
EMPLOYEE SUPPORT



Caring for our employees and supporting them in their professional 
development throughout their careers within the Group means ensu-
ring their motivation and professionalism in support of the growth of 
our activities.EMPLOYEE SUPPORT



ATTRACTING AND RETAINING

We strive to increase our ability to attract, develop and retain the best skills to 
meet the needs of our business and contribute to our growth.

To do so, we have adopted an initiative to renew the employer brand in order to 
encourage the best profiles, particularly among young people, to join the Group. 
We take part in a large number of trade fairs and forums in schools and univer-
sities to support the sustainable integration of young people into employment.

Convinced that work-study courses and internships are appropriate and effective 
means of preparation for working life and integration into the business world, 
the Sagemcom Group is resolutely committed to a policy of integrating young 
people into employment through these systems as well. The "responsible" policy 
for work-study courses and internships is therefore a two-way street: 

• On the one hand, based on training and integration into working life, it gives 
young people the opportunity to obtain a diploma and a first professional expe-
rience that will improve their employability; 
• And on the other, based on pre-recruitment, particularly for "core business" 
jobs, in line with the Group's needs.

In 2018, the French subsidiaries of Sagemcom welcomed almost 80 people on 
work-study programmes and interns. 10% of them were hired after their work-
study programme or internship.

In 2018, our R&D centre in Tunisia opened the “SST Campus”. This campus ini-
tiates and trains young graduates in science and technology in our professions 
(onboard IT development techniques and soft skills). The campus has two goals: 
to encourage the integration of young people into employment and to enable 
Sagemcom to acquire competent resources that are directly operational. Three 
school years have already been trained. 

We also take care to offer all employees 
who join our Group, regardless of their 
status, an integration pathway that is 
broken down into various structuring and 
personalised measures, based on existing 
good practices within the Group's com-
panies (welcome booklet, special intranet 
section, integration workshop, etc.). Eve-
ry subsidiary takes actions adapted to the 
local circumstances in favour of the long-
term integration of new recruits.

Every quarter, our production plant in 
Tunisia organises an integration dinner 
to celebrate the arrival of new employees 
and to share our values and strategic 
priorities. It is also an opportunity to look 
back at their integration as part of the 
continual improvement process.

On the R&D front, the Tunisian subsidiary 
invites new employees to take part in an 
induction day that is an opportunity to 
present the Sagemcom Group and SST, 
to explain our values in workshops, to 
discover our activities and to take part in 
bonding activities.

The Wel’com integration programme in 
France enables new recruits to become 
durably integrated into the Group. All 
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the contributors to the integration process (manager, work team, HR, etc.) are 
involved and made aware of the importance of offering the best possible integra-
tion. Also, an annual “Promo” event is organised in honour of the employees who 
arrived in the course of the preceding year. In 2018, an escape game was orga-
nised for new employees and the Management Committee, offering an informal 
opportunity to talk, challenge and show a team spirit.

DEVELOPING AND CULTIVATING SKILLS

Individual development and progress interviews held each year in all of the Group's 
subsidiaries is one of the fundamental cornerstones of our human resources poli-
cy. The manager, the employee and the company have a shared interest in this 
interview, because it helps to achieve four major objectives with the common goal 
of making individual and collective progress.

Conducting these interviews allows us to control the Group's individual and col-
lective skills through the implementation of concrete measures that support the 
professional development of our employees (training, individual action plan, pro-
fessional development, etc.). In France, all of our employees also benefit from a 
biannual career plan interview, focusing on their prospects for professional deve-
lopment in order to enable them to actively take part in our own development.

Sagemcom sees training as an investment for the future, improving economic 
performance and addressing social issues. In addition, the ability to identify the 
skills needed to anticipate development and meet market and customer requi-
rements is a key factor in competitiveness. Training is therefore a real lever for 
optimising the potential and performance of our employees. Every year, we devote 
a major effort to adapt, maintain and develop the skills of our employees. Every 
year, 3% of payroll is set aside for professional training in France and at STC. In 
2018, 75% of employees followed a training course.

We strive to ensure that our employees have access to fair and non-discrimina-
tory training. We also pay special attention to employees who have not received 
training for three years, to support the employability and development of all our 
employees throughout their careers. 

Local initiatives have been multiplied in recent years, to strengthen our measures 
in favour of vocational training through the development of new learning systems 
and methods. 

One example is the “Sagemcom Smart Academy”, an e-learning platform that 
provides flexible access to an offer of computer-based training courses. After 
being deployed in R&D and manufacturing in Tunisia, the platform was intro-
duced in France in 2017 and has gradually been made available to all the Group 
subsidiaries. This platform offers a number of advantages by broadening the trai-
ning offer, optimising training resources, building individual skills development 
programmes, offering easier access to training, etc. 

Sagemcom’s investment in skills development is also illustrated by other 
initiatives. 

In Brazil, a “Leadership School” sup-
ports the professional development 
of managers through various training 
programmes.

In France and at SST, the “Responsible 
Management” training course was 
designed and made to measure to sup-
port the adoption of more professional 
managerial practices in response to 
the challenges we face: attracting and 
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retaining young talents, maintaining commitment and motivation, sharing and 
promoting a global vision, giving meaning, managing different generations, etc. 
This long-term modular programme allows every manager to personalise their 
course of training by choosing the modules that best meet their needs.

ENCOURAGING AND DIVERSIFYING CAREERS IN 
THE GROUP

To retain our employees, we support them throughout their career within the 
Group, by offering them rich and rewarding careers, a policy has encouraged our 
employees' attachment to Sagemcom. 

The publication of a job mobility charter has made it possible to define the poli-
cy targeted by the Group in this area. Mobility promotes creativity and greater 
dynamism in our business, opens up business units and mixes professional expe-
riences and backgrounds conducive to the development of our organisation and 
the women and men within it. Now, all vacancies are open to internal candidates 
and are published on our vacancies site, which can be accessed by every employee.

This publication was completed by the setting up of a recruitment / mobility com-
mittee to facilitate and supervise the careers of our employees within the Group. 
France has set itself the target of filling one third of its vacancies through internal 
mobility. In 2018, this target was comfortably reached, with a rate of 44%. 

In addition, employees can indicate their wish to change jobs, be it cross-compa-
ny, vertically or geographically, during their individual assessment and progress 
interviews and/or, for employees working in France, their professional interviews.

Sagemcom also supports the diversity of professional careers by promoting its 
“Experts” career path, in parallel to the managerial path. It allows us to recognise 
the expertise and acquisition by certain employees of specific skills in a key area 
for the Group. Our Experts benefit from the recognition of their skills through the 
transmission of their knowledge and their role as company representatives and, 
in return, the Group capitalises and invests in areas of strategic expertise which 
contribute to its performance.

SHARING AND UNITING

Sagemcom's human resources policy is also reflected in awareness-raising, sha-
ring and cohesive measures designed to bring employees together. 

For example, a certain number of measures are implemented throughout the year 
to promote the understanding of the Group's strategy by all of our employees, 
support Sagemcom's values and foster the collective dynamic. These actions 
encourage everyone to engage in the implementation of our strategy and support 
the growth of the Group.

Corporate headquarters holds six-monthly meetings to present the results and 
strategic directions to all the employees. Elsewhere, numerous federating events 
are organised in the subsidiaries. 

Every year, SST invites its employees to take part in a family day. Employees and 
their families come together to share a pleasant moment with their colleagues, 
partners, parents and children.

2018 also saw the celebration of Sagemcom’s tenth anniversary. Numerous 
events were organised in France, bringing all our employees together in a festive 
atmosphere at the Group headquarters in Rueil-Malmaison and on our manu-
facturing site in Taden. The anniversary was also celebrated on our main site in 
Tunisia, and communications materials were distributed to every employee to 
mark the occasion.
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We also take charitable actions that 
reflect our commitment and our 
values, and we incite our employees 
to become involved too. Every year, 
many employees in France enter an 
inter-company run for charity in Rueil-
Malmaison for the disabled. Our R&D 
centre in Tunisia has been supporting 
“100 couffins pour 100 familles” and 
“100O cartables pour 1000 écoliers” 
for many years in order to help the poor.

SST also supports women living in 
rural regions of Tunisia, in an effort 
to improve their working conditions 
and their economic independence. In 
2017 and 2018, the women of Sejnane 
were invited to the R&D centre to exhi-
bit their pottery, which is part of the 
UNESCO immaterial heritage.

DIALOGUE BETWEEN MANAGEMENT AND 
LABOUR AS A VECTOR OF SUSTAINABLE SOCIAL 
SUPPORT

Through that social dialogue, the Group strives to find the best balance between 
the needs of the company and the interests of employees, in order to better sup-
port the development of its activities and the people who contribute to it.

Dialogue between management and labour was particularly eventful in 2017 and 
2018.

At the corporate level, 2018 saw the creation of new staff representative bodies 
that are now organised around a Social and Economic Committee (CSE). The 
configuration and modus operandi of this new body are set forth in a company 
agreement to organise dialogue between management and labour in a centralised 
manner that is better adapted to the structure of Sagemcom. Numerous agree-
ments and major action plans were approved and deployed. Examples include the 
generation contract, the right to disconnect, the fight against discrimination, the 
integration of the disabled, effective wages and working hours, plans to prevent 
psycho-social risks, etc. These agreements and action plans are published in the 
“Social dialogue” section of the intranet site, where employees can access them 
at all times. They are reviewed annual in order to consider possible adjustments 
and take stock of the progress made in a monitoring commission.

Our Taden manufacturing site introduced a single staff delegation that combines 
the various instances (staff representatives, health and safety committee, works 
council). In 2017, this single staff delegation worked with management on the 
deployment of an action plan to prevent psycho-social risks that was adapted to 
the local situation. The results of the plan are assessed every year by a monitoring 
commission. 
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