




We incorporate ESG principles into our business strat-
egy and actively support the Sustainable Development 
Goals (SDGs) through various initiatives. While we con-
tribute to many of the SDGs, we do not address all of 
them. The extent of the company's impact on each SDG 
is represented by a star rating system. If an SDG is not 
included in the list, it indicates that Parklane Insight cur-
rently has no actions or initiatives aimed at contributing 
to that particular goal.

minimum impact through some initiatives

impact even if it’s not our main focus/target 

high impact, main focus of TriFinance

Actions related to SDGs

With TriDonation we commit to giving something back 
to our local communities. 

In January 2024 we wrapped up the initiative TriDonation
in the Netherlands. Colleagues donated their toys and 
other materials to the ‘speelgoedbank’ in Amsterdam and 
Rotterdam.

In Germany, employees organized the annual TriDonation 
for Die Arche, by preparing and donating Santa Bags to 
Die Arche — a non-profi t organization that is particularly 
committed to improving the life of children from socially 
disadvantaged backgrounds. 

In Belgium we partnered with City Pirates, by collecting 
school and sports items for their second-hand shop. City 
Pirates is a social football project located in Antwerp that 
mentors over 1.600 young people who live in challenging 
environments. They empower youngsters via inclusive 
football programs that help grow social cohesion and 
personal development. 

By counting steps with the It’s my life mobile app, our 
colleagues in Belgium, the Netherlands and Luxembourg 
earned fi tcoins throughout 2024. With these digital 
coins, they donated to diff erent good causes by buying 
charity vouchers. 

From May to September, employees in Belgium, the Neth-
erlands and Luxembourg had the option to exchange 
fi tcoins for lunch box vouchers to help children in poverty.
The result was a donation of €2,000 to Enchanté VZW in 
Belgium and €500 to Nationaal Hulpfonds in the Nether-
lands. 

Impact of TriFinance
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Acting as a ‘Career Accelerator’ and ‘Destination Finder’ is 
strongly embedded in our philosophy. Fitcoins, e-learning 
initiatives, books & podcasts: they all benefi t physical and 
mental health. We contribute to a healthier, happier and 
more productive workforce by off ering a holistic approach 
that prioritizes well-being from prevention to reintegra-
tion. We implemented diff erent initiatives: career coach-
ing, mentoring, fi tcoins, E-learnings, breathing techniques, 
recommended books and podcasts. We have developed a 
well-being page on our internal intranet to embrace and 
promote professional and personal well-being.

In each country, we have designated trust persons who 
serve as confi dential colleagues. They are available to sup-
port all Me inc.®ers by providing a safe space to discuss sen-
sitive matters, enhance mental well-being, off er guidance for 
professional development, and serve as a sounding board 
during challenging situations or incidents.

Our recent ‘Mentoring meets Training’ intervision focused 
on building connections in our community of mentors and 
trainers, and supporting them in their role towards ment-
ees and trainees. On 21 March 2024, about 60 mentors 
and trainers shared an interactive evening in Belgium dur-
ing which they exchanged insights and sharpened their soft 
skills. After sharing food, the group got an update on internal 
mentoring and training initiatives, followed by a workshop 
from LUDO. LUDO introduced actors and improvisational 
theater to activate mentors and trainers in building conver-
sation skills — a key competence to support and challenge 
their mentees and trainees. 

Our L&D platform off ers formal online and classroom train-
ing. Representing a large part of the online training off er, the 
GoodHabitz catalog includes training on well-being, mental 
health, ethics, diversity and sustainability in general.

Fitcoins are digital coins that employees can earn by walk-
ing, cycling or participating in sporting, educational and 
social activities. Via this digital currency, employees can 
buy products from our TriFinance/TriHD marketplace. 
Options include items that help improve their fi tness, 
participation fees for specifi c workshops about health 
and fi tness, or donations to charity. Yet Fitcoins exceed 
merely triggering physical exercise. We want to stimulate 
people to have a healthy body and mind, which is why the 
Fitcoins app also includes webinars or active sessions on 
nutrition, breathing and sleeping.

Alongside the Fitcoins app, TriFinance/TriHD actively pro-
motes employee well-being by organizing a wide range of 
initiatives that support both mental and physical health. 
Throughout the year, all offi  ces host various sports events 
and after-work gatherings, including football matches, 
padel sessions, running and cycling events (such as the 
Antwerp 10 Miles), hockey tournaments, and more — all 
designed to foster team spirit and create an energizing 
work atmosphere.

In Belgium, for example, we held ‘Fit On Wheels’ training 
sessions at three TriFinance/TriHD locations between April 
and June. These personalized sessions refl ect our strong 
commitment to building a healthy work environment and 
investing in the overall wellness of our people. 
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We co-guide Me inc.®ers on their furthering journey with a 
comprehensive development cycle that yields actionable 
feedback and actions to achieve professional and personal
growth. This development cycle combines our self-devel-
oped BSK, LMI, PDP and PDE frameworks and includes 
mentoring on the mission and coaching for leadership de-
velopment — both integral parts of our operating model.

» BSK (Behaviour, Skills & Knowledge) enables employ-
ees to identify their current professional maturity — 
based upon fi ve predefi ned levels of expertise.

» LMI (Living Me inc.) is a refl ection tool to look ahead 
and identify your destination. It is a gap analysis tool to 
defi ne the actions needed to realize your ambitions.

» The PDP (Personal Development Plan) covers the em-
ployee’s long-term perspective and brings forth his or 
her personal mentoring, training and coaching needs.

» The PDE (Performance & Development Evaluation)
is a tool to refl ect on your journey every half year. It is 
a moment to highlight successes, look for development 
opportunities and share feedback, opinions and ideas.

BaseCamp, the internal team that supports consultants on 
their furthering journey, is constantly aiming for the perfect 
match between the growth ambitions of consultants and 
client missions that will help achieve these ambitions. For 
impactful on-the-job follow-up, we introduced fl agging: a 
system of short surveys that quickly pinpoint mismatches 
between missions and ambitions.

Our L&D environment (the Me inc. Learning Platform in 
Belgium, The Netherlands and Luxembourg and Course-
path in Germany) enables employees to learn in an effi  cient, 
eff ective way — always taking current business reality into 
account. Via these platforms, employees can explore formal 
training that contribute to their Living Me inc. (LMI) plan. 

Dedicated to ESG expertise specifi cally,Parklane Insight 
developed a Sustainability Learning & Development 
program for all colleagues that combines online and 
classroom training, knowledge circles and masterclasses. 

Parklane Insight proactively aligns with the upcoming EU Pay 
Transparency Directive by reviewing our pay structures, 
conducting gender pay gap analyses, and strengthening 
transparency in remuneration practices. We are committed 
to fostering fairness, equity, and equal opportunity across 
our organization.

Therefore we strive for equal treatment and opportuni-
ties for all. With regard to Diversity, Equity and Inclusion, 
we have an active focus on growing towards an equal 
male-female ratio at all company levels. Our salary policy 
is based on skills, expertise and growth potential; we apply 
equal pay between male and female employees. 

We’re proud to report that our pay gap numbers (which 
indicate the diff erence in salaries between men and wom-
en, and promotes pay equity) score signifi cantly below the 
European average.

In addition to this, we have drawn up a human rights poli-
cy and Ethics state of conduct which applies to the entire 
organization, and includes a non-discrimination clause. 
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Our company has adopted a DEI (Diversity, Equity and In-
clusion) policy. Overall, such a policy is about making sure 
every Me inc.’er has a fair chance to grow and succeed, and 
includes formats like training to prevent discrimination or 
policies that promote fairness in hiring and internal mobili-
ty. We have fi ve focus areas: intake, onboarding, learning & 
development, performance and reward management and 
employee relations.

We strive for equal treatment and opportunities for all. 
With regard to Diversity, Equity and Inclusion, we have 
an active focus on growing towards an equal male-female 
ratio at all company levels. Our salary policy starts from 
skills, expertise and growth potential � avoiding inequality 
and bias assessment as much as possible. As such we apply 
equal pay between male and female employees. 

We have drawn up a human rights policy and Ethics state 
of conduct which applies to the entire organization, and in-
cludes a non-discrimination clause.

Also during recruitment we actively practice an inclusive 
and diverse approach regarding age, gender, cultural diver-
sity, educational background and language. We urge aware-
ness among employees and request feedback from the 
workforce regarding our DEI approach.

Taking an inclusive stance as a company also means em-
bracing language inclusivity. In Belgium, where Dutch and 
French-speaking Me inc.’ers collaborate, the DEI workgroup 
encourages using English whenever non-native speakers 
are part of the conversation. This ensures that everyone 
feels included and valued. It's our common responsibility 
to raise awareness and help colleagues to put this principle 
into practice when this minimum standard is not reached. 
We want this message to resonate with all our colleagues 
working across language borders, not just in Belgium. All 
colleagues are encouraged to be mindful and considerate 
by switching to English in mixed-language settings. 

Our Job Levels framework for consultants drives fair-
ness and equal opportunities for all employees. As such, 
the framework forms an important building block in our 
DEI (Diversity, Equity and Inclusion) practices. It recognizes 
your professional maturity with objective parameters, of-
fers transparency about what’s expected from you to grow 
in your career, and how your recognized maturity links with 
your salary. This transparency supports our commitment 
to building an inclusive and transparent workplace.

In Germany, TriFinance off ers bottled Viva Con Agua water 
to visitors and employees — promoting the idea of clean 
water for everybody on earth. Viva Con Agua supports 
WASH-projects (Water, Sanitation and Hygiene), as well as 
training and education. By collaborating with many local 
and international partner organizations, Viva Con Agua
reaches millions of people worldwide.

Putting employees fi rst is at the heart of what we do, and 
how we approach work. By investing in employees and 
creating a culture that focuses on their growth and well-be-
ing, we strive to create a positive work environment. We 
believe that satisfi ed and motivated employees lead to 
better performance, in its turn yielding business growth. 
We invest our profi ts into the development of people.
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In February 2025, we planted over 2,000 trees in the Flem-
ish region Liedekerke during our TriForest event together 
with Natuurpunt. We realized this collective eff ort in giv-
ing back to nature via the Fitcoins mobile app. Fitcoins are 
digital coins that employees can earn by walking, cycling 
or participating in sporting, educational and social activ-
ities. For every 100 fi tcoins earned by employees during 
2024, Parklane Insight added 2.5m² to our TriForest. The 
event itself is a family event where colleagues could bring 
their loved ones.

We are reinforcing our commitment to reducing green-
house gas emissions and promoting clean mobility by tran-
sitioning to the electrifi cation of our fl eet in Belgium, the 
Netherlands, and Luxembourg, with a focus on adopting 
electric vehicles to minimize our carbon footprint. Since 
July, no fuel cars have been leased by TriFinance, where the 
focus on full electrifi cation has been set. We also promote 
the use of public transport to reduce individual car trips 
and support sustainable transportation. Additionally, we 
have a bike policy in Belgium and the Netherlands, encour-
aging bike commuting and providing options for leasing 
electric bikes. 

In Belgium we looked at the possibility to implement a 
mobility budget to foster alternatives for transportation 
instead of leasing a company car. This will be further de-
veloped in 2025. Hereafter we will explore this for em-
ployees in the Netherlands as well. 

We are implementing sustainability measures in all of our 
offi  ces, including reducing energy consumption, promot-
ing waste management, and encouraging environmentally 
friendly practices among employees. For example, we in-
stalled solar panels at our Zaventem offi  ce and set up ten 
dual charging stations.

In Belgium, we organized a cycling event to encourage 
collective cycling to work. This was a family event where 
colleagues could bring their loved ones. Moreover, we 
foster cycling communities within our company, where 
colleagues meet weekly to commute to the offi  ce together.

As a company, we are committed to minimizing our envi-
ronmental footprint by reducing waste and promoting 
sustainable practices. We actively sort all waste to ensure 
proper recycling and disposal, and we encourage employ-
ees to recycle soda cans and bottles while opting for reus-
able alternatives, such as drinking from glasses instead of 
disposable containers. These everyday actions support our 
broader goal of creating a more circular and environmen-
tally responsible workplace.

In Belgium, Parklane Insight contributed to sustainable 
practices by donating old IT equipment to Out of Use, a 
specialized waste management company focused on ma-
terial reuse and recycling. This donation not only promotes 
the recycling of valuable raw materials but also supports 
nature conservation in Flanders through a contribution to 
Natuurpunt. Our laptops, PCs, servers, smartphones, tab-
lets, and HDDs contribute to expanding forest land.
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In April, our T&S Louvain-la-Neuve team joined a corporate 
football tournament organized by WAPA International 
(War-Aff ected People’s Association). WAPA works to pre-
vent the recruitment of child soldiers and supports their 
reintegration into peaceful communities. By participating, 
we supported WAPA’s mission and helped raise awareness 
for child protection in confl ict zones — reinforcing our 
commitment to peace through sport and the promotion of 
peace and strong institutions.
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On March 14, 2024, TriFinance hosted a Sustainability Con-
ference in Brussels, bringing together clients, business 
leads, and industry experts to explore the evolution of 
sustainability from regulatory compliance to transform-
ative action. This event served as a platform for sharing 
insights, fostering collaboration, and inspiring sustainable 
innovation across sectors.

For every external guest who attended the conference, 
TriFinance made a donation to the seagrass meadow res-
toration project in Loch Craignish, UK. A total of 57 dona-
tions were made. Seagrass meadows are vital underwater 
ecosystems that support marine life, store carbon, and 
protect coastal environments. Through our contributions, 
we supported the restoration of these critical habitats, 
reinforcing our commitment to ocean health and climate 
resilience.

The initiative TriFinance for Impact establishes sustaina-
ble partnerships with NGOs who share our company val-
ues. We play our part in contributing to a better socie-
ty by off ering our services free of charge. Yet it’s not just 
about pro deo support. Employees create positive impact 
by supporting small-scale social organizations or start-
ups with their expertise, and leverage these projects to 
develop personally and professionally as well. In 2024, 
we launched such partnerships in Belgium with Apojo, 
Co-Searching, GoForest, Rising You, Capital VZW, JINC, FIX 
and ondernemers voor een warm België (OVWB). In the 
Netherlands, we launched a partnership with CBF. 

Other above-mentioned structural SDG partnerships include 
projects with Out of Use, Natuurpunt, Viva Con Agua and Kin-
derhilfswerk.
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INTRODUCTION 

Parklane Insight has conducted a comprehensive Double 
Materiality Assessment (DMA) to evaluate the fi nancial 
and non-fi nancial impacts of its activities, aligning with the 
European Sustainability Reporting Standards (ESRS) and 
the Corporate Sustainability Reporting Directive (CSRD). 
This assessment is integral to our sustainability strategy, 
ensuring that we focus on the most signifi cant sustaina-
bility challenges and opportunities while identifying and 
managing material risks and impacts aff ecting both the 
company and its stakeholders.

Double Materiality 
Assessment
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The DMA was conducted in key steps:

» Understanding the context: A peer review of other con-
sulting companies has been performed. Next to this 
we mapped the value chain, both upstream and down-
stream activities and key stakeholders were identifi ed. 
Key stakeholders were: own workforce both employees 
as non-employees, the board, key suppliers and top cli-
ents. The stakeholder analysis provided insight into rel-
evant ESRS topics.

» Identifi cation of Impacts, Risks, and Opportunities 
(IROs): Workshops with key internal stakeholders, includ-
ing the Leadership, process owners and the sustainabil-
ity team, identifi ed material sustainability topics. Hereaf-
ter potential topics were identifi ed, that may be material 
for our company. 

» Assessment and prioritization: Through a DMA question-
naire and workshops, stakeholder engagement has been 
fostered. Each potential topic included one or more state-
ments depending on the amount of subtopics, and stake-
holders were asked to assess both impact materiality and 
fi nancial materiality. Stakeholders ranked topics on a scale 
of 1 to 10 based on impact and fi nancial relevance. What 
impact does our company have (or could potentially have) 
on the environment and society? Conversely, what fi nan-
cial risks or opportunities could environmental and societal 
factors pose for our company? The fi nal materiality matrix 
was determined through weighted stakeholder input and 
leadership validation. 

» IRO assessment: To determine the material character of 
the impacts, we reviewed together with the process owners 
the criteria for impact materiality as defi ned by the CSRD. 
We also discussed the criteria for risks/opportunities, the 
fi nancial materiality, as defi ned by the CSRD. 

• Impact materiality

Scope: how far do the consequences of impact extend? 
How many employees, departments, countries or clients?

Scale: how serious is the consequence of the impact?

Probability: how likely is the potential impact to occur?

Remediability: can the consequences of the impact be 
remedied? 

• Financial materiality

Size of fi nancial eff ects: what are the potential fi nancial 
consequences for the company in the short, medium, and 
long term if the identifi ed risk or opportunity materializes?

Probability: how likely is the risk/opportunity to occur?

» Validation of the fi nal list of material matters: Together 
with the Leadership Team the materiality threshold was dis-
cussed and fi nal material topics were determined based on 
the DMA questionnaire and the IRO assessment. The im-
portance threshold for the stakeholder score (average im-
pact and fi nancial materiality) was set on 4.8 for impact 
materiality and 2.4 for fi nancial materiality.

Methodology

ORGANIZATIONAL
LANDSCAPE

POTENTIAL
TOPICS

IMPACTS, RISKS &
OPPORTUNITIES (IRO’S)

STAKESHOLDER
ENGAGEMENT

DMA REPORT

IRO ASSESSMENT
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This heatmap visualizes the magnitude of the IRO scores on a two-dimensional 
graph, plotting impact materiality (inside-out) against fi nancial materiality (out-
side-in), based on the importance of topics identifi ed through the stakeholder 
engagement questionnaire.
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The assessment identifi ed 19 material topics across en-
vironmental, social, and governance dimensions. Climate 
change adaptation was included within the scope due to 
its relatively high relevance in the DMA questionnaire re-
sponses from stakeholders, despite the IRO assessment 
indicating a low level of fi nancial risk or impact.

KEY OUTCOMES

» Engaged internal and external stakeholders, including 
top clients and key suppliers.

» Analyzed industry best practices and peer benchmarks.

» Evaluated material topics through surveys and 
leadership validation.

» Findings inform our ESG strategy and compliance 
eff orts.

CONCLUSION

The DMA fi ndings guide our company’s sustainability initia-
tives, ensuring alignment with regulatory requirements and 
stakeholder expectations. The results are integrated into 
our current ESG reporting framework, supporting trans-
parency and informed decision-making. Parklane Insight 
remains committed to sustainability excellence by incorpo-
rating these insights into our corporate strategy, strength-
ening our ability to drive long-term value for our stakehold-
ers while fostering responsible business practices.
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Environment
Environment (ESRS E1) Climate change

Climate change adaptation

Climate change migitation

Energy

Social
Social (ESRS S1) Own workforce

Working conditions

• Secure employment 
• Working time 
• Adequate wages
• Social dialogue
• Freedom of association, the existence of works councils and the information, consultation and participation rights of workers
• Collective bargaining, including rate of workers covered by collective agreements
• Work-life balance
• Health and safety

Equal treatment and opportunities

• Gender equality and equal pay for work of equal value 
• Training and skills development 
• Employment and inclusion of persons with disabilities 
• Measures against violence and harassment in the workplace Diversity

Other work-related rights Privacy

Social (ESRS S4) Consumers and end-users

Information-related impacts for consumers and/or 
end-users

• Privacy
• Freedom of expression
• Access to (quality)information

Personal safety of consumers and/or end-users
• Health and safety
• Security of a person
• Protection of children

Social inclusion of consumers and/or end-users
• Non-discrimination
• Access to products and services
• Responsible marketing practices

Governance
Governance (ESRS G1) Business conduct

Corporate culture

Protection of whistle-blowers

Management of relationships with suppliers

Corruption and bribery
• Prevention and detection including training 
• Incidents
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After conducting a DMA survey with internal and exter-
nal stakeholders, performing an IRO assessment with in-
ternal process owners, and in-depth discussions with the 
leadership team, the following topics were classifi ed as 
not material for our company’s ESG reporting scope
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Environment
Environment (ESRS E2) Pollution

Pollution of air

Pollution of water

Pollution of soil

Pollution of living organisms and food resources

Substances of concern

Substances of very high concern

Microplastics

Environment (ESRS E3) Water and marine resources

Water consumption
• Water consumption
• Water withdrawals
• Water discharges

Marine resources
• Water discharges in the oceans
• Extraction and use of marine resources

Environment (ESRS E4) Biodiversity and ecosystems

Direct impact drivers of biodiversity loss

• Climate change
• Land-use change, fresh water-use change and sea-use change
• Direct exploitation
• Invasive alien species
• Pollution
• Others

Impacts on the state of species
• Species population size
• Species global extinction risk
• Others

Impacts on the extent and condition of ecosystems
• Land-degradation
• Desertifi cation
• Soil sealing

Impacts and dependencies on ecosystem services

Environment (ESRS E5) Resource use and circular economy

Resource infl ows

Resource outfl ows

Waste

D O U B L E  M A T E R I A L I T Y  A S S E S S M E N T : T O P I C S  O U T - O F - S C O P E  F O R  T R I F I N A N C E
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Social
Social (ESRS S1) Own workforce

Other work-related rights
• Child labour 
• Forced labour
• Adequate housing

Social (ESRS S2) Workers in the value chain

Working conditions

• Secure employment 
• Working time 
• Adequate wages 
• Social dialogue
• Freedom of association, the existence of works councils and the information, consultation and participation rights of workers
• Collective bargaining, including rate of workers covered by collective agreements
• Work-life balance
• Health and safety

Equal treatment and opportunities

• Gender equality and equal pay for work of equal value 
• Training and skills development 
• Employment and inclusion of persons with disabilities 
• Measures against violence and harassment in the workplace Diversity

Other work-related rights

• Child labour
• Forced labour
• Water and sanitation
• Privacy

Social (ESRS S3) Aff ected communitie

Communities' economic, social and cultural rights

• Adequate housing
• Adequate food
• Water and sanitation
• Land-related impacts
• Security-related impacts

Communities’ civil and political rights
• Freedom of expression
• Freedom of assembly
• Impacts on human rights defenders

Rights of indigenous peoples
• Free, prior and informed consent
• Self-determination
• Cultural rights

Governance
Governance (ESRS 1) Business conduct

Animal welfare

Political engagement



Our philosophy leads to the “why and how” of sus-
tainability at our company, with a key focus on social
responsibility. Our company was founded on a unique 
idea — a strong vision that puts employees fi rst. At 
TriFinance, all employees are Me inc.®ers: entrepre-
neurs of their own talent, skills and career. Their 
growth is our fi rst priority. We call it ‘Furthering People
for Better Performance in Do-How’.

To us, “Economies of Scale” is something of the past. We 
stand by “Economies of Motivation®”: it is a well-known 
fact that happy and motivated workers perform a better 
job, which results in a win-win-win situation for employ-
ees, clients and our company. We support people in fi nd-
ing what intrinsically drives them, by giving them room to 
explore and develop. A focus on people before profi t. Not 
because we defy the basic laws of economy, but because 
we are convinced that profi t is a consequence of further-
ing people in our network. If our people grow, clients and 
our company will grow with them.

Economies of Motivation® are essential for a sustainable 
approach to work — and how we can reinvent work together.
Not only does it lead to added value for our clients; it also 
allows our company to continue to grow. We are a fast-grow-
ing company that continuously extends this community of 
highly motivated Me inc.®ers. The potential of this idea in 
connection with the use of new technologies is enormous, 
and has led to our challenger position in the market.

This mission to reinvent work, driven by the Economies of 
Motivation®, explains why we focus intensively on the de-
velopment and growth of people in our organization. Next 
to an extensive set of instruments to map, plan and realize 
the (aspired) competencies of individuals, this approach 
requires a safe and healthy workplace for employees
— which surfaces in our Corporate Social Responsibility. 
We counter discrimination, aggression and inequality, and 
aim to achieve diversity in the workplace where inclusion 
is equally important. We continuously advance a sustain-
able HR policy (which we call "Human Development" or 
"Care") that includes a vision on well-being with structur-
al, long-lasting impact. Co-creation and collective creativity 
do not magically happen overnight; it starts from trust and 
leadership. This is fostered by an organizational structure 
that ensures lean units, where entrepreneurialism never 
fades and people operate closely to each other.

Social Responsibility

Sustainability report 202423

S O C I A L  R E S P O N S I B I L I T Y



Career development

Our purpose is ‘Furthering People for Better Performance 
in Do-How’. We off er Me inc.®er’s a professional environ-
ment that enables them to take their career into their own 
hands. A space where they are encouraged to defi ne their 
own path. Our company supports this growth with thought-
fully developed tools that help employees map their current 
skill set, discover their ambitions and develop a plan to re-
alize these goals — tools that are crucial building blocks for 
professional and personal development. Coaches, mentors 
and managers co-navigate with employees as they work to-
wards their personal goals.

CAREER ACCELERATOR

We act as a career accelerator to employees and build 
sustainable careers by off ering them a place for fast and 
targeted personal growth. We know their ambitions, 
and create demand for client missions in line with these 
goals. In addition, teamwork within and between units 
and locations in our network organization is very impor-
tant, as it broadens professional opportunities. We en-
courage Me inc.®’ers to frequently lean on each other, 
by sharing knowledge, training, coaching, and mentoring.
Our horizontal structure allows for professionals to move
around and perform diff erent client missions, giving them
the opportunity to further themselves and their careers at
an accelerated pace. 
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Furthering tools & training

EMPLOYEE TENURE AND RETENTION

We recognize that employee retention is a key indicator of 
a positive and sustainable workplace. Our average employ-
ee tenure stands at 3.5 years, refl ecting our commitment 
to off ering a supportive and engaging work environment. 
Through continuous investment in professional develop-
ment through our company’s furthering toolset, we strive 
to create long-term career opportunities that benefi t both 
our employees and our business.

The Behavior, Skills and Knowledge (BSK) framework is 
crucial in our furthering philosophy. It enables consultants 
to identify their current Behavior, Skills and Knowledge at 
a detailed level. The BSK framework collects the building 
blocks that can be used to explore projects and career 
destinations. We are dedicated to empowering individu-
als with the skills and opportunities needed for enduring, 
meaningful careers, nurturing sustainable careers.

The BSK framework supports the development of consult-
ants in diff erent ways:

» Shaping multi-year career development opportunities

» Accommodating mentoring & career coaching dialogue

» Working supply-driven, based on your ambitions

» Fueling formal training inspiration opportunities

We facilitate the career development and growth of the 
employees by off ering tools that move beyond classic 
competence management. This is what we call Living Me 
inc.® (LMI).

Living Me inc.® (LMI) is a tool for consultants to refl ect on 
and steer personal growth by exploring ambitions, compos-
ing a development plan and realizing achievements. This ap-
proach is currently applicable only in Belgium, Luxembourg, 
and the Netherlands, and has not yet been implemented in 
Germany. How will a Me inc.®er move from their as-is to-
wards their to-be situation? Career coaching can help em-
ployees to refi ne this plan. LMI follows a circular process, 
as growth is continuous and never-ending. Growth involves 
pursuing what you enjoy, what you're capable of, and what 
you desire.

Based on the BSK framework and LMI refl ections about 
ambitions and career perspectives, a Me inc.®er is able to 
take the next steps towards his or her long-term aspira-
tions. These multiple options for next steps are document-
ed in a ‘Plus Profi le’. A Plus Profi le combines a consultant’s 
current skillset with his or her ambitions. Which skills or 
competencies do they want to deepen or broaden? These 
Plus Profi les are used by the internal BaseCamp teams to 
proactively create interesting missions for consultants.

The BaseCamp Rolemapping (BRM) should help realise 
the operating model and is designed to allow BaseCamp 
professionals to work in roles, rather than functions. Ba-
seCamp is the internal team and is the linking pin between 
the ambitions of our professionals (Hub) and the needs of 
our clients. They have the necessary expertise and experi-
ence in Finance, HD and / or technology. Roles refl ect the 
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work that is organised, while Functions refl ect the people 
who are organised. Roles are breaking the silos of tradi-
tional business organization. In this way, integrated collab-
oration between our (main) areas of Care, Communication, 
Business Development, Legal, Finance and Systems to Sup-
port can be organised. 

For BaseCamp Professionals tt will serve several purposes:

» Facilitate ownership (Me inc®) with clear 
accountabilities and responsibilities 

» Create transparency for all BaseCamp Professionals

» Shape career development

» Fuel inspiration and Learning and Development

Twice every year, all Me inc.®ers are invited to a Perfor-
mance & Development Evaluation (PDE) talk — which is a 
two-way conversation between the consultant and his or 
her Care Manager or Leader. Together, they take a moment 
to refl ect on the consultant’s journey in the past months, 
and share feedback, opinions and ideas. It is a format to 
create an open dialogue on personal growth and future 
career perspectives. 

In addition to learning on-the-job during client missions and 
peer-to-peer knowledge sharing, our company off ers a wide 
range of formal training. The Learning & Development side 
of our organization includes classroom growth in diff erent 
fi elds such as Finance and Human Development, yet also of-
fers topics such as well-being, sustainability or soft skills. In 
Belgium, the Netherlands and Luxembourg we facilitate our 
formal training off er via our own Me inc. Learning Platform, 
which includes tailor-made training adjusted to the needs 
of employees. In Germany we off er formal training via the 
Coursepath platform. 

Our training off ering is aimed at the maintenance and/or 
improvement of skills and knowledge of its own workers. 
It can include diff erent methodologies, such as on-site 
training, and online training.

In our organization we make the distinction between:

» Internal and external training followed 

» Internal and external training given 

» Other training and development activities: 
coaching and mentoring

Mentoring is a structured, project-aligned process de-
signed to support consultants throughout their client 
engagements. It helps foster both technical (hard) and 
interpersonal (soft) skill development through guided re-
fl ection, regular feedback, and goal-oriented discussions. 
The mentoring journey is organized into three key phases 
(start, performing, and closing) each anchored by an As-
signment Letter. This document helps defi ne clear objec-
tives, track individual progress, and facilitate meaningful 
refl ection on outcomes. Our mentoring approach serves 
two core purposes:

1. To ensure quality assurance in project delivery.
2.  To promote continuous professional growth for our 

consultants.

While not its primary aim, mentoring often contributes to a 
third area as well — supporting business development — by 
encouraging strategic thinking and client-oriented insights.

Mentoring fosters self-discovery, problem-solving, and 
professional growth for both mentees and mentors. 
Knowledge-sharing formats like Hub mentoring enhance 
the experience through peer learning, practical insights, 
and interactive discussions in a supportive environment.

The percentage of employees that had a PDE talk in 2024
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Career coaching complements mentoring by focusing on 
employees' long-term development through self-refl ec-
tion, exploration, and goal-setting. Career coaches act as 
sparring partners, helping employees defi ne ambitions 
and create actionable development plans using tools like 
LMI®, BSK, BRM, and Personal Development Plans (PDP). 
The coaching process includes refl ection, focused sessions 
based on individual needs, and ongoing support. Employ-
ees can access up to three sessions per year.

Country-specifi c approach: in Germany, mentoring and 
coaching are integrated into a single, continuous process 
that diff ers from the approach used in Belgium, Luxem-
bourg, and the Netherlands. Rather than separating career 
coaching and mentoring, the German model embeds both 
into the mentoring activity itself. Here, a mentor provides 
support throughout the consultant’s client project, focusing 
not only on project-specifi c guidance but also on the con-
sultant’s overall professional development. This integrated 
approach ensures that consultants receive comprehensive, 
on-the-job support that fosters both growth and personal 
development over the course of the assignment.

How do we learn?

» 70%: during client projects (hands-on experience)

» 20%: formal (training)

» 10%: social (peer-to-peer interaction with others)
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The "TriFinance Academy" is the company's internal 
institution for training and development programmes. 
The TriFinance Academy focuses on training courses in 
multiple areas:

» Business administration

» User training for ERP systems

» Business Intelligence, Excel, Power BI

» Controlling

» Project Management training

» Legal and compliance

The TriFinance Academy also guides Project Managers and 
Senior Consultants in becoming trainers themselves. They 
train the experts and trainers of tomorrow by passing on 
their knowledge and experience to new team members 
during internally developed training courses and seminars. 
The aim of the Academy is both individual development, as 
well as the development and safeguarding of expertise in 
our organization. Training courses are conducted on a hy-
brid basis, i.e. on-site or remotely.

As a labor-intensive company, we generally see a risk in 
the shortage of skilled workers. As an attractive employer 
that puts employees fi rst and creates excellent career and 
development opportunities, we face this risk with confi -
dence. Our aim is to achieve a strategically advantageous 
position in the competition for talent and skilled labor.
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Working conditions

We respect employee rights and employer obligations ap-
plicable in each country. We create working conditions for 
employees that go beyond legal requirements. Examples 
include:

» Voluntary remuneration and benefi t models

» Mobile working option

» No fi xed-term contracts for permanent employees

» Equipment for workstations, offi  ces and social areas

» Drinks and snacks at the workplace, free of cost

» A vibrant event calendar for employees

Social protection

All employees are entitled and covered to take sickness 
leave, family related leave and leave due to work-related 
accidents, retirement and unemployment because of na-
tional labor law in Belgium, The Netherlands, Germany 
and Luxembourg.

There were also no fatalities reported among our own 
workforce or among other workers operating on our 
sites as a result of work-related injuries or work-related ill 
health during the reporting period.
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Working time

All colleagues have the fl exibility to work from home 
based on their schedule and personal situation. Telework-
ing is not a right or an obligation but an option provided by 
our company under the terms and conditions outlined in 
our telework/mobile working policy. In Belgium, TriFinance 
and TriHD encourage an average of two teleworking days 
per week, planned in consultation with the team to en-
sure operational needs are met. Teleworking days may 
vary each week. For part-time employees, the average 
number of teleworking days is adjusted proportionally to 
their weekly working hours. In the other countries, mobile 
work remains fl exible, varying according to the schedules 
of both employees and clients, without the promotion of a 
standard number of days.

In Belgium, consultants (Hub) have the right to take Park-
Time. Parktime supports refl ection — giving employees 
four hours per quarter to step away from their day-to-day 
tasks in the “FastLane”, and refl ect. This time is meant to 
focus on non-economic aspects such as context, quality, 
mentorship, enjoyment, ethics, politics, aesthetics, culture, 
art, and social responsibility. These moments help consult-
ants assess their progress, refi ne their ambitions, and align 
their assignments with long-term goals. It off ers room for 
thoughtful career planning and explores intrinsic motiva-
tion. In 2024, Belgian employees have taken up 864 hours 
of ParkTime!

Average telework/mobile work
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Reintegration after longterm absence 

Our reintegration policy off ers Care Managers a structured, 
compassionate approach to supporting employees who 
are absent for one month or longer. It ensures a smooth, 
thoughtful return to work that respects individual circum-
stances.

CONNECTION DURING REINTEGRATION

The Care Manager actively initiates contact to maintain a 
connection with the employee. Trust is central to this pro-
cess, which is focused on:

» Providing support: Demonstrating care and understanding

» Maintaining involvement: Keeping employees connected to 
work and their teams

» Monitoring changes: Assessing readiness and evolving needs

We off er a well-being program to support colleagues dur-
ing their absence, promoting mental and physical health 
through various initiatives. We created a detailed reintegra-
tion and connection manual, which off ers guidelines, tips, 
and examples for maintaining contact during absences. 
Even in the case of illness, we want to stay connected with 
the employee for various reasons:

» to show interest and consequently act as a support for the 
employee;

» to maintain contacts with work;

» to preserve involvement in the work;

» to monitor changes in the employee's situation;

» to gather more information about the absence and, conse-
quently, provide transparency to other involved parties (HR, 
occupational health, etc.).

Upon an employee’s return after illness, we off er:

» A warm welcome: Returning employees are welcomed back 
with open discussions about their needs, challenges, and re-
integration plan

» Flexible returns: Employees may ease back with adjusted 
workloads, fl exible schedules, or progressive returns

» Partnerships for reintegration: Employees can lean on 
Recovery Track from partner Insurance, confi dential con-
versations about psychosocial risks in the workplace, and 
comprehensive hospitalization insurance.

» By staying connected and providing tailored support, we 
promote confi dence and trust throughout the reintegration 
process.
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Health & safety and well-being at the 
workplace

We focus on mental fi tness and take a proactive approach 
to emotional health. Our organization encourages a healthy 
lifestyle. Physical health is just as important as mental 
health. That's why we want to leave no room for stigma and 
continuously reinvent the way we work to ensure a healthy 
work-life balance. All employees are covered by the health 
& safety management system based on legal requirements

» Physical health: A safe and healthy workplace, access to 
healthcare benefi ts, ergonomic workstations, healthy food 
options, and opportunities for physical activity can all con-
tribute to physical well-being. 

» Mental health: A positive work environment, access to 
mental health support, reasonable workloads, and work-
life balance can all contribute to mental well-being.

» Emotional health: A supportive work environment, opportu-
nities for social interaction, and access to resources for stress 
management and emotional support can all contribute to 
emotional well-being. 

» Job satisfaction: Meaningful work, opportunities for growth 
and development, a sense of purpose, and a positive relation-
ship with management and colleagues can all contribute to 
job satisfaction.
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WHAT DO WE OFFER:

» Job Satisfaction by meaningful work, opportunities to grow 
and development. A sense of purpose and a positive relation-
ship with management and colleagues. (eg our furthering 
journey, Career Coaching, Mentoring, Buddy system, Flexible 
work hours, Happiness at work - Pulse survey (Belgium, the 
Netherlands), TESI (TriFinance Employee Satisfaction index),..

» Physical health, we foresee a safe and healthy workplace, 
access to healthcare benefi ts, insurances, ergonomic work-
stations, healthy food options and opportunities for physical 
activity (eg Antwerp 10 miles, Cycling event,...)

» Mental Health, we foresee a positive work environment (fl exi-
ble hours, telework,...), access mental health support, reason-
able workloads and work life balance, mentoring and career 
coaching for professional and personal development. 

» Emotional Health, we off er a supportive work environment, 
opportunities for social interaction and access to resources 
for stress management and emotional support (e.g. open 
structure, feedback culture, workshops/webinars, role of Ba-
seCamp to support,...)

The "It's My Life" app across Belgium, the Netherlands, and 
Luxembourg, allows our employees to earn "Fitcoins" by 
engaging in activities like walking, cycling, or participating 
in sports, educational, and social events. These Fitcoins, 
a form of digital currency, can be used to purchase prod-
ucts on the Parklane Insight marketplace, ranging from fi t-
ness-related items and workshop participation to charity 
donations. Beyond encouraging physical activity, our goal 
is to foster overall well-being, promoting both a healthy 
body and mind.
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Remuneration and adequate wages

At Parklane Insight, we are committed to fair, competi-
tive, and sustainable remuneration practices that align 
with our company values and business objectives. Our 
remuneration approach is designed to attract, retain, 
and motivate our employees (‘Me inc.®ers’) while en-
suring equity, transparency, and compliance with all 
applicable regulations. We believe that responsible re-
muneration contributes to our furthering for better 
performance philosophy, employee well-being, organ-
izational success, and long-term value creation for all 
stakeholders.

OUR REMUNERATION STRATEGY IS GUIDED BY THE 
FOLLOWING PRINCIPLES:

» Fair and competitive pay: we ensure that our compensation 
packages are competitive within the market and aligned with 
industry benchmarks. On an annual basis we monitor market 
movements and update our local pay structures accordingly. 
Every 2 years we conduct a detailed benchmark study with 
Willis Towers Watson and Hudson and review the market com-
petitiveness of our pay policies and practices.

» Compliance with legal and ethical standards: we fully 
comply with local minimum wage regulations, the EU Pay 
Transparency Directive, and all applicable labor laws in the 
countries where we operate.

» Internal equity: our remuneration framework is designed 
to provide consistency and fairness across all levels of the 
organization. Job levels serve as the foundation for ensur-
ing internal equity by providing a structured approach to 
career progression, remuneration alignment, and skill de-
velopment. These job levels off er clear expectations for 
growth and advancement, reinforcing fairness and trans-
parency in compensation decisions.

» Performance-based rewards: we foster a high-performance 
and development culture by linking compensation to indi-
vidual, team, and company performance and development. 
The profi t-sharing mechanism of the ParkLane Insight group 
is built on two principles. First, a structured mechanism is 
in place for the funding of the profi t-sharing pot. Second, a 
transparent distribution mechanism is used to allocate the 
profi t-sharing pot across countries and participants, ensur-
ing fair and performance & development driven rewards.

» Transparency and communication: we ensure that employees 
understand the principles and processes behind remuneration 
decisions through clear communication.

» Non-discriminatory practices: remuneration is established 
without any discrimination based on gender or other protected
characteristics.

OUR REMUNERATION STRUCTURE INCLUDES THE 
FOLLOWING COMPONENTS:

» Fixed pay: gross monthly salaries are determined based on 
the responsibilities of the position, qualifi cations, and rele-
vant experience.

» Job level classifi cation: we have a job level classifi cation 
system in place that formally recognizes growth in maturity 
and rewards professional advancement.

» Variable pay: we off er performance-based incentives that 
depend on company performance and are linked to indi-
vidual and company-specifi c targets.

» Benefi ts and well-being: benefi ts, including company con-
tributions to a private pension scheme, are available to all 
permanent employees, regardless of role or level.

» Equity and inclusion: we continuously review our remuner-
ation practices to eliminate pay gaps and promote equal 
pay for equal work.

» Career development and growth: our fl exible job level 
framework empowers employees to take control of their ca-
reer advancement and clearly understand how to reach ca-
reer milestones.
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GENDER-PAY & REMUNERATION RATIO

» Salary expenditure: A signifi cant portion of our total costs, 
specifi cally 83.2%, is allocated to employee remuneration. 
This refl ects our commitment to attracting, retaining, and re-
warding top talent across all levels of the organization.

» Gender pay gap: We are committed to regularly review-
ing and addressing any disparities to ensure equitable pay 
practices. The gender pay-gap is defi ned as the diff erence 
of average pay levels between female and male employees, 
expressed as a percentage of the average pay level of male 
employees.

» The annual total remuneration ratio of the highest paid 
individual to the median annual total remuneration for all 
employees (excluding the highest-paid individual) is 4,8%.

We continuously assess and refi ne our remuneration poli-
cies to align with evolving regulatory requirements, market 
trends, and stakeholder expectations. By maintaining re-
sponsible and sustainable remuneration practices, we aim 
to foster a workplace that supports fairness, motivation, 
and long-term business success. Our approach ensures 
that remuneration remains a key driver of employee en-
gagement, retention, and overall organizational excellence.

OUR REMUNERATION PROCESS IS STRUCTURED TO 
ENSURE TRANSPARENCY AND ALIGNMENT WITH 
BUSINESS GOALS:

» Market benchmarking: we conduct every 2 years market 
salary surveys to ensure our pay levels remain competitive.

» Annual salary reviews: compensation levels are reviewed 
annually, considering individual performance, market 
trends, and fi nancial performance.

» Performance management integration: our variable pay 
components are linked to clearly defi ned performance in-
dicators at both individual and organizational levels.

» Governance and oversight: our remuneration policies are 
reviewed by XSU Care and the Leadership Team to ensure 
they remain aligned with our corporate strategy and sus-
tainability goals.

» Structured approval process: salary adjustments and re-
muneration changes follow a structured approval process 
to ensure fairness and consistency.

» Employee involvement: we encourage open discussions 
between employees and management regarding remuner-
ation expectations and performance.

Gender pay gap
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JOB LEVELS FOR HUB

In 2024, Parklane Insight implemented Job Levels for Hub: 
a new and fl exible framework to formally recognize growth 
in terms of maturity and rewarding. In 2025, we will extend 
this framework to BaseCamp in Belgium, Luxembourg and 
The Netherlands, ensuring that employees across all areas 
of the organization benefi t from structured career develop-
ment and recognition. In Germany this framework is already 
implemented. This framework empowers employees to take 
ownership of their career development and understand the 
skills and competencies required for progression.

• Recognizing and Rewarding Growth: This job level frame-
work acknowledges the current skill set and validates the 
realized growth of our employees — both in terms of ma-
turity and remuneration. Looking back on development 
paths and recognizing gained skills is essential for profes-
sional growth.

• Flexible Career Perspectives: Through new and challeng-
ing projects, employees grow as professionals. This jour-
ney isn't always linear but requires clear perspectives. 
The fl exible job level framework at Parklane Insight helps 
employees understand what is expected to advance
in their careers.

Sr. Project
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(Project)
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Sr. (Project)
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Specialist & leads in an expert domain

Job Level 3 Job Level 4 Job Level 5

Project
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Equal treatment and opportunities for 
all: DEI, top management and people 
with disabilities

DIVERSITY, EQUITY AND INCLUSION (DE&I)

Parklane Insight champions diversity and inclusivity in the 
workplace, regardless of ethnicity, gender, sexual orienta-
tion, or religion. Our goal is to cultivate a culture free from 
prejudice, where all employees are valued, respected, and 
united. We prioritize diversity in recruitment and career ad-
vancement, fostering equal opportunities for all. Sustaina-
ble leadership and sustainable development of employees 
promotes a constructive atmosphere throughout the or-
ganization. Parklane Insight focusses on:

• Awareness
• Gender diversity
• Cultural diversity
• Age diversity 
• Academic background diversity
• Language 
• Equal payment

Our DE&I framework implies a workplace where we embrace 
unique individual perspectives, backgrounds and each one's 
personal abilities. Our aim is to illustrate a diverse and rep-
resentative environment, ensuring equitable opportunities 
and tools for each individual. In our Me inc.® philosophy, we 
promote a company culture of inclusion where each individ-
ual feels empowered to reach a maximum growth potential, 
feels valued and respected.

Through tailored mentoring, career coaching, & transparent 
reward management, we provide a supportive framework 
where everyone can thrive. We actively promote inclusivity 
through employee satisfaction surveys, connection inter-
views, & feedback mechanisms, using this input to continu-
ously enhance our practices.

Our commitment to DE&I extends beyond our internal 
operations to our client relationships. We match consult-
ants not only based on technical expertise but also on 
cultural alignment and shared DE&I values. This approach 
ensures that our employees feel respected & supported 
in every professional interaction. By embedding DE&I in 
our culture and operations, Parklane Insight creates a dy-
namic and inclusive workplace where every individual can 
contribute to and benefi t from our collective success.

As part of our commitment to Diversity, Equity, and Inclu-
sion, we view gender diversity as an important aspect of an 
inclusive and equitable workplace. In the following section, 
we present the gender ratio across our organization.
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Parklane Insight Belgium also has a Young Hub program, 
a two-year learning and development program for recent 
graduates, designed to help them discover and enhance 
their skills while accelerating their career growth. Each 
year, over 50 young graduates join our Young Hub Pro-
gram, combining a fi nance and consulting bootcamp with 
18 months of hands-on project experience across various 
industries. Regular training days on topics like SAP and 
communication strengthen their expertise, while peer in-
teraction supports their growth into confi dent, capable 
consultants. This creates an inclusive environment for 
young graduates with little work experience.

** Missing data points
Belgium: 6
The Netherlands: 2
Germany: 23
Luxembourg: 1
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TOP MANAGEMENT

At Parklane Insight, individuals, whether employees or 
non-employees, are considered part of top management 
when they belong to:

» The Leadership Team (LT)

» The Country Management (CMT)

» BCB Leaders

» (Inter)national XSU leaders

What are the responsibilities of the Leadership Team?

» Defi ne and drive the Parklane Insight strategy, aligned with 
the company’s mission and long term ambitions. 

» Overseeing the governance of our operating model. 

» Ensuring key business decisions balance growth ambitions 
with fi nancial sustainability and operational excellence.

» Cultivating a strong company culture through leadership 
and cross-functional collaboration.

What are the responsibilities of BCB Leaders?

» Goal Achievement: Responsible for the quantitative and 
qualitative growth of their Blue Chip Boutique (BCB) including 
performance management.

» Leadership Role: Act as an exemplary leader within their 
BCB and toward other BCBs and Expert Support Units (XSU).

» Collaboration: Engage with colleagues across the organiza-
tion to foster a high-performance culture.

What are the responsibilities of XSU Leaders?

» Data Alignment: Ensure consistency and accuracy of data 
across BCBs by defi ning shared metrics and identifying im-
provements for data visibility.

» Process Ownership: Oversee and maintain seamless pro-
cesses across BCBs and XSUs.

» Collaboration: Proactively collaborate with stakeholders, 
maintaining transparent communication.

» Operational Effi  ciency: Optimize operations and support 
strategic objectives of BCBs.

Number of 
employees at top 

management level

13 male 11 male

9 male

8 female 1 female

3 female No Leaders

Diversity top 
management leaders
(not including leadership team)

Percentages of 
women-men 
ratio with top 

management roleHeadcount

45 74%

5%

62% 92%

75% 0%

38% 8%

25% 0%

26%Male
Female

BE DE

NL LUX

Percentage employees 
at top management level 
within organization
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DISABILITIES

At Parklane Insight we defi ne persons with disabilities as 
individuals with long-term physical, mental, intellectual, or 
sensory impairments. These impairments, when combined 
with external barriers, may limit their full and eff ective par-
ticipation in society or, more specifi cally, their professional 
activities on an equal basis with others. This can include, 
for example, physical disabilities but also ADHD. 

As part of the onboarding process, colleagues are in-
formed that they have the option to confi dentially report 
any disabilities to a designated trusted person. All infor-
mation shared with this individual is strictly confi dential 
and accessible only to them. While employees are not re-
quired to disclose such information, they are encouraged 
to do so if they choose.

To promote this initiative, awareness campaigns have 
been launched, and a dedicated well-being page about 
the trusted person's role has been developed on our in-
tranet, The MeInc Collaboration Platform.

When subsidies are granted by the insurance company 
or other administrative entities, payroll is informed, and 
the colleague's disability status is recorded in the payroll 
system if compensation is applicable.

Additionally, Parklane Insight ensures that each country 
has at least one designated trusted person with the au-
thority to support this initiative. In 2024 the trustpersons 
of all countries were not aware of any disability reported to 
them within the Parklane Insight workforce. Therefore we 
have 0% of persons within our workforce with a disability. 
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» As part of our commitment to fostering a strong social dia-
logue, we organize PGPs or Peer Group Programs. These 
meetings are the central platform where feedback, concerns, 
and improvement areas identifi ed through assessments, in-
ternal feedback loops, and issues are addressed. These struc-
tured tracks bring together Process owners and other relevant 
stakeholders from across the organization to ideate, align, 
and implement necessary changes. By doing so, PGPs not only 
ensure that all voices are heard, but also translate dialogue 
into concrete actions — ultimately supporting the constructive 
evolution of our organization.

» A bi-annual company-wide employee satisfaction survey, 
known as TESI, is conducted to understand how employees ex-
perience Parklane Insight and identify areas for improvement. 
The results are used to address pain points and enhance the 
work environment. These results, along with the actions taken, 
are communicated to all employees to ensure transparency 
and foster a deeper understanding of company developments.

» As part of our commitment to transparent communication 
and inclusive workplace culture, we organize quarterly busi-
ness meetings for all employees. These meetings, held four 
times per year, serve as a key platform for social dialogue 
within the company. During each session, company leadership 

presents the latest business fi gures, strategic developments, 
and past, ongoing or upcoming initiatives. Employees are en-
couraged to actively participate, ask questions, and provide 
feedback, ensuring that everyone remains informed and en-
gaged in the company’s direction and performance.

» Monthly or quarterly HomeBase meetings that gather 
consultants and the internal BaseCamp teams at unit level.

» Meet & Greets with members of the Leadership team

» In line with our commitment to fostering a positive and inclu-
sive workplace culture, Parklane Insight Belgium conducted a 
Great Place To Work® audit in 2024 (see annex D for certif-
icate). Following this comprehensive evaluation, we proudly 
obtained the Great Place To Work® certifi cation in 2025. 
Further underscoring our dedication to employee well-being 
and organizational excellence, we were ranked second in our 
company segment, a recognition that refl ects the trust and 
engagement of our people.

» Regular feedback meetings for ongoing customer projects 
and project completion feedback

» Flagging: an internal mechanism for Consultants to internal 
teams to follow up on project satisfaction

» Mentor-mentee meetings

» A YIB or "Young Innovation Board" in Belgium, the Nether-
lands and Germany that consists of consultants who develop 
and implement innovation projects, in direct collaboration 
with the Leadership Team

» Teambuilding and other employee events that foster con-
nection

» Exit interviews with departing employees

» Furthering tools for career development

Social dialogue and collective bargaining

Our company’s most important stakeholder group are the 
employees. In line with our guiding principle "employees 
fi rst", we seek dialogue with employees, and foster dialogue 
between employees via various formats and mechanisms:
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In Belgium and Luxembourg all employees are covered 
by a collective bargaining agreement which are the social 
elections and the CAO as a sector. There is no collective 
bargaining agreement for our employees in the Nether-
lands and Germany. Parklane Insight remains committed 
to fostering an open and transparent dialogue with em-
ployees and supports their right to organize should they 
choose to pursue formal representation.

At Parklane Insight there are currently no agreements in 
place for employee representation through a European 
Works Council (EWC), a Societas Europaea (SE) Works Coun-
cil, or a Societas Cooperativa Europaea (SCE) Works Council.

In Belgium, the composition on the workers’ side of both 
the Works Council (OR) and the Committee for Prevention 
and Protection at Work (CPBW) is determined by four-yearly 
workplace elections, for which the trade unions above can 
nominate candidates. As no candidates came forward dur-
ing the last elections, there is currently no Works Council 
(OR) or Committee for Prevention and Protection at Work 
(CPBW) in place; however, we continue to operate in full 
compliance with the applicable national legislation.

In Luxembourg, social elections take place every 5 years in 
companies with more than 15 employees. As there were 
less than 15 employees, no elections were organised. 

In the Netherlands and Germany, there are no social elec-
tions currently in place, but employees retain the right to 
establish a workers' council if they wish.

» Percentage of total employees covered by collective 
bargaining agreements in Belgium & Luxembourg 
is 63%

Human right

Parklane Insight is committed to upholding internationally 
recognized human rights across all its operations in Belgium, 
the Netherlands, Luxembourg, and Germany. We actively 
promote non-discrimination, equality, fair labor conditions, 
and the prohibition of child and forced labor. Our policy en-
sures safe working environments, supports diversity and in-
clusion, and provides accessible reporting channels for any 
potential human rights violations. All reported incidents are 
investigated thoroughly, and appropriate actions are taken 
to safeguard our people and uphold our values.

» Number of complaints fi led through channels for people 
in own workforce to raise concerns: 0

» Number of complaints fi led to National Contact Points 
for OECD Multinational Enterprises: 0

» Amount of material fi nes, penalties, and compensation 
for damages as result of violations regarding social and 
human rights factors: 0

» Number of severe human rights issues and incidents 
connected to own workforce: 0

» Number of severe human rights issues and incidents 
connected to own workforce that are cases of non 
respect of UN Guiding Principles and OECD Guidelines 
for Multinational Enterprises: 0

» Amount of material fi nes, penalties, and compensation 
for severe human rights issues and incidents connected 
to own workforce: 0

» Number of discrimination incidents: 0
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B E L G I U M

188 interim 
managers

T H E  N E T H E R L A N D S

39 interim 
managers

G E R M A N Y

67 interim 
managers

Client engagement & satisfaction 
process

Our customer satisfaction process, applicable in Belgium,
The Netherlands, Luxembourg and Germany, is an integral 
part of our commitment to continuous improvement and 
responsible business practices. It starts the moment a pro-
ject placement is made, initiating a structured and trans-
parent feedback cycle.

PROACTIVE ENGAGEMENT WITH OUR CLIENTS AT 
KEY MILESTONES

We engage with clients at critical touchpoints throughout 
the project lifecycle:

» Initial check-in: Early-stage feedback ensures alignment 
with expectations and allows for any necessary course 
corrections.

» Ongoing assessments: Periodic surveys and check-ins 
help us monitor progress, address concerns, and reinforce 
collaboration.

» Final review: Just before project completion, we conduct a 
comprehensive evaluation to capture insights on the over-
all experience and outcomes.

DATA-DRIVEN INSIGHTS & CONTINUOUS 
IMPROVEMENT

This Customer Satisfaction Survey results serve as a 
foundation for open dialogue. The placement owner of 
the consultant facilitates discussions based on client 
feedback, ensuring that insights are transformed into 
actionable improvements. Regular status meetings with 
both the client and the consultant allow for timely adjust-
ments, enhancing project outcomes and satisfaction.

At the end of a project, a structured review assesses whether
we have met our commitments and identifi es opportunities
for refi nement. This process feeds into our broader ESG strat-
egy by promoting transparency, accountability, and client-
centric innovation.

FEEDBACK SYSTEMS

The feedback we gather from our Customer Satisfaction 
Survey is not just reviewed, it is systematically analyzed 
to identify strengths and areas for growth. These insights 
drive enhancements in our service off erings, consultant 
support, and overall client engagement strategy. Impor-
tantly, our satisfaction process is integrated with inter-
nal feedback mechanisms, ensuring an understanding of 
both client and consultant experiences.

By embedding client feedback into our operational frame-
works, we strengthen relationships, enhance service quali-
ty, and contribute to long-term business sustainability. Our 
commitment to active listening and responsive action fos-
ters trust, client loyalty, and a higher standard of service 
excellence. 

» customer satisfaction overall rating 4,3/5

» Average rating whether the clients would recommend 
Parklane Insight: 8,5/10

S O C I A L  R E S P O N S I B I L I T Y
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Workers in the value chain

Parklane Insight is committed to fair, ethical, and trans-
parent engagement with all professionals in our value 
chain, including the interim managers we place on client 
projects. These individuals are not merely external pro-
viders, but trusted partners who contribute meaning-
fully to the success and quality of our services.

Interim managers collaborate with us under clearly 
structured framework agreements that uphold their 
independence while providing them with access to ex-
pert support through our Blue Chip Boutiques. These 
agreements ensure contractual fairness, including 
transparent remuneration, fl exible project choice, and 
respect for work autonomy — free from hidden obliga-
tions or subordinate relationships.

We reinforce this partnership with continuous profes-
sional guidance, sector-specifi c insights, and commu-
nity engagement. Through networking events and peer 
exchanges, freelancers and Parklane Insight employees 
share knowledge, foster innovation, and strengthen a col-
laborative culture.

Our contracts include robust provisions on confi den-
tiality, ethical conduct, and compliance with national 
laws, ensuring responsible behavior and secure infor-
mation handling throughout each assignment.

By embedding these principles into our operating model, 
we promote dignity, inclusion, and shared value creation 
for all professionals working with and through Parklane 
Insight.

Active Interim managers placed on client projects during 2024
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As a service company, our environmental impact is primar-
ily driven by our fl eet, offi  ces, and IT supplies (Carbon Diox-
ide emission). Our main resource consumption comes from 
offi  ce operations, company car usage, and business trips. 
Parklane Insight is committed to further reducing resource 
consumption and greenhouse gas emissions. Despite be-
ing non-manufacturing, our activities still aff ect the envi-
ronment. Our focus is on:

» Increasing the share of renewable energies

» Electrifi cation of the vehicle fl eet

» Promoting sustainable mobility

» Increasing the recycling rate for waste

» Reduction or avoidance of domestic fl ights

» Maintaining fl exibility towards and high rate 
of hybrid work

Environmental Care

E N V I R O N M E N T A L  C A R E

SCOPE 1: DIRECT EMISSIONS

Scope 1 emissions include direct emissions from compa-
ny-owned and leased vehicles. For Parklane Insight, this 
covers CO2 emissions from business travel using our 
fuel-powered company cars. These emissions result 
from transportation to client sites, Parklane Insight offi  ces, 
and other business-related travel, excluding private trips.

SCOPE 2: INDIRECT EMISSIONS FROM EXTERNAL 
ENERGY SUPPLIERS

Scope 2 emissions include indirect emissions from pur-
chased and consumed energy, such as electricity for offi  ce 
operations, heating, and air conditioning. The reported en-
ergy consumption refers to the energy consumed in our 
leased and owned offi  ce premises. Additionally, CO2 emis-
sions arise from employees charging company-owned 
electric vehicles for work-related travel.

INDIRECT EMISSIONS FROM THE VALUE CHAIN

Scope 3 includes other indirect emissions from our value
chain, i.e. activities that are not part of our ownership, 
and which we do not control. They include emissions 
from purchasing IT materials, disposing generated waste 
and emissions produced during business trips and em-
ployee commuting by private car or public transport. 
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Mobility 

Business travel contributes signifi cantly to global carbon 
emissions. As a responsible company, we acknowledge this 
and are committed to taking action. Optimizing our vehicle 
fl eet is essential for reducing CO2 emissions (scope 1 emis-
sions). We're actively transitioning from fossil fuels to sus-
tainable, carbon-neutral energy sources. In line with this, 
we're creating a personalized mobility plan and accelerat-
ing the electrifi cation of our vehicle fl eet. We also provide 
options for leasing zero-emission cars or electric bicycles.

Our company is dedicated to green fl eet management. 
Even if you have a company car, exploring alternatives is 
worthwhile. We strongly advocate for zero-emission op-
tions. Other transportation choices will be considered on 
a case-by-case basis. For instance, consultants can pur-
chase public transport tickets for client projects and claim 
reimbursement. Additionally, we encourage biking to 
work whenever feasible, off ering colleagues the option to 
lease electric bicycles. In addition, we actively encourage 
online meetings and mobile working to minimize travel
requirements.

E N V I R O N M E N T A L  C A R E
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In 2024, we conducted an international mobility survey to 
gain insights into our colleagues' travel behaviors. To ac-
curately calculate the CO2 emissions from our fl eet, we 
required detailed data on the mobility patterns of all Me 
inc.’ers. A total of 415 employees participated in the survey. 
By analyzing the amount of gasoline and diesel consumed 
by colleagues using company cars, along with the survey-
based mobility assumption, we were able to calculate our 
Scope 1 emissions from business travel to clients and our 
Scope 3 emissions from commuting to the offi  ce.

Results Mobilitysurvey

» Private vs. work-related travel: 39% of total transporta-
tion with a company car is for non-work-related (private) 
travel, while 61% is work-related.

» Work locations: Colleagues spend 48% of their working 
time at a client’s location, 49% at a Parklane Insight offi  ce, 
and 3% at another work-related location.

» Client travel: When traveling to a client, colleagues 
use their car 68% of the time, a bike 10% of the time, 
public transport 20% of the time, and other alternative 
transportation 2% of the time.

» Offi  ce commute: When commuting to a Parklane 
Insight offi  ce, colleagues use their car 70% of the time, 
a bike 12%, public transport 15%, and other alternative 
transportation 2%.

E N V I R O N M E N T A L  C A R E
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Diesel
Gasoline
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EV

Ratio type of fuel in percentage
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Total CO2 emissions generated 
by our leased cars for business 
travel (Scope 1 emissions)

Total CO2 emissions generated 
by our leased cars for employee 
commuting (Scope 1 emissions)

Diesel: 170.583
Gasoline: 353.166
Hybrid: 194.173

Diesel: 165.940
Gasoline: 343.504
Hybrid: 188.887

NL NL
Diesel: 0
Gasoline: 43.263
Hybrid: 177
EV: 11.325 (Scope 2 emissions)

Diesel: 0
Gasoline: 43.683
Hybrid: 173
EV: 11.260 (Scope 2 emissions)

DE DE

Belgium Belgium

Diesel: 10.381
Gasoline: 24.260
Hybrid: 7.265

Diesel: 10.671,5
Gasoline: 24.938,4
Hybrid: 7.469

LUX LUX
Diesel: 0
Gasoline: 3.217,85
Hybrid: 4.072,01

Diesel: 0
Gasoline: 3.130,45
Hybrid: 3.961,42

kg CO2 kg CO2



Energy consumption offi ces

Creating a sustainable environment at all of our offi  ces is 
a priority. Apart from the CO2 emissions from our fl eet 
(scope 1 emissions), our offi  ces also generate greenhouse 
gas emissions (scope 2 emissions). Parklane Insight is 
committed to enhancing energy effi  ciency and lowering 
GHG emissions through various measures, for example 
the use of motion sensors for offi  ce lighting. As part of 
our commitment to sustainability, our company will ex-
plore transitioning all offi  ce locations to use 100% renew-
able energy suppliers.

E N V I R O N M E N T A L  C A R E

Energy Consumption (market based) (Scope 2 emissions)
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Zaventem
18.500 KwH
100% renewable energy
11717,9 kg CO2

Amsterdam - based on fi gures of 2023
24.484 kWh 
7687,97 kg CO2

Antwerp - based on fi gures of 2023
42.690 KwH
36,7% fossil fuel, 63,3% nuclear 
8188,07 kg CO2

Rotterdam - based on fi gures of 2023
32.807 kWh
17190,86 kg CO2

Ghent - based on fi gures of 2023
75.520 kWh
100% renewable energy
802,447 kg CO2

Luxembourg - based on fi gures of 2023
1131 kWh
321,33 kg CO2

LLN
24.800 Kwh
100% renewable energy
336,29 kg CO2

All German offi  ces - based on fi gures of 2022
131.330 kWh
48854,76 kg CO2

Roeselare
8.600 KWh
100% renewable energy
196,58 kg CO2

Hasselt - based on fi gures of 2023
7489,222 kWh
100% renewable energy
172,03 kg CO2



IT materials

As a consulting company, we recognize the environmen-
tal impact of our IT equipment, including laptops, mobile 
phones, and printers. While our business model inher-
ently has a lower carbon footprint compared to indus-
tries with high energy consumption, we are committed to 
minimizing emissions associated with our IT. At Parklane 
Insight, we have a Code of Conduct for IT usage to pro-
mote energy conservation and responsible device man-
agement. As part of this initiative, all colleagues are for 
example encouraged to power down their laptops after 
working hours. This simple yet eff ective practice helps 
minimize electricity consumption and contributes to our 
overall eff orts to reduce our carbon footprint.

Moving forward, we aim to enhance our tracking of IT-re-
lated emissions and integrate further sustainable practic-
es into our technology strategy. Our goal is to reduce our 
environmental impact while maintaining operational effi  -
ciency and digital connectivity.

GHG removals 

As part of our ongoing eff orts to reduce our environmental 
footprint and support biodiversity, we hosted the TriForest 
event in Liederkerke together with Natuurpunt, where we 
successfully planted 1,200 trees and bushes. This initiative 
refl ects our commitment to greenhouse gas (GHG) remov-
al and nature-based solutions as key pillars of our environ-
mental strategy.

The TriForest event not only enhanced the local ecosys-
tem by increasing green coverage and improving biodi-
versity, but it also contributed to our broader climate ac-
tion goals. The trees and bushes planted are expected to 
off set approximately 28 tons of CO2, supporting our drive 
toward carbon neutrality and helping to mitigate the im-
pact of our operations on the environment.

One tonne of CO2 can be off set by 31 to 46 trees. Europe has 
300 to 500 trees per hectare. This means for our TriForest 
event 1200 trees x 24 kg CO2/tree = 28,800 kg CO2 off set or 
28,8 tonnes CO2/hectare.

This initiative demonstrates the power of collective ac-
tion and our dedication to restoring natural ecosystems 
while aligning with our long-term sustainability targets. 
By combining carbon removal with habitat restoration, 
we are taking meaningful steps toward a more resilient 
and sustainable future.

500 laptops 
represents
*155000 kg CO2

**35000 kg CO2

350 Iphones 
represents
*23100 kg CO2

**3500 kg CO2

17 printers 
represents
*34850 kg CO2

**3665.2 kg CO2

*emissions from purchase (Embodied 
Emissions – Category 1: Purchased 
Goods and Services)
**emissions from Use (Category 
13:Downstream leased assets)

E N V I R O N M E N T A L  C A R E
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Waste

In 2024, our Dripl Refi ll Point in our Antwerp offi  ce helped 
reduce single-use packaging by allowing employees and 
visitors to refi ll drinks using reusable bottles or cups. This 
initiative saved 10,365 packages, cutting approximately 
126 kg of CO2 emissions.

Dripl off ers a variety of healthy, low-sugar beverages 
through user-friendly refi ll stations, promoting waste re-
duction and a culture of sustainability. This refl ects our 
commitment to minimizing waste and reducing our carbon 
footprint as part of our broader ESG strategy.

Circular economy

Nature compensation gives substance to the concept of 
a "sustainable environment”. This process enables us to 
compensate for emissions from our company’s activities. 
Additionally, establishing sustainable waste management 
is key. We aim to minimize the linear production-to-waste 
principle and prioritize sustainable circular waste man-
agement. As a service company, Parklane Insight abstains 
from trading in material assets and does not purchase or 
utilize upstream raw materials.

E N V I R O N M E N T A L  C A R E
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We aim to achieve economic growth and continuous in-
novation. Reinventing the way we work is an ongoing pro-
cess. Our company is organized in such a way that each 
department can rely on a high level of self-management 
in an overall horizontal corporate structure. Transparen-
cy and clear open communication are essential for inclu-
sive engagement and building long-term relationships 
with both employees and external stakeholders.

Corporate culture

At Parklane Insight, our corporate culture is built on 
shared values, collaboration, and a strong commitment 
to personal and professional growth. We view teamwork 
as the foundation of eff ective governance, ensuring de-
cision-making that is inclusive, transparent, and aligned 
with our mission and vision.

Our values contribute to the uniqueness that character-
ises our identity and way of working. These values should 
act as an inspiring base for open dialogues and refl ection 
on our behaviour. It will also provide more insight on ‘why 
we do things the way we do’. A focus on people before 
profi t. Not because we defy the basic laws of economy, but 
because we are convinced that profi t is a consequence of 
furthering people in our network. If our people grow, our 
company will grow with them. 

At Parklane Insight values are the glue that binds our organi-
zation together. While we embrace eleven values, trust is the 
cornerstone upon which all others rest. It allows employees 
to step out of their comfort zones, share openly without fear 
of judgment, and fully embrace personal growth.

We distinguish between three categories of values: core 
values, diff erentiating values, and behavioral values

CORE VALUES

People pull out the best in each other when there is a strong 
foundation of trust. It is at the core of everything we do.

» Openness helps to explore new possibilities and turn 
challenges into opportunities. 

» Responsibility drives our pragmatic approach which turns 
advice into actionable and impactful solutions. 

» Integrity ensures alignment with our principles, even in 
challenging situations.

DIFFERENTIATING VALUES

» Personal leadership encourages individuals to apply their 
values and life principles in their role as a leader. 

» Pragmatism to deliver real-world, actionable solutions.

» Reciprocity emphasizes the importance of giving without 
expecting anything in return, while intrinsic motivation is a 
natural drive to learn, grow and further the potential. 

Governance 

G O V E R N A N C E
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BEHAVIOURAL VALUES

» Teamwork: achieving more together than individually.

» Idiosyncrasy: valuing unique perspectives and diversity.

» Leadership by example: inspiring others through actions 
and walking the talk.

These values form the foundation of our sustainable 
workplace, where people are always at the core. By trans-
lating these principles into an operating model, we bring 
this vision to life. 

Our operating model is centered around people, process-
es, and systems, with processes designed to align with the 
roles of our employees. We evolve and grow in response 
to the organization’s strategic needs, allowing employees 
to connect their ambitions to clearly defi ned roles. This 
approach strikes a balance between measurable perfor-
mance metrics and personalized development goals, em-
bodying our people-fi rst philosophy. Achieving this balance 
requires strong, thoughtful leadership to guide and evalu-
ate progress eff ectively.

Our operating model is built on fl exibility and accountability,
encouraging autonomy and self-fulfi llment of our people. 
Employees, referred to as "MeInc'ers," are empowered to 
take ownership of their roles while recognizing their impact 
within a larger network. Team results take precedence over 
individual achievements, fostering a culture of co-creation 
and knowledge sharing. 

We believe in nurturing an environment where growth 
thrives through giving our employees space but with 
clear responsibilities, creating a dynamic yet structured 
atmosphere for innovation and success. By embracing 
transparency of our mission, vision, strategy and overall 
living our organizational philosophy, we aim to inspire ful-
fi llment and engagement among our people, driving the 
collective growth of the company. Parklane Insight grows 
as a company through the growth of our people.

G O V E R N A N C E
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Anti corruption, anti bribery & fraud

The company uses group wide policies that cover corrup-
tion, bribery and fraud. These policies are accessible via the 
intranet of the company. In these policies the employees 
can fi nd among others a defi nition of these kinds of acts 
as well as the process of how the company will manage any 
suspicion or fi nding of a possible violation of these acts. 
Next to these two policies, the Whistleblower policy con-
tains the process of how people can report any possible 
misconduct within the company. During 2024, we have not 
recorded any violations related to corruption or bribery, 
though one incident of fraud has been reported.

AMOUNT OF INCIDENTS

» 0 Corruption incidents 

» 0 Bribery incidents

» 1 Fraud incident related to breach of transportation 
declaration 

» No fi nes for violation of anti-corruption, anti-bribery 
or fraud laws

At Parklane Insight, we recognize the importance of identi-
fying and mitigating risks related to corruption and bribery 
within our organization. As part of our anti-corruption and 
anti-bribery Policy, we have assessed and identifi ed the fol-
lowing functions-at-risk—roles that, due to their tasks and 
responsibilities, may have a higher exposure to corruption 
or bribery risks:

• XSU Systems – IT supplier contractors and directors, 
who manage procurement and vendor relationships.

• XSU Finance – Fleet managers, responsible for fi nancial 
transactions and asset management.

• XSU Legal – Overseeing compliance and regulatory 
matters, with access to sensitive legal information.

• XSU Communication – Managing corporate 
communications, sponsorships, communication 
licences, and public relations, which may involve 
interactions with external stakeholders.

• Members of the Leadership Team – Responsible for 
strategic decision-making and high-level external 
engagements.

• BCB Leaders – Business Control & Business Leaders 
involved in operational decision-making and client 
engagements.

Functions as described above are specialists and have 
access to making commitments of large sums. They can 
make commitments from their role and can abuse their 
unique position for this reason.

Within Parklane Insight, a procurement policy is in place 
that establishes clear rules regarding which functions and 
roles are authorized to enter into contracts up to specifi c 
amounts and the approval process that must be followed 
by a Leadership Team member.

G O V E R N A N C E
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Data & information security

The company continues its ambition and therefore its in-
vestments in the area of cyber security to grow in this do-
main through continuous improvements. The area of cyber 
security and data protection have been formalized in two 
dedicated roles, namely a CISO within the IT team and a 
DPO within the Legal team. Next, an ISMS (IT Security Man-
agement System) framework was implemented in 2024. 

Next to that, TriFinance invested in a digital IT security 
training environment to increase awareness about this 
topic (on an ongoing base) and allows to organize and 
simulate phishing campaigns. Finally, the TriFinance data 
network migrated towards a more robust and secure in-
frastructure by implementing an SD-WAN solution.

Relationship with suppliers and 
payment practises 

Since Parklane Insight is a service company and doesn't 
acquire raw materials or products, we haven't evaluated 
suppliers and partners in our supply chain for compliance 
with ESG criteria. 

MATERIAL PROCUREMENT

The material procurement of goods consists mainly of the 
purchase of capital goods and the procurement of low-val-
ue assets. IT products are the main items to be mentioned 
in this context. The main additions are energy for the opera-
tion of offi  ce space, catering and hospitality services and the 
purchase of fossil fuels and electricity for the operation of 
the car fl eet. These fuels are purchased at standard petrol 
stations and charging points. Company vehicles and some 
of the offi  ce equipment are leased assets. The electrifi ca-
tion of the vehicle fl eet is increasing the proportion of elec-
tricity, while the purchase of fossil fuels is gradually being 
reduced as a result.

THE INTANGIBLE ASSETS CONSIST MAINLY OF THE 
PURCHASE OF:

• External services from independent consultants
• Rental of offi  ce space
• Software and licenses
• Business trips (transport and hotels)
• Event services

PROCUREMENT OF EXTERNAL SERVICES

Value is created primarily through the provision of servic-
es for client companies by our own employees. In some 
situations, independent consultants, known as interim 
managers, are also subcontracted to provide services. 
This is motivated by:

• Availability of own employees
• Specifi c project requirements

Interim managers are commissioned on a project-specifi c 
basis and undergo a careful selection process. This se-
lection process consists of two stages. In the fi rst stage, 
qualifi cation profi les, including education, professional 
experience, industry experience, references and person-
al suitability, are reviewed and assessed internally. In the 
second stage, stakeholders from client companies check 
whether a qualifi cation profi le fulfi lls the project-specifi c 
requirements and expectations.

G O V E R N A N C E

Total of 3 data 
security breaches
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The Leadership Team & Board

THE ROLE OF THE ADMINISTRATIVE, MANAGEMENT, 
AND SUPERVISORY BODIES

At ParkLane Insight, strong governance and purposeful 
leadership are key drivers of our strategy and sustainabil-
ity performance. 

THE BOARD

The Board is the highest body within the ParkLane In-
sight-group. The members of the Board are appointed by 
the shareholders of ParkLane Insight B.V. The Board con-
sists of executive and non-executive members. The execu-
tive board members form the Leadership Team (LT). 

The Board endorses this report and fully supports the 
outlined measures. It oversees the company’s strategic 
direction and implementation while ensuring accounta-
bility, compliance, and long-term value creation. Should 
sustainability challenges arise, the Board is committed to 
identifying eff ective, responsible solutions.

THE LEADERSHIP TEAM

The LT is responsible for the day-to-day management of 
the ParkLane Insight Group, but the LT is not directly in-
volved in the day-to-day operational activities within indi-
vidual countries. The LT is responsible for determining and 
implementing its strategy. The LT of the Group is primarily 
responsible for designing and embedding the overall busi-
ness model and overseeing the performance and direction 
of the organization.

Day-to-day operations and alignment with our ESG commit-
ments are managed by the Leadership Team (LT). This team 
leads with a decentralized, human-centered approach, de-
signed to promote collaboration, ownership, and adaptabil-
ity across the organization.

THE COUNTRY MANAGEMENT 

Dedicated Country Management Teams have been estab-
lished in the last quarter to manage the operational exe-
cution in each market. These teams function as our go-to-
market organizations, focusing on local implementation, 
market responsiveness, and country-specifi c performance.

D I V E R S I T Y  W I T H I N  T H E  L E A D E R S H I P  T E A M

4 male Leadership member (80%)
1 female Leadership member (20%)

G O V E R N A N C E
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A FLAT, FUTURE-PROOF ORGANIZATIONAL MODEL

At Parklane Insight, our mission to grow people shapes how 
we work and lead. We challenge traditional hierarchies by 
operating as a fl at, fl exible network organization. Our model 
is built on trust, peer collaboration, and bottom-up innova-
tion — empowering employees to thrive in cross-functional 
roles rather than fi xed functions.

Our internal teams, including BaseCamp and XSUs, work 
across domains and take on multiple roles, aligning person-
al ambition with organizational needs. We believe this ap-
proach unlocks what we call the Economies of Motivation, 
enhancing engagement and agility in a changing world.

LEADERSHIP THAT ENABLES

Leadership at ParkLane Insight is not about command and 
control, but about enabling people to succeed. Our decen-
tralized structure consists of entrepreneurial business units, 

called Blue Chip Boutiques (BCBs), supported by BaseCamp 
teams that connect employee goals with client expectations. 
This setup keeps leaders close to their teams — acting as 
sparring partners, mentors, and communicators of strategy.

We foster leadership alignment and co-creation through:
Quarterly Leader Calls that keep leaders updated and 
aligned on company priorities

An annual international seminar, where all leaders come 
together to shape strategy and exchange best practices

DIRECT ENGAGEMENT WITH LEADERSHIP

We maintain a high-touch leadership culture, where ac-
cessibility is key. Regular Meet-and-Greet sessions con-
nect employees with international leadership, creating 
space for open conversations, real-time feedback, and 
shared understanding of company goals.

This direct line of communication reinforces trust, encour-
ages collaboration, and makes employees feel involved in 
the company’s direction.

MEASURING LEADERSHIP IMPACT

We evaluate leadership eff ectiveness through:

» TESI surveys on leadership accessibility and communi-
cation

» Engagement metrics (eNPS, retention, project success)

» 360° feedback for actionable insights and growth

This approach ensures our leadership model delivers impact 
— by creating value for people, clients, and society.

G O V E R N A N C E



Parklane Insight is a world of its own. We choose our own 
path, challenge the status quo, do things a bit diff erently. 
We even say things a bit diff erently. The Parklane Insight 
lexicon is an important guide in getting to know the com-
pany and our people-centered philosophy

BaseCamp
The internal team is the linking pin between the ambitions of our professionals and the 
needs of our clients. They have the necessary expertise and experience in Finance, HD 
and / or Technology. Our BaseCamp professionals have outstanding personal qualities, 
steering at ‘furthering people’ to create value for our customers. The term BaseCamp 
comes from professional mountain climbing. It’s their task to help the climbers climb. 

Business Units | Blue Chip Boutiques (BCB)
All Business Units are small entrepreneurial cells, each with its own focus and its unique 
expertise. Blue chip comes from the casino: it’s the most valuable chip existing. We are 
not a big department store but a shopping street with high class shops. The current 
Business Units are: 

• Transition & Support Business Unit: A Business Unit that aims at local and speedy 
business around temporary (mainly fi nancial) profi les, to provide do-how through 
secondment. 

• Industry Business Unit: A Business Unit that focuses on a specifi c industry, i.e. 
public sector or banking/insurance, to provide do-how through secondment and 
consulting activities. 

• Expert Business Unit: A Business Unit that focuses on a specifi c expertise or pro-
fessional specialization, across industry, to provide do-how through consulting 
activities. 

Career Accelerator
A function of our CareerHub. A network organization allows people to frequently borrow 
other people's brain (through knowledge sharing, training, coaching and mentoring), 
move horizontally, perform diff erent missions, and further themselves and their career 
quicker than traditional organizations. The knowledge sharing network environment 
helps to grow and speeds up your career. 

CareerHub™ 
Our CareerHub™ is like an airport: professionals coming and going, seeking new des-
tinations through fulfi lling challenging fi nance projects. It’s a working environment in 
which one can grow faster than in traditional businesses by creating an open atmo-
sphere where questions can be asked and answered. In this environment people take 
their careers into their own hands towards their career destination.

Coaching
Off ering instruments of change in a co-creation set-up, in order to reach goals on a per-
sonal and/or professional level, through exploring, selecting and defi ning (next) steps 
in a career and support the realization by follow up, endorsement, encouragement, 
keeping focus and challenge.

Destination Finder
A function of our CareerHub. Our working environment allows for a professional to ex-
plore his talents and take his career into his own hands. With the support of other 
professionals, in order to eventually fi nd the job that really suits him best without any 
retention dynamics.

Economies of Motivation®
We place Economies of Motivation® above Economies of scale. Our professionals are 
free to take their growth opportunities in their own hands and work in an environment 
where they can discover and develop their skills, get space to think and act, acceler-
ate their career, share knowledge and move around in our organization. This kind of 
working environment is enjoyable, inspiring and motivating. We listen, invest and trust 
our professionals. Go out there, discover new territories and grow! Make mistakes and 
learn! Just know when to ask for help. 

Expert Support Units (XSU)
Our Expert Support Units are internal experts and have as main target to operationalize 
our philosophy: Furthering People for Better Performance in Do-How. All Support Units 
work on ParkLane Insight level and support all Business Units. Currently we have the 
following support units: Care, Communication, Systems, Finance, Business Economics, 
Legal, Facility.

From insight to realization
Bridging the gap between know-how (consulting) and the actual implementation 
through do-how. 

Furthering people for better performance in Do-How
Helping people to grow on all levels (professional orientation, personality, maturity, 
skills, attitude, knowledge) leads to motivation, better performance, increased market 
value and satisfi ed customers. Furthering people is the why, the reason our company 
exists, and constitutes a win-win-win situation for the organization, the consultants and 
the customers. We believe that if our professionals grow, we grow with them. 

HomeBase
Members from both Hub and BaseCamp from a specifi c Business Unit. This smaller 
group of peers will create a feeling of belonging, a feeling of home. 

Hub Philosophy
Parklane Insight consists of a CareerHub™ with Project Consultants. It’s like an airport: 
professionals, come and go, seeking new destinations through fulfi lling challenging fi -
nance and consulting projects. It’s a working environment in which one can grow faster 
than in traditional businesses by creating an open atmosphere. Our Hub Philosophy 
off ers growth to our correspondents and doing so we act as a career accelerator and a 
destination fi nder, without a retention policy. 

Knowledge sharing network organization 
The knowledge sharing network organization is our cooperation model. It is built on 
reciprocity: if you put things in the network, you will receive things from the network, 
but you don't know when, from whom and which things. A knowledge sharing network 
organization is an organization with the mental (space, openness, trust) and the mate-
rial (communication, training and other tools) conditions for knowledge sharing, which 
makes the network more intelligent. Knowledge sharing network organizations are 
better equipped for the present and the future. They are agile and thrive in times of 
change, stimulate motivation and teamwork and thus lead to collective creativity and 
better performance. 

Leadership
Taking people to places they did not know they wanted to go, by setting the example, 
challenging and stimulating teamwork, giving room and direction, making people ac-
countable, building in feedback opportunities and being open for dialogue and personal 
learning opportunities. Leadership inspires and does not restrict.

Living Me inc.®
A tool for knowledge sharing and personal development within the company. It both 
increases the intelligence of the network and insight into one's own ambition and de-
velopment. The application is integrated in the processes of Intake, On-board and Exit, 
as a vital tool for Me inc.'ers. This tool is a way to refl ect on and steer your professional 
growth by realizing and sharing your achievements, exploring yourself and composing 
your plan. This plan will give you the opportunity to seek coaching and has to be aligned 
with the company. 

L E X I C O N

Parklane Insight (PLI) 
Lexicon
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L E X I C O N

Me inc.®
A specifi c kind of professional that is not an asset or resource, but an entrepreneur of 
his own talent, skills and career. He sees himself as a 'brand' of which the value should 
continuously increase through value creation. He wants to learn and can seek guidance/
coaching. The professional has the space to make his own choices independently in 
order to further develop those skills and seek application, inside or outside the organi-
zation, whilst sharing his learning along the way. 

Mentoring
‘Furthering people for better performance’ by learning and guidance on the job. The 
mentoring is project related in order to increase competences. Mentoring can focus on 
hard and soft skills. Therefore several type of mentors are possible: technical, external, 
Business Consultant, Business Manager, other consultants … By increasing competenc-
es, mentoring will lead to better performance. 

One thing more
The extra mile delivered to the customer by highly dedicated individuals, as a conse-
quence of the Economies of Motivation®.

ParkTime
Time to think and refl ect on extra-economical dimensions outside the Fastlane: context, 
quality, coaching, pleasure, ethics, politics, aesthetics, culture, art, social responsibility …

FastLane
The economical dimension of the company: commercial and operational work for cli-
ents, i.e. high quality sales and project delivery. 

Peer Group Program (PGP)
Peer Group programs are created to stimulate knowledge sharing on diff erent topics. 
The SPOC programs of Care, Communication and Business Development are examples 
of these Peer Group Programs. 

Performance and Development Evaluation (PDE)
The Performance & Development Evaluation (PDE) is a one on one moment with your 
Leader and/or Care Manager, where we invite our Hub / BaseCamp to take a moment 
to refl ect on their journey during the past year and share their feedback, opinions, and 
ideas. Together, we will highlight the successes we are both proud of and look for devel-
opment opportunities in line with your BSK and LMI. 

Service Philosophy
Our business proposition, the way we go to the market. A new combination of sec-
ondment/staffi  ng (capacity) and consultancy (know-how), realized by experienced in-
dividuals who combine deep industry experience with conceptual and methodological 
knowledge.
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A P P E N D I X  A 1 :  C S R D  A L I G N M E N T  Q U A N T I T A T I V E  K P I S

ESRS (European Sustainability 
Reporting Standard Disclosure requirement Paragraph / Data 

point Data ID Reference Page

E1 Climate Change E1-5 Energy consumption and mix 37 E1-5_01 Energy consumption offi  ces Pg 48

E1-6 Gross scopes 1,2,3 and Total GHG emissions 48a, 49 a, 52 a, 51
E1-6_07
E1-6_09
E1-6_11

Environmental Care: Scope 1,2 and 3 emissions
• Mobility
• Energy consumption offi  ces
• IT materials 

Pg 46-48

E1-7 GHG removals and GHG mitigation projects fi nances through carbon credits
58a
58a
AR 58f

E1-7_04
E1-7_05
E1-7_06

GHG removals (TriForest) Pg 49

S1 Own Workforce S1-6 Characteristics of the undertaking’s employees 50 (a)
S1-6_02 
S1-6_03

Financials and key fi gures: 
• Number of employees (headcount)
• Average number of employees (headcount or full-time equivalent)

Pg 5

50 b
S1-6_07
S1-6_08

Career development
Type of contract

Pg 24

50 (c)
S1-6_11
S1-6_12

Financials and key fi gures:
• Number of employees who have left undertaking 
• Percentage of employee turnover

Pg 5

S1-7 Characteristics of non-employees in the undertaking’s own workforce 55a S1-7_02
Financials and key fi gures
• Number of non-employees in own workforce - self-employed people

Pg 5

S1-8 Collective bargaining coverage and social dialogue 60 (a) S1-8_01 Social dialogue and collective bargaining Pg 43

S1-9 Diversity metrics 66 (a)
S1-9_01
S1-9_02

Equal treatment and opportunities for all: Top Management Pg 40

66 (b)
S1-9_03
S1-9_04
S1-9_05

Equal treatment and opportunities for all: Age Diversity Pg 39

S1-10 Adequate wages 69, 70
S1-10_01
S1-10_03

Remuneration and adequate wages Pg 35-37

S1-11 Social protection 75, 76 S1-11_06 Working conditions: Social protection Pg 30

S1-12 Persons with disabilities 79 S1-12_01 Equal treatment and opportunities for all: people with disabilities Pg 41

S1-13 Training and skills development metrics
83 (a) S1-13_02 Furthering tools & Training

• PDE
• Training

Pg 25-28
83 (b)

S1-13_04
S1-13_04

S1-14 Health & safety metrics

88 (a) S1-14_01 Health & Safety Pg 33

88 b S1-14_02
S1-14_03

Working conditions: Social protection Pg 30
88 (e)

S1-15 Work-life balance metrics 93 (a) S1-15_01 Working conditions: Social protection Pg 30

S1-16 Remuneration metrics (pay gap and total compensation)
97 (a)
97 (b)

S1-16_01
S1-16_02

Remuneration and adequate wages
• Gender pay gap
• Annual total remuneration ratio

Pg 36

S1-17 Incidents, complaints and severe human rights impacts

103 a 
103 b
103 b
103 c
104 a
104 a
104 b

S1-17_02
S1-17_03
S1-17_04
S1-17_05
S1-17_08
S1-17_09
S1-17_11

Human rights Pg 43

S2 Workers in the Value chain General information related to workers in the value chain (not in scope based on DMA) Workers in the value chain, Interim Managers Pg 44

G1 Business Conduct G1-4 Incidents of corruption or bribery 24a G1-4_01 Number of convictions for violation of anti-corruption and anti-bribery laws Pg 53-54

24a G1-4_02 Amount of fi nes for violation of anti-corruption and anti- bribery laws Pg 53-54
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A P P E N D I X  A 2 :  C S R D  A L I G N M E N T  Q U A L I T A T I V E  K P I S

ESRS (European Sustainability 
Reporting Standard Disclosure requirement Paragraph / Data 

point Data ID Reference Page

E1 Climate Change E1-6 Gross scopes 1,2,3 and Total GHG emissions AR 46i E1-6_27

Environmental Care
List of Scope 3 GHG emissions categories
• Mobility
• IT materials 

Pg 45-49

S1 Own Workforce S1-8 Collective bargaining coverage and social dialogue 63 b S1-8_07 Social dialogue and collective bargaining Pg 42-43

S1-9 Diversity metrics AR 71 S1-9_06 Equal treatment and opportunities for all: Top management Pg 40

S1-10 Adequate wages 69 S1-10_01 Remuneration and adequate wages Pg 35-37

S1-12 Persons with disabilities AR 76 S1-12_03 Equal treatment and opportunities for all: disabilities Pg 41

S1-15 Work-life balance metrics 94 S1-15_04 Working conditions: Social protection Pg 30

S2 Workers in the Value chain General information related to workers in the value chain (not in scope based on DMA) Workers in the value chain, Interim Managers Pg 44

S4 Consumers and end-users S4-2 Processes for engaging with consumers and end-users about impacts
20
20 a
20 b

S4-2_01
S4-2_02
S4-2_03

Client engagement & Satisfaction Process Pg 44

S4-3 Processes to remediate negative impacts and channels for consumers and end-users 
to raise concerns

25 a
25 b
25 c
25 d
26
26

S4-3_01
S4-3_02
S4-3_03
S4-3_04
S4-3_05
S4-3_06

S4-4 Taking action on material impacts on consumers and end- users,, and approaches 
to mitigating material risks and pursuing material opportunities related to consumers and 
end-users and eff ectiveness of those actions

32 a
32 b
32 c
33 a
33 b
34

S4-4_05
S4-4_06
S4-4_07
S4-4_08
S4-4_09
S4-4_10

G1 Business Conduct ESRS 2 GOV-1 The role of the administrative, management and supervisory bodies 5a, 5b
G1.GOV-1_01
G1.GOV-1_02

The Leadership Team & Board
Role of the administrative, management and supervisory bodies

Pg 55-56

G1-1 Business conduct policies and corporate culture 7 G1.MDR-P_01-06 Anti corruption, Anti bribery & Fraud Pg 53

9 G1-1_01 Corporate Culture Pg 51-52

10c
10e

G1-1_05
G1-1_08

Anti corruption, Anti bribery & Fraud
• Whistleblower policy

Pg 53

10h G1-1_11
Anti corruption, Anti bribery & Fraud
• Functions that are most at risk in respect of corruption and bribery

Pg 53

G1-2 Management of relationships with suppliers 15a G1-2_02 Relationship with suppliers and payment practises Pg 54

G1-3 Prevention and detection of corruption and bribery 18a, 18b, 18c, 20

G1-3_01
G1-3_02
G1-3_03
G1-3_05

Anti corruption, Anti bribery & Fraud Pg 53

G1-4 Incidents of corruption or bribery 25 (a) G1-4_04 Anti corruption, Anti bribery & Fraud Pg 53

G1-6 Payment practices Relationship with suppliers and payment practises Pg 54
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A P P E N D I X  B :  P O L I C I E S  P A R K L A N E  I N S I G H T  ( P L I )

ESRS ESRS sub-topic Country Title Description

ESRS 2 International ESG Policy Declaration CSR commitment to all stakeholders

ESRS S1 Equal treatment and opportunities for all NL Anti discrimination Guidelines for equal treatment

ESRS S1 Working conditions NL Labour/Personnel regulation Personnel regulations

ESRS S1 Working conditions BE Labour regulation MI&S Work regulations

ESRS S1 Working conditions BE Labour regulation TriFinance Belgium Work regulations

ESRS S1 Working conditions BE Telework Guidelines for working remote

ESRS S1 Other work-related rights International Human rights Policy
This human rights policy is a public statement adopted by the board of directors of Parklane Insight committing the company to respect 
international human rights standards and to do so by having processes in place to identify, prevent or mitigate human rights risks, and 
remediate any adverse impact it has caused or contributed to.

ESRS S1 Equal treatment and opportunities for all International Policy Diversity, Equity & Inclusion
DE&I framework implies a workplace where we embrace unique individual perspectives, backgrounds and each one's personal 
abilities.

ESRS S1 Equal treatment and opportunities for all BE Policy Diversity, Equity & Inclusion
DE&I framework implies a workplace where we embrace unique individual perspectives, backgrounds and each one's personal 
abilities.

ESRS S1 Privacy BE Protection Personal Data

ESRS S1 Privacy BE Data Security, pass word & data access

ESRS S4 Social inclusion of consumers and/or end-users BE Contract Policy Commercial Contract Policy BE

ESRS G1 Corporate culture BE Code of Conduct Code of conduct for Projects Consultants/Managers

ESRS G1 Corporate culture BE Workplace Code of conduct in regard to your workplace at the offi  ce

ESRS G1 Corporate culture International Governance and representation policy Governance and representation policy

ESRS G1 Corruption and bribery International Fraud Policy Process on fraud prevention

ESRS G1 Protection of whistle-blowers International Whistleblowing Policy Process on whistleblower management

ESRS G1 Corruption and bribery International Anti-Bribery & Corruption Policy (ABAC) Process on ABAC prevention

ESRS G1 Corporate culture International IT Security Policy Defi ning the Information Security Policy for the company by means of the Confi dentiality, Integrity & Availability (CIA) triad.

ESRS G1 Corporate culture International System Access Policy
This policy document describes what (minimum) standards and procedures are to be respected with regards to system access man-
agement.

ESRS G1 Corporate culture International Personnel Security Compliance Policy
This policy document describes what (minimum) standards and procedures are to be respected with regards to personnel security 
compliance.

ESRS G1 Corporate culture International Physical Security Policy
This policy document describes what (minimum) standards and procedures are to be respected with regards to the physical security 
of our offi  ces, (information) infrastructure, IT systems, archives and all other assets.

ESRS G1 Corporate culture International IT Service Management Policy
Describing all processes related to managing the service in the context of IT towards end users and other stakeholders are governed 
by this policy. The standards and responsibilities are set in this policy, with detailed work instructions and workfl ows to be defi ned on 
an operational level by the XSU Systems to Support

ESRS G1 Corporate culture International IT Business Continuity Policy Like every organization, the IT organization is also prone to a variety of disasters that vary in degree from minor to catastrophic.

ESRS G1 Corporate culture International Code of Ethics statement
This code of ethics gives our employees an idea of what types of behavior and decisions are acceptable and encouraged at our organi-
zation. It is a broader set of principles that aff ect our employees mindset and decision making.

ESRS G1 Corporate culture International Supplier Code of Conduct
Set of ethical, social, and environmental standards that suppliers must follow to ensure responsible business practices, covering areas 
like labor rights, sustainability, and compliance with laws.

ESRS E1 Climate change adaptation BE Bike Agreements on bicycle leasing and use

ESRS E1 Climate change adaptation BE Company Car Agreements on company car

ESRS E1 Climate change adaptation International Environmental Policy Set of guidelines and commitments established to reduce emissions, pollution, energy consumption and promote sustainable practices.
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A P P E N D I X  C :  P L A N T I N G  C E R T I F I C A T I O N  N A T U U R P U N T A P P E N D I X  D :  G R E A T  P L A C E  T O  W O R K 
C E R T I F I C A T I O N  ( T R I F I N A N C E  B E L G I U M )

SEP 2024-SEP 2025

BELGIUM

PLANTING 
CERTIFICATE

On 15th February 2025 
TriFinance - TriHD planted 1200 trees 
with Natuurpunt in the nature reserve 

“Vallei van de Palitsebeek” in Liedekerke (Belgium).
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