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Brembo People

9,837 
UNIQUE 

AND AMAZING 
WOMEN 

AND MEN
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The skills, attitude, dedication and passion of the over 9,800 
People working for the Group: these are the key characteristics 
that underpin the capacity to innovate and pursue excellence in 
Brembo product development. 

The Company employed almost 800 more Peo-
ple in 2017 than in the previous year. This can 
primarily be attributed to increased volumes, full 
production getting underway at the most recent 
plants, the opening of new production hubs 
and improvements to existing ones, particularly 
those in Mexico, Poland, China, the Czech Re-
public, the United States, India and Italy.
Brembo has set itself the specific objective of 
attracting talented people who stand out not 
only for their professional experience or poten-

tial, but also for their personal qualities, skills, 
passions, belief in the Group’s values and a 
strong ability to work with others. All this con-
tributes to the formation of a youthful, highly 
professional and qualified team: the Company’s 
real strategic asset. 82% of the Company pop-
ulation has a medium-high level of education, 
over 25% are graduates and around 1,800 
People, that is to say 18% of employees, have 
a degree in engineering or other technical and 
scientific subjects.

4.1  A GROWING GROUP WITH  
TALENTED PEOPLE

9,837 
Brembo 
People 

39  
years

average age

+795 
People: increase 

in workforce 
in 2017
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The personnel recruitment process, set out 
in the Group’s specific Guidelines, represents 
a key opportunity for Brembo to identify new 
talents who stand out for their ability to make 
a contribution and grow within a constantly 
evolving context, ready to tackle or even 
anticipate future challenges facing the Group. 

Brembo pays particular attention to People and 
demonstrates it by offering them a stimulating 
workplace with real opportunities for professional 
growth, as well as employment stability. More 
than 83% of the Group’s employees have a 
permanent contract.

Educational qualifications of Brembo People 
(No. and % of the total)

2016 2017

Brembo People 9,042 9,837

Compulsory primary school 16% 18%

High school or vocational school 56% 57%

University 28% 25%

People with a university degree by subject studied
(No. and % of the total) 2016 2017

Brembo People with a university degree 2,547 2,523

Engineering  57% 57%

Business and Law 18% 19%

Arts, Humanities and Foreign Languages 8% 7%

Mathematical, Physical and Natural Sciences 7% 6%

IT 4% 3%

Social, Political and Behavioural Sciences 3% 3%

Chemistry 1% 3%

Other 2% 2%

People hired by geographical area7 and gender (No.)8

Geographical Area 2016 2017
Men Women Men Women

Europe 472 151 582 144

America 360 79 454 96

Asia 202 24 282 59

Total 1,034 254 1,318 299

7 The three macro-areas include the countries specified below:  
Europe: including Italy, Poland, United Kingdom, Czech Republic, Spain and other;
America: including Argentina, Brazil, United States and Mexico; 
Asia: including China, Japan and India.
8 The figures referring to Brembo People on"International Assignment" are not counted in the number of people hired and 
terminated but they are included in the year-end workforce figure. An International Assignment is an overseas posting that may 
range in length from six months to three years and is governed by a specific letter/contract. Brembo People on these postings 
are not included in the turnover tables, as this is an interCompany transfer.

+9%

+7%

Increase 
in personnel: 

Increase in People 
with mid-high level 

education: 

Compared 
to 2016

63 
expatriates of

 4 different 
nationalities 
work within 
the Group
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In order to ensure the promotion of equal op-
portunities and respect for internal resources, 
even during the selection phase, the recruit-
ment process has long been regulated by the 
Guidelines, which include aspects linked to 
equal opportunities. 

Thanks to structured and strategic partner-
ships with more than 30 Universities worldwide, 
Brembo has strengthened its ability to put it-
self forward as a reference point for numerous 
talented young people. This is the result of the 
Group’s specific strategy to consolidate and 

PEOPLE HIRED AND TERMINATED BY AGE8 (%) <30

41-50

>50

31-40

15% 3%

49%

33%

16%

11%

40%

33%

! People hired by age ! People terminated by age

People terminated by geographical area7 and gender (No.)8

Geographical Area 2016 2017
Men Women Men Women

Europe 298 60 347 86

America 232 36 174 30

Asia 78 20 110 25

Total 608 116 631 141

People hired and terminated by age8

Age group Hired Terminated
<30 791 305

31-40 539 254

41-50 236 126

>50 51 87

Total 1,617 772
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Some of the 
technical-
scientific 

training courses 
that Brembo 

participates in:

✔ Accademia 
del Freno 

(Brake 
Academy) at 

the Polytechnic 
University of 

Milan
✔ Master in 

Race Motorbike 
Engineering in 

Bologna
✔ Master in 
Competition 

Vehicle 
Engineering in 

Bologna
✔ Technical 

German 
Language 
course at 
the Milan 

Polytechnic

develop relationships with academic institu-
tions. This includes organising numerous "ca-
reer days" and "campus recruiting" days, during 
which the Group and its professional opportu-
nities are presented to young graduates and 
those about to graduate. 
Another example of how Brembo develops syn-
ergies with the world of university education and 
research is the support it provides for specific 
training and education courses, when Brembo 
professionals and researchers work with young 
students, sharing their experience with them 
and also hosting students at the Group’s labo-
ratories for thesis projects, research and intern-
ships.
For Brembo, maintaining and developing solid 
and strategic working relationships with edu-
cational and training organisations and institu-
tions, such as schools, universities and centres, 
both public and private, is a very important 
factor, both in countries with less standardised 
and widespread education so as to ensure a 
tangible commitment to supporting primary ed-
ucation, and in contexts characterised by low 
unemployment (such as the Czech Republic) so 
as to invest in training and development, helping 
qualified young people to enter the workplace.
In reference to the world of work, maintaining 
dialogue with universities is fundamental, both 
for promoting an exchange of experiences and 
to increase opportunities for reciprocal growth, 
introducing promising young people to the 
world of Brembo. It is also essential to main-
tain communications with trade union organisa-
tions, where present.9 
Brembo provides with well-structured paths for 
effective induction within the Company those 

starting out on their professional career within 
the Group. All our production sites worldwide 
promote programmes dedicated to helping new 
graduates learn more about Brembo when they 
start out at the Company. These programmes 
include “LIFT” Leaders’ International Fast Track, 
an interfunctional training programme coordi-
nated by the parent Company, which accom-
panies young talents for around 2 years after 
they start working for Brembo, assigning them 
a mentor picked from among the line manag-
ers, a tutor from the Human Resources and Or-
ganisation Department and a sponsor from the 
C-Suite (the first organisational line), and offer-
ing job rotation comprising three positions from 
different areas of the Company, with at least one 
overseas posting.
Those who join the Group will find a stimulating 
and positive environment, where they can grow 
and feel that they are making a difference.  This 
is demonstrated by the results of the surveys 
carried out by the Group on a three-yearly basis 
among all personnel in order to gather anony-
mous opinions and assessments regarding the 
Company climate and the level of engagement 
and motivation deriving from their professional 
experience at Brembo. 

The most recent analysis carried out in 2017 
saw more than 74% of the workforce take part 
(compared to 68% in 2015) and highlighted a 
notable propensity for Brembo People to feel in-
volved in the Group’s objectives and corporate 
project, consolidating a response rate growth 
trend for the fourth time running.
The Group’s average Engagement Index is over 
77%, a slight increase compared to last time. 

9 In keeping with that set out in the Brembo Code of Basic Working Conditions, the Group applies collective barganing when 
required by the law or social system, corresponding to 79.38% of the global population.
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The diversity and richness of Brembo’s human 
capital also emerges taking into account that:

■  83% of Brembo People are men and 17% 
are women: women are up slightly compared 
to 2016, chiefly among white-collar workers, 
where they account for 26% of the workforce 

in this category;
■  Brembo employs 148 People with disabilities;
■  the distribution of People by age group sees 

24% aged under 30, 33% between 31 and 
40, 28% between 41 and 50 and just 15% in 
the over-50s age group.

The Group’s territorial growth and expansion over recent years 
means that it now operates within very different contexts on a 
global level, boosting its awareness of the value and opportuni-
ties deriving from cultural diversity. 

Brembo was able to create a culture that, since 
the beginning, values internal diversity, foster-
ing an environment in which everyone’s point 
of view, voice, individuality and specific skills 
count and where everyone can not only feel an 
integral part of Brembo, but also contribute to 
the Group’s success. This is a success factor 
in itself.

In fact, Brembo’s team is a multicultural one: out 
of every 100 Brembo People, 33 work in Italy, 
19 in Poland, 15 in China, 10 in the Czech Re-
public, 7 in the United States and 7 in Mexico, 
while the remaining 9 are distributed between 
India, Brazil, the United Kingdom, Argentina, 

Spain, Japan and other countries.

4.2  DIFFERENT WAYS OF BEING  
BREMBO PEOPLE   

Geographical 
areas with the 

most significant 
personnel 

changes (in 
absolute terms) 

compared to 
2016

+313
Europe (from 

66% to 64% 
of the total 
workforce)

 

+253 
America 

(from 17% to 
18% of the total 

workforce)
 

+229 
Asia (from 17% 
to 18% of the 

total workforce)

BREMBO PEOPLE BY GEOGRAPHIC AREA* 
AND GENDER (No.)
ASIA 
AMERICA 
EUROPE 

1,465 - 278

5,197 - 1,122
1,541 - 234

MEN WOMEN*The three macro-areas include the countries specified below: 
“Asia” including China, Japan and India
“America” including Argentina, Brazil, United States and Mexico
“Europe” including Italy, Poland, United Kingdom, Czech Republic, Spain and other
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People by age and gender (No.)
2016 2017

Men Women Total Men Women Total

< 30 years 1,878 308 2,186 2,000 351 2,351

31 – 40 years 2,532 533 3,065 2,709 555 3,264

41 – 50 years 2,041 487 2,528 2,240 553 2,793

< 50 years 1,115 148 1,263 1,254 175 1,429

Total 7,566 1,476 9,042 8,203 1,634 9,837

People by classification level and gender (No.)
2016 2017

Men Women Total Men Women Total

Managers 450 56 506 475 59 534

White-collar 
workers 1,690 593 2,283 1,845 653 2,498

Blue-collar 
workers 5,426 827 6,253 5,883 922 6,805

Total 7,566 1,476 9,042 8,203 1,634 9,837

of managers were born 
in the country where 
they are working for 

Brembo today

90%

A sign of our commitment to developing an or-
ganisation that is as multicultural and as aware 
of local issues as possible, as well as deep-
ly-rooted on the local territory, starting with the 
managerial team, is that the clear majority of 
local managers at all Group Companies comes 
from the local area: out of 534 Brembo manag-
ers in the different countries, 90% were born in 
the country where the Company operates. In 
order to ensure the promotion of diversity and 
respect for people and workers’ human rights, 
in addition to the provisions set out in its Code 
of Ethics, Brembo has also formalised a Code 
of Basic Working Conditions and a Policy on 
non-discrimination and diversity (both of which 
are available from http://www.brembo.com/en/
company/corporate-governance/codes-policies), 
which reflect and represent the universal con-
victions of the Group and the foundations of the 
employer-worker relationship. 
In greater detail, these documents confirm and 
establish rules of conduct regarding child labour; 
forced labour and the treatment of human be-

ings; the right to work, freedom of association 
and collective bargaining; harassment and dis-
crimination; health and safety; working hours; 
payment; corruption; environment and sustain-
ability; social commitment and local populations. 
In order to monitor their effective implementation, 
they are supervised by the Human Resources 
and Organisation Department and the institution-
al Whistleblowing channel, as well as by a spe-
cific mechanism put in place to gather reports on 
any behaviour that does not comply with Com-
pany policies, including a dedicated email ad-
dress working_conditions@brembo.it, acces-
sible from both inside and outside the Company. 
Another channel for reporting, investigating and/
or managing these issues is the usual upward hi-
erarchy within the Company, which includes the 
meetings provided for by the Brembo Agenda as 
part of the Brembo Committee System. 
To this regard, two episodes of potential discrim-
ination, formalised, were brought to Brembo’s 
attention in 2017. 
What is more, two further reports were received 
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Brembo People with part-time contracts by gender
2015 2016 2017

Men Women Total Men Women Total Men Women Total

64 206 270 58 216 274 57 200 257

regarding alleged violations of working practic-
es. Out of these two reports, both explored and 
handled by the Company, one has since been 
resolved.
Lastly, within the scenario of local Employee As-
sistance Programmes, additional and even more 
targeted processes have been put into place. In 
Italy, for example, Brembo created a “Listening 
Booth” some years ago, which offers the chance 
to meet an external professional and receive 
support when faced with particular personal 
problems.
In order to promote a culture of respect for Peo-
ple within the Group and combat all forms of dis-
crimination, awareness procedures have been 
put in place, with specific training sessions of-
fered to employees and managers regarding the 
Code of Ethics and the subject of Diversity. There 
are also specific programmes such as the CSR 
awareness programme for technical and market-
ing personnel. 
Equally important for creating an inclusive work-

place designed to meet everyone’s needs are 
the organisational tools introduced to improve 
the work-life balance, including, for instance, the 
possibility to work on a part-time basis: in 2017, 
over 250 employees (78% of whom women) 
benefited from this opportunity. 

What is more, to support the needs of employees 
with school-age children, the group promoted a 
number of ad-hoc initiatives during the summer 
holidays, such as the “Brembo for Kids” project 
in Italy, at Stezzano, at the group headquarters, 
where a recreation centre open to children of 
Brembo workers was set up. Within the centre, 
offering structures and services also suitable for 
young children, games and educational activities 
were provided to children aged 3 to 11, allowing 
them to experiment with different forms of art — 
from painting to sculpture, comic strips, music 
and architecture — with the objective of stimu-
lating their creativity and learning to share their 
ideas with others. 

PARENTAL LEAVE AT BREMBO
Parental leave at Brembo is guaranteed in accordance with current regulations and local legis-
lation. 
In keeping with the systems in place in individual countries, the Group supports its employees 
in establishing a healthy work-life balance by offering flexible working hours that can be adapted 
to meet personal requirements, while still ensuring compatibility with the corporate organisation. 
During 2017, 287 employees took advantage of at least one type of parental leave, respectively 
accounting for 6% of the entitled female population and 2% of the male population. The per-
centage of employees who returned to work at the end of their period of leave is around 82%.

Note: Starting with its Consolidated Disclosure of Non-Financial Information 2018, Brembo will also report 
on the number of employees, divided by gender, who returned to work after parental leave and were still 
employed twelve months after returning to work.
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For Brembo, People training and professional growth is at the 
basis of the continuous innovations and quest for quality that 
the Group can offer its clients, representing one of its areas of 
excellence.

As well as playing a fundamental role in enhanc-
ing the value of its People, training is seen as a 
key tool for development of individual skills and 
for sharing Group values and strategies.
Training is structured so as to respond to the 
training requirements of the entire corporate 
population, ensuring a differentiated and in-
clusive offer, designed to involve professional 
families on all levels. In 2017, each employee 

received 20 hours of training on average, with 
this figure reaching an average of 38 hours per 
year for white-collar workers, around 29 hours 
for managers and around 12 hours for blue-col-
lar workers. Over the course of the year, 71% 
of People received training in human rights and 
the associated procedures (Code of Ethics in-
cluded), for a total of more than 5,200 hours.

4.3  TRAINING AND DEVELOPMENT OF SKILLS

✔ over 
195,000 hours 

of training 
provided in 

2017
In 2016: over 

180,000

✔ over 96% of 
the training 
hours was 
provided in 
classrooms

TRAINING PROVIDED BY TYPE 
OF CONTENT (% ON TOTAL)

Training on product/process quality 
management and improvement

Managerial training

Code of Ethics and compliance 
with Leg. Decree 231/2001

Health and Safety

Language training

Other

Professional training

Training on environmental management

25%

4% 2%

3%

20%

11%

12%

23%
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As it plays a strategic role in the Company’s suc-
cess, training is regulated by a specific Group 
procedure (a pillar of the quality system, together 
with the Organisation Management Procedure) 
that defines the methods and organises the va-
rious phases of the process, starting with identi-
fying the training needs of the corporate popu-
lation. This is carried out annually by surveying 
the specific areas and Topics that call for further 
study in relation to the set of skills required for the 
Group’s main professional families, formalised in 
the Brembo Managerial Competencies Model 
and the Technical Competencies Libraries. 
In addition to the analysis carried out by the in-
dividual organisational units to identify training 

solutions for specific requirements, employees 
have the opportunity to ask to take part in spe-
cific courses and modules, Coaching, Mentoring 
and Tutoring programmes, as well as to perso-
nalise their training, thus proactively enhancing 
the development of each Person and giving 
them responsibility for establishing their own le-
arning process.  
Over the past two years, the general training ca-
talogue offered by the Group was further enri-
ched through inclusion in the broader framework 
of personal development and skill enhancement 
designed to support the talent management and 
succession planning system in place within the 
Group for years.    

2016 2017

Managers 27 29

White-collar workers 32 38

Blue-collar workers 15 12

KNOWLEDGE 
SHARING IN 
BREMBO: 
FOSTERING 
KNOWLEDGE 
SHARING 
BETWEEN 
THE GROUP'S 
CENTRES OF 
EXPERTISE 

The Brembo Academy was set up to promote the invaluable know-how developed by the vari-
ous offices and teams in Brembo companies around the world. This authentic corporate training 
school, with UNI EN ISO 9001 quality certification, draws solely upon the knowledge of teachers 
from within the Company, pursuing the objective of enabling structured sharing of Brembo ex-
pertise across the Group.
Precisely in order to strengthen the ability of Brembo experts to transfer their knowledge, discov-
eries and best practices, the training course for trainers at the Brembo Academy itself was up-
dated and relaunched as of 2015. The Academy offers numerous courses: from more technical 
and engineering-related courses, held by experts from the R&D Academy, to courses focused on 
the efficient organisation of manufacturing and office processes, with the editions of the “Brembo 
Lean Office”.
What is more, the coverage of the Brembo Production Laboratory System or BPS Lab pro-
gramme, developed at the Curno site in 2014 for the first time, was expanded on a global level 
in the past three years. All the Group personnel was given the opportunity to attend training 
courses in classrooms located in different countries and created specifically to make it possi-
ble to carry out practical experiments that simulate production processes, aimed at improving 
everyone’s technical skills in accordance with Brembo Production System criteria, with a view to 
ongoing improvement.

Average hours of training by professional classification level and gender
2016 2017

Average 20 20

Men 21 20

Women 17 17



Chap 4    Brembo People

77

As part of Brembo’s personnel development strategy, the train-
ing process is complemented by individual performance and 
professional growth assessment plans. Providing tangible career 
development opportunities and the knowledge of being able to 
build one’s professional career within Brembo are two important 
tools for encouraging talents and skills to remain within Brembo.  

4.4  PROFESSIONAL GROWTH THROUGH  
RECOGNITION OF MERIT

The prerequisites of an effective system for as-
sessing and recognising individual contributions 
to the Group’s growth are:
■  periodically sharing the Company’s expecta-

tions concerning its employees, defining the 
expected performances;

■  the assessment of the results achieved.

The importance attributed to the recognition 
of each individual’s contribution to corporate 
growth is reflected in the adoption of specific 
procedures regulating these processes and ap-
plicable to the entire Group, and in the develop-
ment of specific management tools. 
These procedures are representative of Brem-
bo’s Human Resources Management model, 

which focuses on performance, skills, potential 
and motivation. 
For the white-collar worker population the as-
sessment process focuses on the Brembo 
Yearly Review, an opportunity for discussion be-
tween managers and employees, during which 
the year’s results are analysed, the objectives to 
be pursued are defined, along with the prepa-
ration of any improvement plans, and future 
growth paths are identified.

In 2017, 74% of Brembo People (75% of men 
and 70% of women) were included in a peri-
odical and structured performance assess-
ment process, with a rate varying from 71% for 
blue-collar workers to 87% for managers.



Sustainability Report 2017

78

As further proof of the Group’s commitment to 
the development of its employees, which also 
includes facilitated growth programmes, Brem-

bo promotes internal mobility, offering exchan-
ge opportunities for those interested, including 
through its Job Posting tool (where applicable).

Brembo people involved in the regular performance assessment process* out of the total 
of the category to which they belong 

Men % on total 
men

Women % on total 
women

Total % on total 

Managers 392 87% 47 84% 439 87%

White-collar 
workers

1,382 82% 450 76% 1,832 80%

Blue-collar 
workers

3,897 72% 531 64% 4,428 71%

Total 5,671 75% 1,028 70% 6,699 74%

* Data refer to the 2016 performance assessment process ended in April 2017 and to workforce at 31 December 2016. 

Brembo’s plant in Escobedo (Mexico)
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One of the main values appreciated by clients and the end users 
of Brembo products is the reliability of the braking system, whi-
ch is able to ensure safety both on the road and the race track.

This recognition would not have been achieved 
and maintained if the corporate DNA did not in-
clude an innate awareness of the importance of 
safety, which extends to all its operating sites, 
with specific actions put in place to safeguard 
the health and safety of each employee. 
Within this field, Brembo’s commitment is based 
not only on mandatory compliance with legisla-
tive requirements, but also on specific actions 
primarily aimed at identifying more effective 
solutions for guaranteeing health and safety - 
both individual and collective - in the workplace. 
Brembo’s approach entails analysing potential 
sources of risk for its personnel and putting the 
most effective solutions into place to prevent, 
reduce and, where possible, eliminate such 
risks: from appropriate handling of substances 
and processes to the correct operation, mainte-
nance and control of machinery, all through an 
intensive People training.
The management of aspects regarding the 
health and safety of Brembo’s employees and 
external consultants is regulated, on both a 
Group level and a site level, by specific manuals 
and procedures that comply with the OHSAS 
18001 standard and constitute the Manage-
ment System implemented by Brembo to man-
age work activities in safety.
In order to ensure their full and effective imple-
mentation, the Group undergoes periodical vol-
untary inspections by independent third-party 
organisations, put in place to verify that its var-

ious production sites have implemented effec-
tive Safety Management Systems for its work-
ers. In 2017, 100% of the Group’s production 
plants had OHSAS 18001:2007 certification. 
In newly built sites, the Management System 
is implemented as soon as production gets 
underway and certification audits are normally 
carried out around twelve months after plant 
commissioning.

Legislative compliance is a fundamental princi-
ple for Brembo: this is why all the Group plants 
also undergo an annual audit carried out by 
a third-party organisation to ensure that they 
comply with legislation. On a Group level, the 
Health & Safety Committee, including the Chief 
Executive Officer and the top management, 
meets on a six-monthly basis to establish the 
medium- and long-term objectives. On a site 
level, in keeping with rules established by the 
Group, committees or work groups meet to dis-
cuss aspects of health and safety. All the work-
ers are represented in these groups. 
Brembo adopts an organic and systematic 
approach for health and safety management, 
which means that every significant accident and 
near miss10 is analysed using a standard meth-
od, which entails identifying the causes and im-
plementing suitable corrective action.
This approach enabled the Group to close the 
year with an accident frequency rate of 1.60 per 
100 employees, down by approximately 7% 

4.5  SAFEGUARDING WORKERS’  
HEALTH AND WELLBEING

of Brembo’s plants is 
OHSAS 18001:2007 

certified

100%

Zero accidents 
for over one 
year in 12 

plants

10 Near miss means any 
work-related event that 
could have caused an acci-
dent, but luckily did not do 
so: it therefore means an 
event that has the potential 
to cause an accident.
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compared to 2015. There was also a decline in 
the severity rate11, which expresses the number 
of calendar days lost on average per accident 
over the year by each worker, equivalent to 0.38 
days per worker, down by 19% compared to 
2015, reaching the lowest level ever recorded 
in the Group’s history. More than one-half of the 
accidents led to fewer than 10 days off work 

and there were no fatal accidents. Lastly, 13 
cases of occupational disease were recorded 
in 2017. 

The Group accident frequency rate and severity 
rate for 2017 are provided below, together with 
the severity rate broken dowm by geographical 
area:

Accident frequency12 and severity rates*
2017

Men Women On the Total

Accident severity rate
No. of total days of absence due to accident / No. Of workers ** 0.41 0.19 0.38

Accident frequency rate
(No. of accidents / No. of workers **) x 100 1.60 1.62 1.60

Accident severity rate per geographical area*
2017

Severity rate - Italy  0.48

Severity rate - EMEA (excluding Italy)  0.42

Severity rate - America  0.03

Severity rate - Asia  0.41

2017

Men Women Total

Workplace accidents (%) 85% 15% 100%

* Only workplace accidents are taken into consideration.
** This is the number of workers present at the plant during the month in question. This includes: employees, temporary 
workers and labour providers. 

11For 1.6% of the total accidents that occurred at Brembo in 2017, it was not possible to establish the effective duration with 
any degree of certainty, because the person concerned had a temporary contract and terminated the working relationship with 
the Company during the period of convalescence.
12In order to calculate the frequency rate, both accidents with days lost and accidental events that did not lead to any days 
being lost apart from the day of the event itself (e.g. medical treatment, changes of work role, etc.) were taken into conside-
ration. In order to calculate the severity rate, the calendar days starting from the day after the event occurred were taken into 
consideration.
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Open dialogue and discussion 
for ongoing improvement

The trend for ongoing improvement in the 
Group’s health and safety performance over 
the years can certainly also be attributed to the 
involvement of Brembo People as active play-
ers in the accident prevention model.  

■  Health and Safety Committees     
At all Group sites, the workers and man-
agement meet periodically to discuss open 
health and safety issues and identify specific 
solutions. The workers involved are the site 
team representatives.

■  Prevention through information sharing 
In order to encourage information sharing 
and discussion about problems, an IT portal 
facilitates the prompt communication and 
analysis of information regarding incidents, 
accidents or near misses at the various 
Group sites, improving management effec-
tiveness and above all efficiency in prevent-
ing incidents. In fact, the platform facilitates 
the analysis of each event and the identifica-
tion of the root causes, as well as makes it 
possible to structure the information in a sin-
gle archive accessible to all Group sites. In 
this way, the plants not involved in the inci-
dent are able to rapidly assess whether what 
happened could repeat itself at their facility 
and to implement appropriate preventive ac-
tions.

■  Promoting worker wellbeing  
The Group’s commitment to promoting the 
health and wellbeing of its workers has re-
ceived recognition from the Associazione 
Confindustria Bergamo, which rewarded 
Brembo together with other firms in the area 
for its participation in the WHP - "Workplace 
Health Promotion" project, for which the 
Group has been one of the main advocates 

since 2011. This initiative, in partnership with 
the local health authorities and Bergamo’s 
entrepreneurial association, is designed to 
promote healthier lifestyles and eating habits 
among workers of the companies involved. 
On the basis of recommendations from the 
World Health Organisation, Brembo em-
ployees (Stezzano plant) have been involved 
in an awareness-raising process regard-
ing individual behaviours that can have the 
biggest effect on people’s health, such as 
cigarette and alcohol addition, a sedentary 
lifestyle, eating habits and driving style.

Methods and tools supporting 
workers’ health and safety

■  LOTO (Lockout-Tagout)    
In order to improve health and safety man-
agement in the workplace, a guideline has 
been drawn up in relation to the LOTO 
standard, which defines the criteria to be 
used for the management of hazardous en-
ergy sources, describing the correct meth-
ods to be adopted, for example, during ma-
chinery and system maintenance, cleaning 
and set-up phases.

■  Safety of machinery and production 
systems      
In order to ensure that all the Group’s ma-
chinery and production systems comply 
with applicable laws and regulations, a 
specific project was set up, which has now 
been completed at the European sites and 
is planned for all the Group sites.

■  Tools for identifying the causes of acci-
dents       
A new tool has been developed to assist 
personnel in describing and identifying the 
causes that led to accidents and near miss-
es. This tool makes it possible to assess the 
higher potential impact that an event could 
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have had, in addition to its actual impact. 
Priority is then given to improvements that 
can be made. By using this assessment 
method, even a near miss, which by defini-

tion has no real impact, could be assigned 
the highest level of intervention priority in or-
der to resolve the underlying causes.

HEALTH AND SAFETY COMMUNICATION 
CAMPAIGN
In 2017, following a series of meetings with the Brembo management and regional work-
shops, the Group developed a communication campaign to be launched during the first part 
of 2018 and designed to:  
•  share and stimulate a culture of Brembo safety throughout the Group;
•  improve safety performances and relative indicators (accident frequency and severity rates) 

even further, focusing on the behavioural causes that lead to accidents and near misses;
•  raise awareness of the fact that safety is based on principles such as responsibility, choice, 

individual and collective commitment, and that the priorities are non-negotiable;
•  stimulate the motivation of Brembo People to constantly improve all safety-related aspects.
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