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People

The focus on People is 
precisely what places 

Gonvarri in the hearts of 
its professionals and at 

the same time drives the 
feeling of pride for its work, 

team and company.

Committed and connected, 
aiming to thrive and reach 

their objectives

Compensation 
and Benefits

Labour  
Relations

Performance

Gonvarri 
 Culture

Training and 
Development

HR Network
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In 2018, the Gonvarri team is made up of 5,195 internal and 907 
external employees distributed over 24 countries.

The report includes a total of 4,868 internal employees over 21 
countries, which is 95% of the total number of employees (Re-
sende (Brazil) and Pune (India) are not included in the scope of 
this report, and neither are the distribution centres with less than 
15 employees (Poland, Czech Rep., Belgium, Slovakia and Hun-
gary) (405-1).

From the reported data we can see an increase of 28% in sta-
ff included in the scope of this Report, which is primarily due to 
the incorporation of Gonvarri Material Handling (GMH), Flinsa and 
Suports.

Its distribution, including external and internal personnel is shown 
in the following graph:

The following were not included in the scope of the report: 59 internal employees in Resende (Brazil) 
and 313 employees (246 internal and 67 external) in Pune (India), nor the employees of GMH Poland, 

Czech Rep., Belgium, Slovakia and Hungary, which total 24 internal employees.

Our Team 102-8

Main figures

Gender
MEN

85%
WOMEN

15%

Contract
PREMANENT

85%
TEMPORARY

15%

Employment
FULL-TIME

95%
PART-TIME

5%

Age
30-50 YEARS

61%

Int.154
Ext.61

Mexico

Int.42
Ext.2

Finland

Int.81
Ext.14

Sweden

Int.28
Ext.0

Holland

Int.20
Ext.0

Norway

Int.409
Ext.0

Romania

Int.243
Ext.119

Colombia

Int.328
Ext.6

Brazil

Int.66
Ext.3

Argentina

Int.105
Ext.0

USA

Personal 
Externo**

U.K.
Int.252
Ext.10

Turkey

Int.211
Ext.65

Germany
Int.446
Ext.56

Denmark
Int.18
Ext.0

Int.90
Ext.18

Int.1.574
Ext.440 Int.144

Ext.4

Int.86
Ext.42

Int.162
Ext.0

Portugal

Spain
Slovaquia

Int.113
Ext.0

Poland

Rep. Chech

Russia

Int.305
Ext.0

China
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External Personnel

Country M W Total

Germany 54 2 56

Argentina 3 0 3

Brazil 3 3 6

Colombia 113 6 119

Spain 421 19 440

Slovakia 3 1 4

Finland 2 0 2

Mexico 55 6 61

Portugal 18 0 18

UK 10 0 10

Czech Rep. 30 12 42

Sweden 10 4 14

Turkey 65 0 65

Gonvarri 787 53 840

The enclosed table indicates the distribution of the workforce by age, profesional category and gender, composed of 4,868 employees:

Concerning the governing members, 33% are over 50 years old, and the remaining 67% are between 30 and 50 years old. Similarly, 
78% of the governing members have the local nationality and all are men (405-1).

External Personnel
In 2018, a total of 840 external employees were subcontracted 
(787 men and 53 women). In the attached chart their distribution 
by country is shown:

Own personnel

MEN WOMEN

Managers Middle managers Plant & office Managers Middle managers Plant & office

Country ≤30  
years

>30  
≤50 

years

>50  
years

≤30  
years

>30  
≤50 

years

>50  
years

≤30  
years

>30  
≤50 

years

>50  
years

≤30  
years

>30  
≤50 

years

>50  
years

≤30  
years

>30  
≤50 

years

>50  
years

≤30  
years

>30  
≤50 

years

>50  
years

Germany 0 3 5 0 29 18 57 179 88 0 0 0 0 4 2 20 31 10

Argentina 0 1 1 0 8 2 14 30 0 0 0 0 0 6 0 2 2 0

Brazil 0 1 3 1 27 0 91 132 15 0 0 0 3 6 1 19 26 3

China 0 13 2 5 22 0 91 122 1 0 2 0 0 8 0 14 25 0

Colombia 0 6 0 1 17 5 13 96 69 0 0 1 1 8 2 8 14 2

Denmark 0 0 1 0 0 2 0 6 3 0 0 0 0 0 1 0 3 2

Spain 0 17 16 6 143 75 90 753 319 0 4 0 0 27 2 17 89 16

USA 0 1 0 1 8 0 50 16 11 0 0 0 1 1 1 4 2 0

Slovakia 0 1 2 0 6 1 19 56 28 0 1 0 0 2 0 3 23 2

Finland 1 4 1 0 2 2 3 10 10 0 0 0 0 1 2 1 2 3

Netherlands 0 1 1 0 2 0 3 9 6 0 0 0 0 1 0 0 4 1

Mexico 0 1 1 4 40 0 22 62 4 0 0 0 1 6 0 5 8 0

Norway 0 1 0 0 0 3 0 9 4 0 0 0 0 0 1 0 1 1

Poland 0 1 0 0 8 0 56 19 0 0 0 0 0 3 0 11 15 0

Portugal 0 1 0 0 15 3 11 31 10 0 1 0 0 4 1 0 10 3

UK 0 6 3 0 8 5 26 101 56 0 0 0 0 2 0 3 29 13

Czech Rep. 0 1 0 0 5 2 24 15 6 0 0 0 1 4 0 13 11 4

Romania 0 0 0 0 16 3 80 147 88 0 0 0 0 6 1 15 45 8

Russia 0 4 0 0 21 2 19 66 19 0 0 0 1 7 1 6 15 1

Sweden 0 2 6 1 2 0 9 29 17 0 0 1 1 0 1 0 9 3

Turkey 0 1 1 0 18 2 41 118 15 0 0 0 1 4 0 7 3 0

Gonvarri 1 66 43 19 397 125 719 2,006 769 0 8 2 10 100 16 148 367 72
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At Gonvarri, we are aware that people are our main asset, as we 
have excellent professionals in all business areas and countries.

Having a strategy that allows us to rely on trained, qualified and 
motivated experts in a pleasant work environment is a key aspect 

to grow as a competitive, solid and sustainable company, as the 
development and future of the company depends largely on the 
work of its team. Therefore, attracting and retaining talent is a 
key factor for the Human Resources Management in all of the 
different phases.

Talent attraction and retention

Hiring 401-1

We look for employees that fit the re-
quirements for each position, avoiding 
any type of discrimination in relation to 
race, gender, age, nationality, religion, 
political ideas, sexual orientation, mari-
tal status, disability, social origin or any 
other condition of the person.

In 2018, 1,166 new employees were 
hired (958 men and 208 women) and 
1,014 employees left the company 
(876 men and 138 women).

A key indicator is the “average turnover 
rate” (considering the total employees 
leaving against the total workforce). 
The turnover rate in 2018 was 21% in 
2018 (21% men and 19% women)

HIRES LEAVES

Men Women Men Women

Country ≤30  
years

>30  
≤50 

years

>50  
years

≤30  
years

>30  
≤50 

years

>50  
years

≤30  
years

>30  
≤50 

years

>50  
years

≤30  
years

>30  
≤50 

years

>50  
years

Germany 25 42 8 10 6 1 11 18 8 3 4 1

Argentina 8 7 0 2 2 0 1 6 1 1 0 0

Brazil 41 40 2 9 5 0 23 35 1 2 5 0

China 35 55 0 11 11 0 16 28 0 4 8 0

Colombia 3 7 1 4 5 0 1 14 7 4 6 0

Denmark 0 0 0 0 0 0 0 0 1 0 1 0

Spain 48 80 3 10 14 0 31 60 28 4 3 2

USA 0 0 0 0 0 0 13 17 1 1 1 0

Slovakia 4 8 0 1 1 0 1 12 0 0 1 1

Finland 1 4 1 1 1 0 2 4 0 0 0 0

Netherlands 2 1 0 0 0 0 0 1 0 0 0 0

Mexico 66 75 5 11 13 0 70 81 8 7 13 0

Norway 0 1 0 0 0 0 0 1 1 0 0 0

Poland 22 16 0 1 6 0 13 14 0 2 1 0

Portugal 4 6 1 0 0 0 0 3 1 0 0 0

UK 9 17 6 0 9 0 10 16 10 1 2 5

Czech Rep. 42 19 3 11 13 7 29 16 1 9 9 3

Romania 46 52 27 13 2 3 45 48 28 11 2 2

Russia 16 26 3 4 5 3 9 20 2 2 1 3

Sweden 5 4 2 2 2 0 0 4 0 0 3 0

Turkey 19 37 3 6 3 0 33 55 17 5 5 0

Gonvarri 396 497 65 96 98 14 308 453 115 56 65 17

Hiring
The search for the best fit 

for the position.

1

1

Training and skills 
development

Training mechanisms adapted 
to the personnel. Continuous 

development plans.

2

Job stability
Job security to show trust in the team 

and in long-term relations.

3Performance 
review

Objective assessment of their 
development and promotion.

4

Internal Promotion
Career development and talent 

recognition. Mobility opportunities 
between countries.

5
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Our priority is to have training mechanisms 
and plans in place in order to get to know 
and train all personnel, adapted to the di-
fferent levels and profiles of the company:

A total of 227,193 training hours were gi-
ven in 2018, 32% more than the previous 
year, which are 47 hours on average per 
employee.

Plant Supervisors School

Aimed at strengthening and professiona-
lizing the role of the supervisor to achieve 
operational excellence, this program focu-
ses on change management, to transform 
a supervisor into a team leader. 

Two editions of the Supervisor School 
were held in 2018.

• From June 4 to 7 in Barcelona, 18 par-
ticipants attended the program where 
they gained in-depth knowledge regar-
ding Leadership, Quality, Environment, 
SPG, Health and Safety, Logistics and 
Maintenance. 

• From September 10 to 14, a UK edition 
was held with the participation of the 
factory employees of Steel & Alloy.

Leaders of Tomorrow Program

The second module of the Gonvarri Pro-
gram: “Leaders of tomorrow” was held in 
June, organized by Gonvarri and the Finan-
cial Times / IE Business School Corporate 
Learning Alliance. The program aimed to 
improve the performance and leadership 
of the Executive Committee, as well as to 
provide the tools and techniques to en-
courage the development of colleagues 
and collaborators, to deal with conflict and 
to give feedback

A total of 49 employees attended and sa-
tisfaction in this part of the program sco-
red 4.31 points out of 5.

Gonvarri Leadership Program (GLP)

The biannual Gonvarri Leadership Pro-
gram (GLP) concluded its second edition 
in November, with the attendance of 40 
professionals of 11 different nationalities.

Conducted internally by key company pro-
fessionals and by the IE Business School. 
4 sessions were held in 2018 (two in Ma-
drid, one in Barcelona and one in Lisbon).

The participants presented their final pro-
jects to the Evaluation Committees that 
were set up for this purpose.

GOAL 4.4
By 2030, substantially 
increase the number of youth 
and adults who have relevant 
skills, including technical 
and vocational skills, for 
employment, decent Jobs and 
entrepreneurship.

Gonvarri continues to grow 
and increase its presence 
in different countries. For 
this reason, having trained 
and qualified young people 
available, to whom we offer 
opportunities and stable and 
paid work, is fundamental for 
sustainable growth.

With regard to compliance, a total of 2,513 training hours were provided in 2018, all of them online (205-2 and 412-2). This is due to 
the implementation of a new Code of Ethics, which involved the creation of a new training course that covered all Gonvarri employees. 

Within the employee training programs conducted this year we would like to highlight the following (404-2): 

Training and skills development2 404-1

Men Women

Country Managers Middel 
Managers

Plant & 
office Managers Middel 

Managers
Plant & 
office

Germany 167 1,783 5,589 116 358 2,030

Argentina 0 0 0 0 0 0

Brazil 254 2,120 9,450 2 467 1,387

China 273 1,270 7,757 62 346 917

Colombia 572 703 17,595 2,532 64 3,040

Denmark 0 0 0 0 0 0

Spain 1,823 9,445 39,868 24 966 4,609

USA 161 1,292 12,432 0 161 2,099

Slovakia 140 385 1,458 120 168 987

Finland 96 56 372 0 0 60

Netherlands 16 6 137 0 2 56

Mexico 152 1,317 8,437 0 550 1,119

Norway 0 0 0 0 0 0

Poland 680 2,455 18,035 491 330 4,755

Portugal 0 632 491 25 113 142

UK 57 139 5,810 0 23 407

República Checa 1 286 690 20 215 271

Romania 8 1,136 20,343 0 252 2,002

Russia 189 516 956 0 95 286

Sweden 0 0 0 0 0 0

Turkey 312 350 15,282 0 678 1,355

Gonvarri 4,900 23,890 164,701 3,392 4,787 25,523
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Job stability

Performance review

Job stability is a way to show trust in the team and in long-term relations.

At Gonvarri we have a performance evaluation system by objecti-
ves which is centralized at corporate level on the “ETWeb” platform. 
The system provides our employees with information regarding 
their annual objectives, and they can monitor their progress and 

know their degree of compliance, through the performance and 
competence evaluations. Data on the directors and intermediate 
management of GMH Group and Senica is also included (404-3).

At the same time, some plants have their own evaluation systems implemented that include the plant personnel, and which generally 
covers 100% of the staff, with a methodology that is adjusted to their business activity and which measures criteria such as polyva-
lence at the workstation.

The case of Gonvvama China should be noted, where there are no permanent contracts until two temporary periods have been com-
pleted in the same company, and, as the plants began operating in 2017, it has a very low percentage of permanent contracts.

CONTRACT EMPLOYMENT

Permanent Temporary Full-time Part-time

Country M W M W M W M W

Germany 308 48 72 19 379 58 1 9

Argentina 56 10 0 0 56 9 0 1

Brazil 264 55 6 3 206 45 64 13

China 8 2 248 47 256 49 0 0

Colombia 199 34 8 2 207 36 0 0

Denmark 12 6 0 0 12 6 0 0

Spain 1,335 144 84 11 1,367 147 52 8

USA 87 9 0 0 87 9 0 0

Slovakia 90 25 23 6 113 30 0 1

Finland 33 8 0 1 33 9 0 0

Netherlands 19 6 3 0 19 3 3 3

Mexico 134 20 0 0 134 20 0 0

Norway 17 3 0 0 17 3 0 0

Poland 54 19 30 10 84 29 0 0

Portugal 53 16 18 3 71 19 0 0

UK 169 45 36 2 202 31 3 16

República Checa 53 33 0 0 53 33 0 0

Romania 264 65 70 10 293 75 41 0

Russia 130 29 1 2 131 31 0 0

Sweden 62 15 4 0 60 14 6 1

Turkey 196 15 0 0 196 15 0 0

Gonvarri 3,543 607 603 116 3,976 671 170 52

3

4

83389 306WomenPeople Men

34
Spain

Romania

12
2

Germany

9

3

Slovakia

7

4

Portugal

5

3

Argentina
13
2
UK

5

2
Mexico

8
3

Poland

33
7

Brazil

160

USA
1

13

Russia
1

3
10

Finland

1
4

Norway

7

19
3

11

Sweden

2
2

Chezh R.
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The “Internal Promotion” process enables our employees to ac-
quire new responsibilities and challenges to improve their perfor-
mance and motivation.

At Gonvarri, we contribute to our employees´ development and 
growth through job offers, internal promotion and mobility. Whe-
never a vacancy is not covered by any of these mechanisms, ex-
ternal hiring processes are initiated, for which we make use of 
media such as LinkedIn, InfoJobs or external headhunting agen-
cies, depending on the position in question.

We periodically publish job offers through the “Job Posting” tab on 
the corporate intranet or via other media such as the announce-
ment boards, which allow us to cover specific internal positions.

Interested candidates go through an interview process with Hu-
man Resources and with the area requiring the position, so that 
the most ideal candidate can be selected.

At Gonvarri, we are in constant growth which makes it necessary 
to cover vacancies outside of Spain and transfer certain emplo-
yees as “expatriates”, for which we have efficient “Mobility” me-
chanisms in place.

Opportunities are also offered to other employees for 1-4-month 
displacements, as is the case with the “Start-Up Teams”, who are 
responsible for transferring experience, knowledge and the cor-
porate culture to the new centres in the different countries and 
training the new employees.

Movility

5
USA

1
Argentina

1
Colombia

3
Germany

1
Czech Rep.

10
Germany

1
Turkey

1
Poland

3
Russia

11
China

6
China

27
Expatriates

18
Displaced

5 Internal Promotion

42
Direct  

promotion
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In order to retain our employees, knowing their opinion, their level of satisfaction and motivation is essential, for this reason we con-
duct a “Work Environment” survey biannually. The last survey was carried out in 2017. 

Following the analysis of the results we have established diferent actions focused on improving the perception of those matters with 
lower value, as an oportunity to improve, thought ambitiuos training programs to attrac and retain ralent, as well as faciliting the ma-
nagement of change among our employees.

As a result of the survey, various points for improvement were 
identified, developed and implemented within the “Growing Toge-
ther” program. This project aims to improve the commitment and 
well-being of our professionals.

As part of the initiatives developed in 2018, noteworthy are 
the measures to improve the work-life balance which were im-
plemented in different centres, such as improved flexibility when 
choosing vacation days, intensive summer schedules, etc. At the 
plants, where work is very conditioned by the customer´s needs, 
and where the work is done in determined shifts, flexibility and 
the necessary adjustments are arranged individually.

At the Madrid offices, we held the “Day without school” event in 
June, to which 56 children of our employees attended, aged from 
3 to 12 years old. They enjoyed a fun day full of activities and 
entertainment.

We also developed numerous initiatives in the “Healthy Life” pro-
ject, which is summarized in its corresponding section.

To improve employability for young people we have implemen-
ted many initiatives for their development, all within the “Gonvarri 
Young Talent” program.

Dual FP Program

The project is conducted through a new modality of Vocational 
Training (FP) in which the educational centre and company are 
jointly responsible for the training of the apprentice.

The training is done alternating between the educational centre 
and the company, so that the apprentice can put what they have 
learned into practice at work.

Through this program, Gonvarri gets involved in the training of its 
future employees and they will be more committed to the com-
pany. The goal is to hire these young people after completing the 
program and make them part of our teams.

Young engineers’ program

The goal of this program is to attract high-potential young people, 
who will be assigned a certain region of the Group in which they 
will rotate through the different companies.

The aim of the project is to improve their training and develop-
ment so that these people can hold positions of responsibility in 
the future.

Work environment

For those aspects that need to improve, new improvement initiatives were integrated in the “Growing Together”project.

“Growing Together”

Work climate survey

Scope  
34 centers

Countries  
15

Participation rate: 
64.5%

+ -Top rated topics:
· Health and Safety
· Commitment

Worst rated subjects:
· Retribution
· Training and development
· Innovation and change management

Employability for the youthful: Gonvarri Young Talent Program
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% Employees 
of local origin 96% 96% 

% Gender

Employees with 
different capacities

Diversity in figures

Men Women

405-1

554

Diversity management is a commitment to 
the people who make up the organization.

At Gonvarri we believe that the heteroge-
neity of the people and their distinctive 
contribution give us an unquestionable 
competitive advantage. The perspective 
and way of thinking that professionals 
from different origins have helps us to 
achieve positive change in the organiza-
tion, in the working methods and to increa-
se our innovation capacity and our capa-
city to respond to this demanding market.

Diverse talent improves business results, 
corporate reputation, job stability and re-
lationships with investors and customers.

Diversity

In relation to gender diversity, in 2017, the “Women of Steel” 
project was launched, with the objective to sensitize and raise 
awareness about equality between women and men, and the 
need to break with old sexist paradigms.

Within this context, in 2018, sensitization workshops about gen-

der equality were held in the Madrid offices and the plants in the 
Iberian Peninsula.

Moreover, in commemoration of “International Women´s day” on 
the 8th of March, different activities took place in our centres and 
all women in the group were given a gift.
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That´s why we launched “Proyecto Diversity”, in order to fo-
ment diverse talent and inclusive leadership in the organization. 
The Program incorporates and coordinates this variable within 
the organization through policies, processes and dissemination 
and awareness measures.

With regard to people with different abilities, in addition to 
the people employed at the different plants, we have hired one 
person in the Madrid offices in collaboration with the Juan XXIII 
Foundation, and we have also conducted sensitization works-
hops on this subject.

On the 3rd of December, the “International Day of Persons with 
Disabilities”, we collaborated with the Adecco Foundation in a 
communication campaign called “Welcome to the Future” in or-
der to raise awareness and mainstream the integration of this 
collective to regular companies, by generating social dialogue 
and protagonism.

Gonvarri supports the rights to associa-
tion, union representation and collective 
bargaining of all its employees, always 
with regard for the legal and cultural cha-
racteristics in each country it operates in. 
In all cases, the right to freedom of asso-
ciation and union representation is res-
pected and the labour requirements and 

obligations in each country are always 
met (102-41).

Through collective bargaining agreements 
or similar agreements, work conditions 
are regulated (salaries, working hours, 
vacations, etc.) and so is the relationship 
between the company and the unions. In 
some countries, in which the collective 

bargaining agreements are not applicable, 
working conditions are compiled in so-ca-
lled “Handbooks”.

No centres nor significant providers were 
detected in the operating facilities in 
which the freedom to association, and the 
right to reach collective agreements could 
be violated or threatened.

Work relationships: Freedom of association

Sectoral collective 
agreements or similar 

arrangements

74%

Handbook
3%

Local employment regulations
23%

Gender distribution per country

Country Men Women

Germany 380 67

Argentina 56 10

Brazil 270 58

China 256 49

Colombia 207 36

Denmark 12 6

Spain 1,419 155

USA 87 9

Slovakia 113 31

Finland 33 9

Netherlands 22 6

Mexico 134 20

Norway 17 3

Poland 84 29

Portugal 71 19

UK 205 47

Czech Rep. 53 33

Romania 334 75

Russia 131 31

Sweden 66 15

Turkey 196 15
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Gonvauto Galicia, developed the 
Campaign “Habits for a Healthy 
Life: Eat Well, Live Better” which 
encourages employees to have 
good eating habits and do physical 
exercise, while providing the tools and 
techniques to do so.

Nutrition

Emotional 
well-being

Sports and 
healthy 
spaces

Health and lifestyle habits
The overall well-being of our employees is fundamental to having healthy, happy, committed and more competitive teams. At Gonvarri, 
we incorporate the business line “Healthy Company” in the “People” axis of Drive, in order to contribute to living a happy, healthy and 
full life. This is part of our shared values and culture and we want to offer a broad range of programs and opportunities. Among these 
the following should be noted:

We conduct awareness and prevention 
campaigns in favour of healthy eating ha-
bits for the general well-being and preven-
tion of illnesses. Moreover, we strengthen 
our medical services, through personalized 
consultations for nutrition, health and fit-
ness programs. Among other initiatives we 
would like to highlight the following:

Emotional well-being is an essential part 
of health and quality of life, and it allows 
employees to develop all their potential, 
face stressful situations and be more pro-
ductive.

Next, we will summarize the courses and 
workshops we are working on:

Stress reduction to help our employees 
deal with pressure or low spirits and 
teach them to relax more easily.

Anxiety control and identifying 
negative and counterproductive thought 
patterns, as well as providing mecha-
nisms to prevent these, to help them to 
think in a more balanced way.

Assertivity in order to become more 
efficient communicators and have more 
balanced relations with others.

Mindfulness to practice being in a men-
tal state where we are fully aware of our 
here and now. The objective is, through 
meditation techniques, to reach the ideal 
attention level that each person needs to 
deal with different everyday situations.

HIASA held the Be Healthy! week 
which promotes healthy living habits 
among employees. The medical check-
ups, conferences, pilates workshops, 
postural re-education, health eating 
habits, etc. stand out, in addition to the 
“First aid and CPR Course”.

We evaluate aspects such as ergono-
mics, light, noise, temperature, humidi-
ty and air quality as well as all aspects 
regarding the health and safety of our 
employees in all of our plants.

People with very high well-being are sa-
tisfied and committed to their lives and 
work. 

Within this context, physical exercise 
contributes to good health. The wor-
kplace, where we spend most of the day, 
presents an excellent opportunity to en-
courage this activity.

Among the initiatives carried out by 
Gonvarri we highlight the following:

Gonvarri Burgos participated in the third 
edition of the Solidary Padel Tourna-
ment.

Gonvarri Barcelona and the Madrid 
offices participated in the Oxfam Inter-
món Trailwalker of their region Oxfam 
Intermón Trailwalker.

Madrid sponsored the Solidary Golf 
Tournament Africa Directo.
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Steel&Alloy sponsored a Solidary Badminton 
Tournament against cancer and contributed to 
the sponsor of Boldmere Water Polo. Similarly, 
the S&A employees wore their football team´s 
jersey and participated in different solidary sport 
events.

Gonvauto Barcelona cycling teams biked in 
favour of Road Safety.

SGK Kaluga: participated in the Health and 
Sport Day, in which the employees took part in 
different sport competitions (mini football, tug of 
war, volleyball, races, etc.)

Gonvarri Tarragona has full passes to the sport 
centre Estival Park.

In GMH Germany, a group of employees meets 
once a week to play Badminton or to go running 
in the forest.

Gonvarri Colombia held a Football Tourna-
ment with the factory employees to promote 
healthy lifestyle habits and social integration 
through sports.

Gonvauto Galicia held the Campaign Habits 
for a Healthy Life; postural hygiene, which 
focused on the back.

Gonvarri Colombia held the 
Health Week, with sensitization 
actions on health and safety at 
work, drug prevention, road safe-
ty, and laboral medical check-
ups performed by nutrition or 
dermatology specialists, among 
other activities.

Gonvauto Puebla did a weight loss 
contest through the Healthy life 
campaign that lasted 3 months. For 
this reason, a comprehensive plan was 
implemented which included healthy 
food, nutritional advice and medical 
follow-ups to reach the objective.

GMH Germany provides fruit and 
mineral water for the employees 
twice a week. 

Gonvarri Tarragona provides daily 
fruit in the company canteens for all 
employees, so that they acquire more 
healthy eating habits.

In this area, we also develop initiatives to 
contribute to preventing and reducing ab-
senteeism, such as:

Training and sensitization aimed at 
sensitizing the workforce on one hand, 
and, on the other, provide managers with 
the tools to manage and prevent absen-
teeism in their teams.

Commitment through actions 
focussed on improving the enga-
gement of the employees to the 
company, among others, through 
effective and equitable formulas to 
award and incentivize productivity.

Gonvarri Tarragona, Gonvarri 
Burgos, Gonvauto Navarra, 
Gonvarri y Gonvauto Barce-
lona, HIASA, GMS, Gonvarri 
Valencia y Madrid participated 
for another year in a new edition 
of the Company Race in De-
cember, bringing over 50 runners 
together.

Work quality with actions aimed at 
generating a favourable climate in labour 
relations, allowing the implementation of 
flexibility measures in order to achieve a 
responsible work-life balance. These actions 
include, among others: 

·   Avoiding mental absenteeism and, 
whenever this is possible, work by 
objectives.

·   Encouraging permanent contracts, thus 
improving stability and commitment.

·   Assessing the performance of each 
employee.
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Gifts are also given for different reasons, 
such as births, Christmas baskets and a 
Christmas lunch in which a raffle with va-
rious prizes is included.

Burgos has a company bus, Tarragona 
provides its workers with the possibility to 
enjoy the installation of the “Estival Park”; 
Barcelona encourages sports an offers a 
subscription to a platform that gives dis-
counts to all employees and offers yearly 
fuel tickets. Hiasa and Gonvauto Asturias 
have increased the maternity leave inclu-
ded in their Collective bargaining agree-
ment.

        USA 
provides medical insurance for fulltime sta-
ff and life insurance that includes partial or 
permanent disability coverage. Employees 
in the production area have a lunch time 
bonus.  

    Slovakia 
provides disability and invalidity insurance, 
medical insurance and canteen contribu-
tions. In addition to free coffee and tea, a 
Christmas party and massages. 

       Finland 
provides life insurance and canteen contri-
butions.

       Netherlands 
provides medical insurance, life insurance 
and canteen contributions.

Social Benefits
Gonvarri is a diverse company, where social benefits are not ho-
mogeneous but adapted to the characteristics of the different 
plants and countries. In any case, there are no significant diffe-

rences between benefits offered to part-time workers and those 
offered to full-time workers. The social benefits in the different 
facilities and countries are outlined next (401-2):

        Germany
The Gonvarri and GMH plants provide can-
teen contributions and yearly vaccination 
against the flu. Additionally, GMH has life 
insurance for directors and intermediate 
management, and Gonvarri Thuringen gi-
ves ”Health bonuses” to employees that 
do not get sick in a trimester, as well as 
vouchers for “Babythings” for each birth, 
plus subsidies for private pensions and ex-
tra weekend shift vouchers.

        Argentina
provides medical insurance and canteen 
contributions. Additionally, it gives pre-
sents for births, “Women´s day”, Spring 
day and, at the Christmas dinner, it inclu-
des a Christmas basket and the participa-
tion in raffles.

        Brazil
provides life and disability insurance, me-
dical insurance including dental insurance, 
canteen and transportation contributions. 

        China
provides life insurance and canteen contri-
butions. The plant of GVS has housing for 
the workers who so wish or contributes to 
housing and expenses (water, electricity, 
etc.) for those residing outside the facili-
ties. 

Moreover, benefits are included for re-
latives that visit employees during the 
weekend (free transport, etc.) and one-off 
contributions when they get married, bir-
ths, bereavement, gifts at certain dates, 
annual bonuses, etc.

        Colombia
provides a canteen in which the company 
finances part of the food and transporta-
tion contribution. Furthermore, it has an 
established ¨Work Welfare Plan¨ which 
includes different initiatives based on the 
needs and motivations of the employees.

Also, with the participation of the Pension 
Funds through the activity ¨Day of Agree-
ments¨. In this space, the pension funds 
advise our employees on all matters rela-
ted to the obligatory and voluntary pen-
sions and closing pension gaps.

        Denmark
provides health and life insurance.

        Spain
provides life and disability insurance. The 
medical insurance, canteen contributions, 
nursery and transportation contributions 
can be issued through private covera-
ge through the Flexible Retribution Plan 
(FRP), with which the tax benefits establi-
shed by the Law can be accessed.

Conteen 
tickets
20%

Training
1%

Childcare 
voucher

8%
Transport

1%

Medical insurance 
70%
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Pension Funds and/or retirement plans (201-3)  

These are only available in some countries, or because of local 
legal requirements or because of past commitments.

In particular, pension funds are provided in the United Kingdom, 
Baja California, Germany, Norway, Sweden, the Netherlands, 
Denmark, Slovakia and South Carolina. Retirement plans are avai-
lable in Arizona and, on a voluntary basis, in the United Kingdom. 
Gonvauto Barcelona has a partial retirement plan included in the 
2017 – 2022 Company Pact. 

Either way, these are very specific situations of little relevance to 
the company as a whole.

Settlement (401-3)

The maternity and paternity leaves in 2018 corresponded to 98 
men and 40 women, of whom 95% of the men and 90% of the 
women have already been reincorporated.

       Mexico
provides life and disability insurance, me-
dical insurance for employees with per-
manent contracts, canteen and transpor-
tation contributions and longer maternity/
paternity leaves. In Puebla, social benefits 
are collected in the “employee Pension 
Plan”, in which various initiatives are in-
corporated, such as: food vouchers, major 
medical expenses insurance, saving funds, 
in-kind paternity/maternity assistance, 
scholarships, minor medical expenses in-
surance, accident insurance, marriage or 
death grants.

In Baja California, different social-family 
events are held (Christmas inn, school fair, 
open doors), ideas for improvement are 
rewarded, there is a monthly incentive 
system and in-kind scholarships are given 
for primary-, secondary- and high- schools.

       Norway 
provides health and life insurance.

        Poland 
provides life insurance and medical insu-
rance (for permanent employees)

       Portugal
provides health insurance that includes fa-
mily for all employees (except for manage-
ment, which is individual) and canteen and 
transport contributions. Additionally, gifts 
are given for different reasons, such as: 
births, Christmas dinner in which a raffle 
with prizes is included, Christmas baskets, 
a gift for children under 12 and a present 
at Easter.

        United Kingdom
Steel&Alloy and GMH provide health, life 
and disability insurance (also for white 
collar workers). In addition, Steel&Alloy 
plants provide canteen contributions at 
some locations and participates and fi-
nances the “Cycle to work & Life Style 
Scheme”.

        Czech Rep. 
provides canteen contributions and a 
reward system for “Ideas for Improvement”.

        Romania
provides transport contributions, medical 
subscriptions and birth bonusses and be-
reavement benefits.

        Russia
Gonvarri Kaluga provides life and medical 
insurance and canteen and transport con-
tributions. Additionally, it finances 50% of 
the cost of the gym for employees.

GMH Russia provides medical insurance 
for its employees.

        Sweden 
provides health and life insurance and 
canteen contributions.

        Turkey 
provides medical insurance, disability or 
invalidity insurance, canteen contributions 
for employees working extra hours, trans-
port contributions and/or fuel vouchers.




