2021 2022 2023 2024

LDFR  (Lost Day Frequency Rate) 0.13 0.23 0.28 0.38

LTIFR (Lost Time Injury Frequency Rate) 10.9 23.9 26.0 19.0

In 2024, the LDFR stood at 0.38, representing a significant increa-
se compared to previous years. By contrast, the LTIFR decreased 
to 19.0 compared to prior years. This means that we have suc-
ceeded in significantly reducing the number of accidents, while 
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Table 6: Development of the Lost Day Frequency Rate and Lost Time Injury Frequency Rate 2021–2024

the severity of their consequences has increased. Our objective 
remains to return to the 2020 level, i.e. to achieve an LDFR of 0.19 
and an LTIFR of 16.8. In any case, we aim to be clearly below the 
BG average (LTIFR of 20.9; LDFR is not calculated).



6.  UPSTREAM VALUE CHAIN
a.  Human rights in the supply chain

As a company that produces and processes chocolate, the re-
spect for human rights—both in general and specifically in co-
coa-growing countries—is a constant and highly relevant topic 
for us. As part of an internationally active corporate group with 
global supply chains, we are aware of our responsibility with 
regard to respecting human rights.

The Stern-Wywiol Gruppe is subject to the German Supply 
Chain Due Diligence Act (LkSG), and the associated obligati-
ons are fully complied with. The group has an appointed Hu-

man Rights Officer, a Human Rights Committee in which em-
ployees of Herza Schokolade are also represented, as well as 
annual risk analyses of our suppliers.

It is our ambition and objective to prevent and mitigate adverse 
impacts on human rights within our global business activities as 
far as possible. This commitment extends beyond the boundar-
ies of our own company and also applies to our business part-
ners, in particular to direct suppliers.

b.  Service providers and partners

In our daily work, we rely on cooperation with dependable part-
ners. For this reason, we place great importance on ensuring 
that our suppliers and service providers act in line with our va-
lues and work with us to shape a sustainable value chain — with 
consideration for people, the environment, and society.

We regularly review the practices of our business partners and 
their alignment with our objectives and guidelines through sup-
plier evaluations. In addition, we participate in industry-stan-
dard, globally recognized certification programs such as Rain-
forest Alliance and FairTrade.

In 2025, a comprehensive supplier Code of Conduct will be 
developed at the Stern-Wywiol Gruppe  level, defining the re-
quirements for our suppliers in the sustainability areas of labor 
and social standards, environmental and climate responsibi-
lity, and ethical business conduct. The Code also sets out the 
procedures for implementation and for handling violations of 
these requirements.

The new supplier Code of Conduct will become a binding com-
ponent of every business relationship within the Stern-Wywiol 
group and its subsidiaries. It obliges our business partners to as-
sume responsibility along the supply chain and complements 
the contracts concluded with suppliers.

Table 7: Development of Cocoa Mass Procurement 2021–2024

2021 2022 2023 2024

Cocoa mass, conventional 14 % 14 % 12 % 12 %

Cocoa mass, Rainforest Alliance 28 % 28 % 39 % 39 %

Cocoa mass, organic 28 % 21 % 13 % 27 %

Cocoa mass, organic Rainforest Alliance 11 % 14 % 16 % 18 %

Cocoa mass, organic Fairtrade 19 % 22 % 13 % 15 %
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c.   Use of certified raw materials

Resilient supply chains are one of the central topics for our com-
pany. As a cocoa-processing business, we operate at the end of 
complex, global supply chains that are subject to a wide range 
of climatic, geopolitical, and economic challenges. Cocoa culti-
vation in particular entails significant social and environmental 
shortcomings — such as poverty, child labor, deforestation, and 
inefficient agricultural practices.

By using certified raw materials for our products, we help ensu-
re that higher standards are implemented at the origin of the 
supply chain. Within the corporate group, procurement activi-
ties are managed in a decentralized manner, which provides 
us with greater independence in our purchasing decisions. As 
early as 2008, we made a conscious decision to offer orga-
nic and Fairtrade-certified products. As a result, we have been 
able to continuously increase the purchasing volumes of or-

ganic-certified cocoa mass to 60%. An exception to this is the 
year 2023, when high inflation had a negative impact on the 
demand for premium-priced products, leading to a significant 
decline in demand for organic products.

Not only cocoa semi-finished products but also sugar and 
palm-based products are purchased in certified form. Cer-
tification according to Rainforest Alliance standards is one of 
the most commonly used certification programs in the cocoa 
sector. For this reason, we have averaged results over two-ye-
ar periods, as the mass balance system can cause distortions 
if only a single year is considered. The volume of Rainforest 
Alliance Certified (RAC) conventional cocoa mass increased 
significantly in the 2023/2024 period compared to 2021/2022, 
clearly demonstrating the growing demand from our custo-
mers for certified chocolate.



7.  OUTLOOK
Over the past two years, we have consistently continued on our 
chosen path and achieved tangible progress. Building on these 
results, we will now systematically further develop our sustai-
nability activities.
 
At the site level, the focus in the upcoming period will be on 
additional optimization measures in energy and waste ma-
nagement. In doing so, we not only contribute to conserving re-
sources and reducing the group’s overall climate footprint but 
also strengthen our operational efficiency.
 
In the supply chain, we will rigorously implement our sustai-
nable procurement strategy and, through close collaboration 
within the corporate group, contribute to the development of 
a group-wide sustainability strategy. This strategic foundation 
will enable us to further strengthen ecological, social, and eco-
nomic responsibility along the entire value chain.
 
In light of positive market developments, we see excellent pro-
spects for our business. We are confident that targeted measu-
res will allow us to return our key performance indicators to their 
target ranges. Furthermore, thanks to a company culture roo-
ted in mindfulness and a strong working environment, we ex-
pect a continued reduction in accident frequency and severity. 
Our project teams are well prepared to efficiently and prac-
tically implement regulatory requirements — particularly tho-
se arising from the EU Taxonomy, the Corporate Sustainability 
Reporting Directive (CSRD), the German Supply Chain Due Dili-
gence Act (LkSG), and the EU Deforestation Regulation (EUDR).
 
Overall, we believe we are on a very strong path: we combine 
entrepreneurial success with responsibility and thereby lay the 
foundation for a sustainable future — for our company, our em-
ployees, and our partners across the entire supply chain.
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Sustainable Procurement Strategy

With our sustainable procurement strategy, we are building on this development. 
The aim of the strategy is to reduce the share of purchased cocoa mass and other 
cocoa semi-finished products that do not carry a certification (e.g., cocoa butter) to 
zero. Specifically, this means that from 2026 onward, we will purchase only certified 
raw materials. We will also seek to encourage our customers to convert their con-
tracts to at least Rainforest Alliance standards.
 
A second pillar of our sustainable procurement strategy is a supplier management 
system aligned with sustainability criteria. This includes, among other things, embed-
ding our new supplier Code of Conduct with our partners. Our goal is to have at least 
80% of our direct suppliers committed to our standards by mid-2027. In addition, we 
aim to introduce a supplier selection system based on sustainability criteria by the 
end of 2026.

Cocoa Agroforestry Program, Sierra Leone

From 2021 to 2024, we were involved in an agroforestry project in Sierra Leone to-
gether with one of our suppliers. This project has now been completed. As part of 
the program, farmers received technical support to convert grassland and fallow 
land into a dynamic agroforestry system. The goal was the sustainable use of 
land by combining various tree and shrub species with the cocoa crop in order 
to improve soil protection, water balance, biodiversity, and microclimate. This was 
intended to increase the productivity and resilience of cocoa farms, while addi-
tional crops could provide extra sources of income and food.
Farmers were trained in several agricultural workshops and provided with technical 
equipment. The idea was to first train a small group of farmers who would then act 
as multipliers, passing on their knowledge to others.
 
However, the project goals were largely missed: instead of the planned 22 hectares, 
only 5.5 hectares were implemented; 2 instead of 3 agricultural schools were esta-
blished; 22 instead of 80 farmers were directly trained; and in total only 202 instead of 
the targeted 800 farmers were reached. With 9,570 trees planted, the project came 
close to the target of 10,000.
 
The reasons for the disappointing results are manifold. The greatest challenge pro-
ved to be that the success of the initiative depended heavily on the leading farmers 
applying and disseminating the knowledge gained. The necessary openness, com-
mitment, and role-model function were not consistently present. Follow-up and mo-
nitoring activities were essential for project progress. For this purpose, an app was 
developed to monitor farmer performance on the agroforestry plots. Ultimately, ho-
wever, on-site presence is crucial — and in our case, this was insufficient. As the out-
comes of the three-year project did not meet our expectations, we decided not to 
directly continue similar initiatives.


