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Our people

In a highly competitive market, human talents are what can make the difference. We therefore 

work on several fronts to attract, engage and develop our employees. In 2017, the key initiatives 

of the Algar group applicable to Algar Telecom were: Coaching and Mentoring Program; 

Executive Development Program; training in distribution channels; participation in Leaders 

who Teach Program; promotion to more complex functions; and international benchmarking 

with high-performance companies in the technology sector.

Prospects – we construct a career path for all our employees, which may be linear 

(for management positions) or in Y-form, when there is promotion to non-management 

positions, for example as specialists in certain areas of expertise. We announce possibilities for 

promotion and we give preference to in-house recruiting. In 2017, 41.5% of available vacancies 

were filled internally, some of them by interns. We assess performance annually and instruct 

leaders to provide frequent feedback, not just at times when results are announced. 

ATTRACTION AND 
ENGAGEMENT 
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In 2017, the Algar group introduced a Performance Assessment Process (PAP), which covers:

360º Assessment – on collaborative skills, by the superior, peers and subordinates and  

self-assessment;

Performance assessment – analysis of the technical competence, capacity for execution  

and ambition of the employee assessed, and annual monitoring;

Calibration Committee – a group that assesses, analyses and balances the performance  

of people whose jobs are of the same level of complexity;

Feedback – analysis of the calibration report with the manager and suggestions for  

an action plan;

Execution of Individual Development Plans.

Development of leaders – we assess the performance of executives based on the Nine Box 

method, which looks at the potential and performance of talents, giving a broad view of their skills 

and of the points that need to be worked on. Development plans and targets are set individually. 

Compensation and benefits – we offer fair, merit-based compensation, including a fixed 

portion and a variable portion linked to attainment of targets and contribution to results, as well as 

a benefits package in line with what the market offers. The compensation policy is subject to collective 

bargaining agreements, which apply to 98% of our employees (only executives are not included in 

these agreements, since the rules for their compensation are subject to special regulations).
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Professional training – We count on UniAlgar, a benchmark 

in corporate universities (more details are given later in this 

chapter) that provides training courses, discussion forums, 

workshops and meetings, both in the classroom and online 

distance learning – which enables teams working outside the 

office to have access. In 2017 alone, more than 838 thousand 

hours of training were given, an average of 54 hours per 

employee. Additionally, we provided 502 distance learning 

courses, which were attended by 73 thousand people. More 

details in “Supplementary GRI indicators ”.

Communication and engagement – we provide 

channels of communication such as the Talent Integration 

Program (PINT), company intranet (Algarnet), a company social 

network on Facebook (Workplace), a weekly video program (TV 

Algar), news flashes on screens installed in group company premises 

(Toda Hora), internal murals (Fique por Dentro – “Keep in Touch”), 

meetings in person and remote meetings, a chat tool for employees 

and the Fale com o Presidente (“Talk to the CEO”) Program, 

which consists of a dialogue on strategy, objectives and results. 

These and other initiatives have a direct impact on the turnover ratio, an indicator of the flow of admissions, departures and 

transfers, which measures our capacity to attract and retain engaged employees. Turnover in 2017 – representing departures and 

admissions to fill vacancies – was 13.6%, virtually unchanged on 2016 and below the market average (19.9%, according to PwC 

data). More details on admission and turnover rates are given “Supplementary GRI indicators”.

In 2017, we provided 
over 838 thousand 
training hours
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UniAlgar

Our Human Talents area undertakes a periodical review of training needs, which is used as a 

basis for investments in initiatives such as classroom and distance learning, discussion forums, 

workshops, meetings and the production of informative content.

Training requirements are mainly filled by UniAlgar – the Algar group’s Corporate University, which 

underpins the companies’ competitiveness through education. We use innovative methods, 

control of educational content, interactive skills platforms, distance learning, case studies and 

other tools to support the prosperity of our business and of our customers. We provide balanced 

training, with 70% practical work, 20% mentoring and 10% content, prioritizing hands-on learning 

to achieve results. We also have partnerships with universities such as the Dom Cabral Foundation, 

the Getúlio Vargas Foundation and other institutions in the cities where we operate, enabling 

employees to attend courses related to their work with the financial support of the Company 

(education allowances), provided that they are in line with the Company’s benefits policy. 

In 2017, UniAlgar offered 157 classroom courses, attended by 5 thousand employees, for a total of 

41 thousand hours of training. Additionally, we provided 250 distance learning courses, which were 

attended by 32 thousand people. Highlights are the “Academies” of Excellence (for call center staff), 

IT (introduced in 2016 for information technology professionals), Sales and Technical (for employees 

who go to customers’ homes and offices, many of them outsourced staff) – see more details in 

“Supplementary GRI indicators”.

Another change during the year was that UniAlgar gave up its own premises, which released  

R$3.5 million of fixed costs for investing in further training. The building was deemed no longer 

necessary, in view of the type of training courses and the possibility of holding them elsewhere.


