














Germany/Netherlands, China and the rest of Asia
will have personnel development programs that are
specifically tailored toward the local conditions and
requirements. They also consist of multiple training
modules on leadership, project management, and
finances. During the modules, the participants have
the opportunity to visit other ALTANA companies in
the region. For many employees, this is a first chance
to see other Group companies. In addition to tech-
nical skills, the exchange of participants and “broad-
ening the horizon” is of essential importance. The
programs allow for networking, and promote co-
operation across the boundaries of individual com-
panies and Divisions. This advances a sense of com-
monalities, but also an appreciation of the specific
characteristics of individual companies, markets,
and countries. Similar to MDP, these programs help
a corporation such as ALTANA, which consists of
many small operative companies, to develop and
maintain a shared corporate culture.

Social responsibility

We continuously optimize, advance, and supple-
ment our trainee programs. ALTANA introduced
two new advancement programs for junior scien-
tists in 2006. They are open to young coworkers
who have just completed their degree in plastics
or coatings engineering (Junior Program) or who
already have some working experience (Young
Professional Program). This on-the-job training, for
example within the scope of projects, takes two
years in both programs; as in the case of profes-
sional advancement, the programs help employees
acquire a thorough knowledge of the company,
which frequently involves intercultural exchange.

Most of our subsidiaries have established their own
regional professional advancement programs for
their employees. In Germany, the training catalog
includes numerous in-house training opportunities
and a great variety of local course offers for practical
operations requirements, ranging from economic
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simulation games and project management work-
shops to language courses, intercultural training,
computer courses and public speaking training in
German and English. Additionally, the program in-
cludes courses on safety and occupational health,
decision-making and problem resolution as well as
time management and organization skills.

We have implemented a fixed progress dialog to
promote the career development, performance,
and self-initiative of our employees. These special
employee meetings are held at least once a year
and focus on individual expectations for profession-
al development, career planning, and consulting.
The supervisor and the employee discuss and deter-
mine the work goals and qualifications of the em-
ployee, and settle on suitable measures for training
and continuing education. Ultimately, the progress
dialog serves to strengthen the mutual trust of em-
ployees and supervisors and supports cooperation
that is focused on the corporate goals and principles.

To provide performance incentives, we have estab-
lished a uniform performance- and result-based
position evaluation and compensation system that
ensures comparable compensation for comparable
work. Transparent and fair compensation signifi-
cantly contributes to the motivation of our employ-
ees. Our compensation system additionally ensures
that the profile of ALTANA continues to develop,
since the incentives are custom-tailored for ALTANA.
This includes our vision, our corporate strategy and
philosophy, as well as our environmental, safety
and personnel policy. The focus of our award sys-
tem is on innovation, customer service, and quality
and keeps factors such as cost management and
resource efficiency in mind.

Overall, the income level of ALTANA employees

is above the average of comparable companies.
To maintain this level in the long term, we rely on
an international position evaluation system that
shows reference compensation for equivalent pos-
itions in the various local markets and makes them
comparable.

ALTANA makes efforts throughout the group to
increase the share of women at the executive
level and to attract more employees from different
national and cultural backgrounds. The above-
described trainee programs MDP and DP also serve
this purpose. The more diverse the backgrounds
and experiences, mentalities and biographies of
our employees are, the more an international en-
terprise such as ALTANA can benefit from employ-
ee qualification that exceeds the purely technical
level. In 2006, the share of women in the German
ALTANA payroll was 28 percent, while foreign na-
tionals accounted for five percent of employees.

Family-friendly personnel policy is an important pre-
requisite for equal opportunities. ALTANA wants to
make additional efforts to help employees balance
the needs of family and work. To allow especially
female professionals and executives options for pro-
fessional (re)entry and career advancement, ALTANA
offers flexible working hour models. Women con-
tinue to decide in favor of part-time jobs in order to
find a balance between their professional and pri-
vate commitments. Naturally, our flexible working
hour models are also available to our male employ-
ees. The share of part-time employees at our Ger-
man sites is currently 8.1 with a rising tendency. This
approach is supplemented by modern continuing
education methods such as e-Learning.



Dr. Giovanna Biondi, ELANTAS Deatech (left) and Dr. Thomas
Sawitowski, BYK-Chemie

As a globally active company, ALTANA wants to
make a contribution to humanizing globalization. As
part of comprehensive policy guidelines, ALTANA
has established specific work, social, and ethical
standards (see also Page 8). Thanks to a number
of simple, practical and consequently, very effec-
tive routines, which are regularly monitored, these
standards have become fixed rules in the company
and are firmly rooted in the minds of our employees.

However, we are not content to promote the estab-
lishment of these standards in-house. Our commit-
ment reaches beyond our own actions and business
procedures. Thus, ALTANA is proud to support part-
ners and initiatives worldwide to advance social and
ecological priorities in global business. After all,
stable relationships in working worlds and societies
based on reliable shared values are an essential pre-
requisite for our economic success.

ALTANA joined the “Global Compact” initiative of
former U.N. Secretary General Kofi Annan in 2003.

Social responsibility

This global project supports the millennium develop-
ment goals of the United Nations. It is based on
ten principles, which may seem self-explanatory in
European countries and had been established at
ALTANA long before joining the initiative, but which
can still not be taken for granted at sites outside of
Europe. The principles of the “Global Compact” in-
clude protection of and support for human rights
within the company’s sphere of influence, protec-
tion of the right of association and the right to col-
lective bargaining, bans of all forms of forced labor
and child labor, and avoidance of discrimination in
hiring and employment in any form. Additionally, all
parties signing the pact agreed to fight corruption
in all its forms.

ALTANA works constructively with unions, works
councils and employee representatives on the basis
of partnerships, both at the national and the inter-
national level.
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Social commitment

ALTANA strives to continuously develop its social
commitment in the sense of modern “corporate
citizenship.” Some of our first initiatives are out-
lined below. Corporate citizenship assigns a new
role to corporations in society. Progressive com-
panies shape social change toward more self-initia-
tive and self-responsibility as corporate citizens.
ALTANA wants to make a contribution to cohesion,
democracy and better quality of life. To this end,
we promote the volunteer commitment of our em-
ployees, initiate neighborhood projects at ALTANA
sites and financially support social projects with
donations and sponsorships. In the future, our
efforts will primarily focus on education, research,
and science.

Many of our employees are active in cultural, ath-
letic, or social organizations in their leisure time and
support health and environmental projects as vol-
unteers. We support this type of civic commitment,
which is why some of our sites have introduced pro-
grams that allow our employees to take paid or
unpaid time off for their volunteer commitments,
within certain restrictions.

Ultimately, we also support volunteer commitments
by providing our own infrastructure. This includes,
for example, information platforms such as the
ALTANA Intranet or communication media such as
our employee newsletter “faces,” which report on
projects and call for donations or participation.

To be truly successful, we need the acceptance, trust
and support of our neighbors. We are consequent-
ly making serious efforts to be recognized as a reli-
able partner and attractive employer at all sites, who
takes the responsibility for the site very seriously.

Our headquarters in Germany has started a survey
to compile models of neighborhood projects con-
ducted at our sites in Europe, North America, Asia
and elsewhere in the world. This overview will pro-
vide employees with suggestions for social projects
at their sites in the future. However, we would like
the survey results to report more than just good
and versatile project ideas. We also would like them
to support direct exchange and help us identify
contacts who can help with project planning and
implementation based on their practical experiences
gathered locally. This will result in an international
ALTANA network of volunteer skills.

To cite a project example from the area of education
and science: KIS, the “Cooperation between In-
dustry and School” of ALTANA is intended to get
high school students excited about natural sciences.
The project, which began in 2000, provides schools
around the Wesel site with presentations and group
assignments, laboratory tours and exciting experi-
ments to teach chemistry with fun and excitement.
The memorable "I get it!” moments of the program
include more than just the famous lotus effect. Ra-
ther, the project also gives 10th and 11th graders a
first glimpse of professional life. To us, KIS is an ef-
fective and — thanks to the dedicated contributions
of many enthusiastic young people — lively and prac-
tical contribution to addressing the lack of qualified
junior talent.
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“Lessons are a lot more exciting than usual

Dr. Scholz, what does the German acronym KIS stand for?

KIS stands for the cooperation between the industry and schools. It is an initiative
to foster partnerships between schools and chemical companies, which is sup-
ported by the German Chemical Industry Association (VCI). There are other similar
European programs entitled “Education Industry Partnership.”

£

What are the objectives of the cooperation?

The German chemical industry expects a significant shortfall of qualified chemists in

the years to come. By the same token, we have an increased need for highly quali-

fied natural scientists to advance our innovations. The Association rightly points out
that special efforts must be made to ensure we have sufficient numbers of qualified

junior talent.

What does KIS contribute to this?

We are convinced that an intensive cooperation between a company and one or
more schools will be worthwhile. Our chemical-technical assistants, laboratory
assistants, engineers, and chemists make it clear to students that chemistry in re-
search and applications is very exciting and fun. The students quickly grasp the
practical benefits of chemistry and the lessons are a lot more exciting than usual.



When did the initiative start and are there
plans to continue?

The first project was started in 2000 in a technical
high school in Hamminkeln, a neighboring commu-
nity of Wesel. This school also started the initiative.
We have since then supported one project a year.
Although no school project came together in 2006,
we continue to be available for further cooperation
in the future.

What exactly happens during the events?

We demonstrate and explain the effects of additives,
some of which can be quite surprising, during nine
morning sessions held in school and in our company.
We also produce an additive together with the stu-
dents, which is then tested in a next step. Analysis

is another topic we talk about.

Is this a program that makes the teachers’
work easier?

No, most definitely not. The program differs consi-
derably from lesson standards and requires great
commitment from the teachers. The project takes
much more work than conventional lesson prepa-
ration. The school administration also has to actively
support the project to make sure the students can
attend sessions on nine mornings.

That sounds like work. What are the contribu-
tions of ALTANA?

We contribute a lot to the project, and particularly
the first project was very work-intensive for us.
There was a lot to prepare and coordinate with the
teacher. The preparation became more routine in
the following years. We needed at least two em-
ployees per morning session, who had to volunteer

in addition to their “regular” work assignments.

Was it worth it and did the students enjoy it?

| think so. They were usually quite involved and very
interested. With the first project, we also held an
open house to present the project and the learning
content to visitors. That was quite exciting and re-

quired a lot of effort. However, many students be-
came interested in an internship and some even
applied for an apprenticeship. Even the local press
was interested in KIS and ran several positive articles.
In my mind, the effort pays off for all involved, and
we continue to be open for such projects.

Have there been any other activities of
students?

Yes, one chemistry class of the Konrad-Duden High
School took the project results and participated in
the high school competition “Schools for the Fu-
ture” of the news magazine Focus. The project was
entitled “Additives and the significance of BYK for
Wesel.” It contained many photos and illustrations
about additives. The jury was very impressed, and
the students presented their results to 200 people
in a 90-minute session.




ALTANA is in contact with a great variety of social
groups: customers and suppliers, employees and
investors, government representatives, municipal-
ities, associations and non-governmental organiza-
tions, media and opinion leaders. The more we in-
volve these groups actively into dialog, our projects,
and partnerships, and the more openly we inform
them about our plans and goals, the more trust
they will place in our entrepreneurial actions. Con-
sequently, we want to keep our information policy
as open and transparent as possible. We want to
respond to and promote ideas and suggestions
arising from the dialog with our shareholders. Add-
itionally, we want to actively oppose any form of
non-transparency, especially corruption.

ALTANA is making worldwide efforts to effectively
fight corruption. This effort begins in our own com-
pany. All executives of ALTANA have to uphold a
Code of Conduct, and the review committee of the
Supervisory Board has established a procedure for
submitting written complaints, including anonym-
ous complaints, about issues in accounting, audi-
ting and internal reporting and review procedures.
This body actively pursues specific information about
possible cases of fraud and corruption.

New ideas advance our company and are indispens-
able for our future economic success. Consequent-
ly, idea management is a central management task
for us. We have refined our company suggestion
system and created an Intranet page for sharing
ideas to make it easier for our employees to con-
tribute ideas while minimizing the associated effort
and potential obstacles. The authors of successfully
implemented innovations and improvements, which
are evaluated on the basis of transparent and uni-
form criteria, receive a reward. The ideas and sug-
gestions of our employees provide us with direct
competitive advantages, such as new product ideas
or more cost-effective production processes.

Social responsibility

The guiding principles of ALTANA call for transpar-
ent and trusting relationships with our employees,
our partners, and numerous interest groups, and for
the continuous development of our stakeholder re-
lationships. Open and transparent information and
communication policy is an essential prerequisite for
lasting success.

We regularly hold open houses to foster direct con-
tact with the public and especially with our neigh-
bors. Upon request, we also are pleased to provide
individual groups with customized guided tours
through our sites to meet their specific interests and
requests. This helps our neighbors get to know us
better and gather insights in our production and
work processes. In return, we find out about exist-
ing expectations or concerns and can respond to
them in a more specific and appropriate manner.
Most ALTANA sites maintain a complaint hotline
for the public, for example in case of sudden noise
or odor problems. This means of communication
allows employees on site to respond promptly with
an appropriate solution.

Our experts and managers are available for public
meetings and information events, such as panel
discussions and technical forums in broadcasting
and print media. They not only participate in tech-
nical debates as speakers and discussion partners,
but also in public and political discourse to share
our point of view and proposed solutions.
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Glossary

Additives

Additives are substances that are added to coatings
and plastics in small quantities (<1%) to improve
their quality or optimize their production.

Audit

An audit is an examination procedure to verify that
a specific process sequence meets the correspond-
ing requirements and regulatory guidelines. It is a
prerequisite for the certification or validation of

companies with sound environmental management.

An environmental audit verifies the environmental
compatibility of production sites and service oper-
ations in accordance with defined criteria.

Chemical oxygen demand (COD)

COD is a measure of oxidizable (typically organic)
substances, especially in wastewater streams. The
measure indicates how much oxygen is needed for
the complete chemical oxidation of the substances
contained in the wastewater.

co,

Carbon dioxide is the stable and natural final prod-
uct of every combustion involving organic sub-
stances. CO, is estimated to contribute approxi-
mately 50% to the human-caused Greenhouse
Effect.

DIN ISO 14001

International standard to review the organizational
structure, procedures, and methods of specific or-
ganizational units in a company in terms of the ef-
fective implementation of environmental policies
and environmental objectives.

EMAS

Acronym for “Environmental Management and
Audit Scheme.” This Directive (1863/93) describes
the guidelines for the voluntary participation of

commercial enterprises (from specific industry sec-
tors) in the shared system of the European Union
(EV) to introduce environmental management sys-
tems. As an expansion of ISO 14001 it can be
combined with existing management systems, but
demands, for example, the publication of regular
environmental declarations. While the guidelines
of EMAS apply to individual production sites, 1SO
refers to an entire company.

Greenhouse gases

The most important natural greenhouse by far is
water vapor. Other natural greenhouse gases in-
clude carbon dioxide, methane, dinitrogen mono-
xide, and ozone. The natural greenhouse effect
allows for life on earth. It keeps the average tem-
perature of the earth’s surface 33° C warmer
than would be the case without greenhouse effect
(-18 °C instead of +15 °C).

GRI

The Global Reporting Initiative (GRI) develops guide-
lines for sustainability reporting, which are used

by companies, governments and non-governmental
organizations.

Methane

Methane (CH4) is a colorless and odorless gas. It
is the main component of natural gas and biogas
and is generated in swamps, rice paddies, and in
digestive processes. Methane is a greenhouse gas
and 60 times more active than CO,. Experts esti-
mate that about half of CH4 emissions come from
agriculture.



Nitrogen oxides

Nitrogen oxides (NO,) are defined as the sum of NO
and NO, (nitrogen monoxide and nitrogen dioxide).
NO is a colorless and odorless gas that quickly turns
into NO, in the presence of oxygen (O,). NO, is a red-
dish-brown gas with an acrid smell. Nitrogen oxides
result from all combustion processes from the nitro-
gen contained in air. They contribute to the forma-
tion of acid rain and are responsible, with other sub-
stances, for the generation of tropospheric ozone.

Solvents

A solvent is typically a liquid substance that can dis-
solve gases, other liquids, or solids without causing
a chemical reaction. Organic solvents guarantee the

processing ability of coatings. They are increasingly
being replaced by water and are only present in re-
duced shares in water-based coatings.

Vapor recovery
Recovery of fuel vapors when filling tanks in closed
systems.

VOC

“Volatile Organic Compounds” are typically emitted
in gaseous form by liquids (but in part also by sol-
ids) when they have a sufficiently high vapor pres-
sure or sufficiently low boiling point (e.g., <250 °C)
to vaporize in significant quantities.
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