
Human talent management 
and inclusion

Employees from Servicios 
Nutresa in Colombia.

Consolidating an inclusion-driven and diverse work culture that fosters  
the comprehensive development of the human capital, thus achieving  
availability, commitment, productivity and balance by means of safe and 
healthy work environments.
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Talent transformation.

Strengthening the Human Rights 
management system.

Creating diversity, equality and 
inclusion opportunities. 

Managing the well-being and the 
quality of life of the employees.

Strengthening the workplace health 
and safety management model for 
suppliers and contractors.

• Adoption of new technologies to attract and select human 
talent: more than 75.000 applications, 41.000 resumes 
created and 1,5 million visits.

• 26.948 employees benefited from the learning strategy.
• 306 high-potential people and in the process of development.  
• 134 women in development for filling executive job positions.

• Zero tolerance commitment towards work and sexual harassment.
• 37 companies with environments for accountability on  

Human Rights. 
• 492 employees received training in harassment prevention and 

12.558 in Human Rights. 
• 19 collective covenants and three collective bargaining 

agreements were signed.

• 194 third-party employees supported in the development of 
capabilities in Human Rights, occupational health and safety, and 
diversity and inclusion to minimize risks. 

• 957 contract auditors trained in the promotion of leading 
practices in Human Rights, care for life and sustainability.

• Reduction in the accident frequency rate for third parties: from 
6,9 in 2020 to 6,4 in 2021.

• 39 companies participated in the ‘Par’ ranking.
• 165 women secured women leadership certifications and 720 

leaders participated in training activities regarding gender 
equality.

• Launch of the “Futuro Nutresa” (Nutresa Future) program with 
the aim of creating jobs for people in the age range of 18 to 28.  
People incorporated: 5.335.

• Creation of employment opportunities for 173 people with 
disabilities and for 28 people who are involved in the peace 
accords process in Colombia.

• 92 routing sheets to improve the socioeconomic situation of 
employees.

• Assistance to employees and their families focusing on 
strengthening their physical, mental and emotional health 
provided across all the companies and geographies where Grupo 
Nutresa has a presence.

• Psychosocial risk assessment in 23 companies.
• Accident frequency rate (LTIFR) of 3,6 for direct employees.
• Risk prevention and intervention: COVID-19, cardiovascular, 

musculoskeletal and psychosocial.
• Measurement of the organizational climate and commitment with 

a favorable rating of 83%. 
• Support to the National Vaccination Plan in Colombia with an 

investment that amounts to COP 4.132.558.759 and 10.101 
employees vaccinated.

Management approach  
[GRI 3-3]

Progress achieved in 2021  
[GRI 3-3]
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Risks and opportunities  [GRI 3-3]

The availability and commitment of human talent 
still are an organizational challenge for Grupo Nutre-
sa. Therefore, the development of capabilities, the 
strengthening of leadership and the embracement of 
new working methods that contribute to employee 
satisfaction and productivity will continue. 

Achieving greater diversity and inclusion in the 
workplace is another of the challenges that the Or-
ganization will continue to manage through initia-
tives that prove the maturity of processes, thus con-
tributing to consolidating a more open culture that 
brings opportunities on equal terms and that values 
diversity. This way, Grupo Nutresa’s brand and the 
ability to attract and generate commitment from the 
human talent are strengthened.

Without a doubt, to keep generating employ-
ment, quality of life and progress for employees and 
their families will contribute to the economic reacti-
vation in all the regions where Grupo Nutresa is pres-
ent.

Likewise, the physical, mental and emotional 
health of the employees will remain a priority, which 
implies mitigating risks of accidents and illness, 
which due to lack of management could lead to ab-
senteeism, lack of commitment and decreased pro-
ductivity.

Finally, the Company has an outreach to other 
stakeholders that are part of the supply chain. For 
this reason, it will continue working on the develop-
ment of capabilities to mitigate risks, achieve greater 
evolution and constantly improve the quality of em-
ployment.

Outlook
Considering the challenges in talent management in 
the global sphere, the Organization will continue with 
the reskilling/upskilling programs. It will consolidate 
the process of planning and developing high-poten-
tial talent with a gender approach to promote the 
participation of women in executive job positions. 
Additionally, it will encourage the embracement of 
behaviors associated with talents and the Nutresa 
leader; and will strengthen an agile, collaborative, 
flexible and innovative work culture. It will also adopt 
new technologies and talent analytics.

Considering the high impact that the physical, 
mental and emotional health of employees has on 
commitment and productivity and including the ef-
fects of the COVID-19 pandemic, the Organization 
will maintain the creation of strategies that promote 
self-care and the support of leaders as a fundamen-
tal action to encourage healthy lifestyles, and man-
age the risks associated with accidents, occupational 
illnesses and the mental health of the employees.

To consolidate a diverse, fair and inclusive Orga-
nization, and promote respect for Human Rights, the 
management will be focused on strengthening initia-
tives to generate employment for women and young 
people, creating employment and development op-
portunities for people with disabilities and migrants, 
carrying out an assessment of the socioeconomic 
level of the employees to identify possible gaps in the 
access to the middle class, and formalize new strate-
gic partnerships to contribute to social and economic 
development. In addition, it will consolidate the Hu-
man Rights Management System to prevent and mit-
igate the identified risks.

26.948  
employees
benefited from the learning strategy in 2021.
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Practices that stood out and acknowledgments

Merco Talento

Grupo Nutresa was recognized in Colombia 
as the top second company in terms of talent 
attraction and retention, according to the 
benchmark monitor Merco Talento 2021. This 
survey collects the opinion of company ex-
ecutives, communication directors, financial 
analysts, economic information journalists, 
the Government, non-governmental or-
ganizations, unions, citizens, among other 
audiences.

Grupo Nutresa was included in the book of 
Leading gender equality practices 

The Company was invited to be part of the 
group of 25 companies committed to gender 
gap-bridging that were analyzed by the Uni-
versidad de los Andes and the Fundación She 
Is in Colombia, to identify the business leading 
practices and experiences in gender equali-
ty. Grupo Nutresa highlighted its initiatives 
towards the commitment to gender equality 
with its Diversity and Inclusion Policy, women 
leadership programs for the development of 
the potential of the Nutresa female leader and 
the “Working Together” program, which pro-
motes family co-responsibility and permanent 
work between men and women.

Employees from the Biscuits 
Business in Costa Rica.
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The Coffee Business was acknowledged in Colombia 
for its contribution to the inclusion of people with 
disabilities 

The Coffee Business is consolidated as a company that 
promotes and adopts diversity and inclusion practices. 
Thanks to this, it received the following acknowledg-
ments in 2021:

• Acknowledgment “Unidos por la Inclusion” (United 
for the Inclusion), Gold Seal, granted by the Ideal 
Foundation for efforts made in practices and 
initiatives to promote the inclusion of people with 
disabilities. The purpose of this acknowledgment 
is to encourage and motivate organizations that 
believe in inclusion, break down barriers and help 
build a better society. 

• Nomination by the ANDI Foundation as one of the 
top 15 INspiring companies for the inclusion of 
people with disabilities. It was granted within the 
framework of the VI Colombian Business Congress 
(CEC) and its purpose is to keep inspiring the Co-
lombian private sector to generate social transfor-
mations.

These acknowledgments and recognitions are the re-
sults of the actions carried out by the Business. Among 
them, the following are some of the most noteworthy: 
• Diagnosis of job positions to identify the possi-

bilities and limitations according to the different 
types of disabilities.

• Reasonable adjustments to the processes of Or-
ganizational Human Development in terms of at-
traction, selection, hiring, orientation, adaptation, 
training and development, among other topics. 

• Generation of strategic alliances with founda-
tions and institutions to support the process of 
strengthening capabilities in the Coffee Business 
to raise awareness and train leaders, people from 
the Organizational Human Development team and 
employees.

• Promotion of inclusion practices with other stake-
holders and through special programs for the com-
munity and products. This includes brand strate-
gies that promote inclusion, such as the programs 
“Alborada” (Dawn) and Colcafé Braille.

Recognition of the performance in occupation-
al health and safety of the Pastas Business

As part of the celebration of the World Day for 
Occupational Health and Safety at Work, the 
Pastas Doria brand received an acknowledg-
ment from the Mayor's Office of Mosquera 
(Cundinamarca, Colombia) for the performance 
and compliance with the Occupational Safety 
and Health System, biosecurity protocols and 
work inclusion. This achievement is a sign of the 
Organization's commitment to caring for people 
and the continuous effort to maintain the highest 
safety standards. 

Practices that stood out and acknowledgments

Employee from the Coffee 
Business in Colombia.
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CompuTrabajo’s Best WorkPlaces 2021

The Cold Cuts Business received the Best WorkPlac-
es 2021 Award, granted by Computrabajo, for being 
the third-best company to work for in Colombia, in 
the Foods category, according to the ratings and 
votes made by users of this job search platform.

Silver Category in the “Yo Sí Cumplo” (I comply) 
program in Panama 

Alimentos Cárnicos Panamá was awarded the silver 
category in the “Yo Sí Cumplo” (I comply) program, 
an instrument that certifies the recognition of the 
Ministry of Labor and Labor Development (Mitradel) 
for good labor practices between employers, work-
ers and unions, and compliance with the principles 
contained in the Labor Code, decrees, agreements 
and laws of Panama.

‘Empresas de Brazos Abiertos’ (Open arms com-
panies)

The UN recognized the Retail Food Business, 
Servicios Nutresa and Comercial Nutresa as “Em-
presas de Brazos Abiertos” (Open Arms Companies) 
for promoting the work inclusion of the migrant 
population and fostering work environments free 
of xenophobia. The three companies participated 
in eight awareness-raising and training workshops 
on regulations and business strengthening for the 
employment of Venezuelan nationals and  
Colombian returnees. 

Re-certification of six companies as Familiarly 
Responsible Companies

Galletas Noel, Comercial Nutresa, Molinos Santa 
Marta, Alimentos Cárnicos, Zenú and Servicios 
Nutresa were granted the Familiarly Responsible 
Company re-certification by the Spanish Másfa-
milia Foundation. This achievement confirms the 
commitment to promoting practices that foster a 
balance between the personal, family and work lives 
of employees.

Employee from Comercial Nutresa 
in Colombia.
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Material topic details

TALENT DEVELOPMENT
Considering the challenges facing the Organi-
zation and the importance of talent evolution to 
achieve its objectives, Grupo Nutresa has under-
taken initiatives such as: 

• Update of both the leadership model 
and the Nutresa Talents. 

• Adoption of new technologies in the 
talent attraction and selection process. 
Based on this measure, the Company was 
able to achieve a greater number of can-
didate applications and more effective-
ness in the process. By the end of 2021, 
Grupo Nutresa achieved a 35% effective-

ness rate in terms of time spent filtering 
resumes, searching for candidates, send-
ing invitations for assessments, among 
others. Likewise, since the launch of the 
platform, it has had more than 1,5 million 
visits and 75,000 applications. This initia-
tive was supplemented with the strength-
ening of Grupo Nutresa’s employer brand 
with 578.203 followers on LinkedIn and 
43.919 on Facebook.

• Implementation of the reskilling and 
upskilling strategy through a continuous 
learning process based on self-learning. 
Additionally, 12 experiences were de-
veloped and 26.948 employees received 
training in skills and knowledge aspects 
such as leadership, adaptability, circular 
economy, new technologies, innovation, 
agile culture, diversity and gender equal-
ity.

  
Finally, the Organization continued working on 
the talent planning process through potential as-
sessment and mentoring initiatives to bridge the 
identified gaps. As of 2021, Grupo Nutresa has 
identified 306 high-potential talents, has hosted 
475 internships and 32 work cells, and has made 
1.108 promotions of talent in multiple processes 
and geographies. 

Employee from 
Opperar in Colombia.
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WomenMen

Number of people

2019 2020 2021

  25.250    25.806    26.948  

  8.681   

  17.125   

  8.631   

  16.619     17.590   

  9.358   

Total hours of training

2019 2020 2021

  1.024.009     1.011.364    1.183.013  

  373.975   

  637.389   

  363.877   

  660.131   

  414.925   

  768.088   

Investment (COP million)

2019 2020 2021

  8.016     7.104    6.568.595.751  

  2.507   

  4.597   

  2.851   

  5.165   

2.271

4.298

Employee training [GRI 404-1]

2019 2020 2021 2019 2020 2021 2019 2020 2021

Percentage of men Percentage of women Percentage of employees

  50,8%

36,4%

45,8%49,1% 50,4% 

41,7%
46,5%

41,7%41,1% 

Employees  
who are  
regularly  
assessed   
for performance   
and professional  
development.

Performance assessment [GRI 404-3]
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CREATING JOBS AND FOSTERING COMMITMENT 
AND A POSITIVE ORGANIZATIONAL CLIMATE
Grupo Nutresa focused its efforts on preserving jobs 
and generating opportunities, laying emphasis on 
young people and women. In 2021, the Organization 
grew by 2,92% with respect to 2020. 

The impact of the human talent development 
initiatives produced positive results in terms of  
organizational climate and commitment, with an 
excellence-level rating of 83%. The most notable 
variables were trustworthiness, strategic approach, 
employee experience and performance support. The 
employees’ perception regarding the presence of 
the Company during the pandemic has been valued  
and recognized, thus reaffirming its relevance and 
commitment.

Employee from the Ice Cream 
Business in Colombia.
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Programs focused on employability and employee retirement [GRI 404-2]

Comercial Nutresa’s  
retiree program
Comercial Nutresa is convinced that 
its employees are what matter the 
most. Therefore, the Company has 
designed a program for the em-
ployees nearing retirement in order 
to support them in the process of 
obtaining information and training, 
and completing administrative pro-
cedures so that they can enjoy this 
new stage without setbacks  
according to how they have planned 
their retirement.

“Más Cerca de Nuestros Líde-
res - #SOYLIDER” (Closer to our 
leaders #IamLeader)
Supporting Servicios Nutresa’s 
leaders in the incorporation of 
capacities that enable them to 
enhance the engagement with 
their corresponding work teams 
and strengthen their performance 
as promoters of Grupo Nutresa’s 
culture. The aim is to provide them 
with tools that transform and 
inspire others with a deep sense 
of humanity and togetherness 
through three lines of interven-
tion: learning, communication  
and support.

Development of Excel  
and English skills
Providing training to develop the 
employees’ English and Excel ca-
pabilities with the aim of enhanc-
ing their performance both in the 
Organization and the professional 
world with the support of a renown 
education institution such as the 
Colombian National Learning Ser-
vice (SENA). Thus, employees are 
able to improve their professional 
profile, identify opportunities and 
advance in their careers

Cold Cuts Business 

School of Skills
The School of Skills is a physical space 
where people train movements, and 
develop fine and gross motor skills, as 
well as cognitive skills.
Both physical and virtual tools are used 
to create high-impact experiences 
while simulating a work station.
The employees’ abilities and skills are 
evaluated and developed, promoting 
their improvement in their day-to-day 
activities and, thus, their current and 
future employability. 

Agile thinking and work
Promoting agile thinking among the 
employees, as well as work under 
agile methodologies within the 
Scrum framework. 

Biscuits Business

Chocolates Business  

“Huella de Liderazgo” (Leadership 
footprint) program
Identifying and developing the basic 
pillars of the personal leadership 
brand. Additionally, the program in-
tends to identify personal barriers and 
enabling factors, and to build practic-
es that allow consolidating the per-
sonal leadership footprint. 

Journey of the Leader
This program is intended for the 
operating leaders who are in charge 
of a significant part of the Organiza-
tion. Its objective is to reconnect the 
leaders with the purpose and impact 
of their corresponding role: on them-
selves, on their teams and on the orga-
nization. This program allows estab-
lishing the defined behaviors through 
the application of the concepts in their 
respective realities. 

Cafés

Ice Cream Business

Transcending
Providing tools to the employees 
throughout the multiple stages prior 
to the beginning of their retirement 
process. 

Pastas Business

Safe welding work  
Providing the employees with 
training related to basic concepts of 
hot work, safe hot work procedures, 
electric welding, welding-related 
risks, prevention procedures and 
protection gear for electric welding 
activities.

Tresmontes 
Lucchetti

Growing together
Developing capabilities that contrib-
ute to the employees’ well-being, 
including workshops and training 
activities for them and their families 
with regard to finance, entrepre-
neurship, among other subjects.

Retail Food Business

“Ruta hacia el futuro” (Route to 
the future)
Get a glance of the future to explore 
the attitudes, thoughts and view-
points about the life of the employee 
who is nearing retirement. This pro-
gram is based on three fundamental 
pillars for this new stage: family 
economy, emotional intelligence, 
and family and friends.
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New employee hires and employee turnover [GRI 401-1] [CG-EC-330a.2] [FB-RN-310a.1]

Production operations
Distribution and commercial-

ization
Retail Food Business

2019 2020 2021 2019 2020 2021 2019 2020 2021

New employees 5.229 5.429 5.631 392 299 515 3.360 1.743 3.401

Employee turnover 
rate

18,80% 16,5% 22,23% 10,6% 10.38% 11,22% 49,5% 30,06% 47,86%

QUALITY OF LIFE

Occupational illness risk mitigation [GRI 403-1] 
[GRI 403-2] [GRI 403-3] [GRI 403-7]  
[TR-RO-320a.3] [FB-MP-320a.2]

Managing the well-being and the quality of life of the 
employees was another focal point of work through-
out the year. This issue entails important challenges 
in relation to maintaining the care for the physical, 
mental and emotional health, in addition to the com-
mitment and sense of belonging. 

Thus, the Company established a work team that 
is in charge of formulating criteria, protocols and 
response measures regarding COVID-19. The team 
also conducted constant traceability and monitoring 
actions on the health conditions of the employees in 
order to implement prevention and assistance initia-
tives. Further, the team coordinated and guaranteed 
the vaccination procedures for employees and their 
families.

Additionally, the team incorporated new flexibil-
ity methodologies that correspond to the multiple 
hybrid work methods, and consolidated the remote 
work with 735 telecommuting employees from all 
the Business Units.

Considering the importance of leaders with re-
gard to the management of their work teams’ quali-
ty of life, the Organization provided tools that allow 
supporting people for them to be better prepared to 
deal with uncertainty based on all human aspects.

To meet the employees’ needs resulting from 
the pandemic, the Organization established several 
benefits and aids. This allowed a higher level of use, 
relevance and satisfaction, supported on an invest-
ment of COP 120.179 million.

Active pause exercises in the 
Cold Cuts Business, Colombia.
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Cold Cuts Business 

Re-orientation on OHS:  
biosecurity
Raising the employees’ awareness 
about the concepts related to the 
prevention and control of the bi-
ological risk of COVID-19 with the 
aim of adopting a safe behavior to 
avoid spreading the virus  
and a subsequent increased  
contagion rate.

Chocolates Business 

Key piece
Ensuring the motivation of the 
staff, creating a safe culture and 
maintaining the zero-accident 
trend. In Costa Rica, the program 
has been effective, coming up to 
two years without accidents now.

Biscuits Business

Re-training in key subjects
Strengthening the knowledge on 
energy insulation, firefighting, 
pre-hospital assistance, biosecu-
rity and healthy organizations, for 
both the production plant person-
nel and the staff returning to the 
office after working remotely due 
to being included in a vulnerable 
population group.

Ice Cream Business

Transit risks
Offering training in transit risk pre-
vention to the technicians in charge 
of the maintenance of the business 
assets.

Tresmontes Lucchetti

Job-specific risk management
Identifying the risks facing the 
employees in their specific jobs and 
the consequences they may entail if 
they are not identified and managed 
promptly.

Coffee Business

Identification of hazards
Providing training focused on 
identifying hazards for leaders and 
employees from the production 
departments (drying, concentration, 
sanitizers, overhaul) and from the 
WWTPs, thus enhancing their ability 
to identify hazards and take control 
occupational health and safety mea-
sures with the aim of minimizing the 
employee accident frequency rate.

Pastas Business

100% aware
Providing the employees with 
training dealing with issues such 
as safe forklift work, work-at-
height, confined space work, 
hazardous energy work and 
hot work, with a result of zero 
accidents associated with high-
risk jobs.

Psychosocial risk prevention
Mitigating the psychosocial risk 
by providing the employees with 
training focused on mental flexi-
bility, stress management, coping 
strategies, adaptation to change, 
and mental and quantitative load 
management, among other subjects.

Retail Food Business

Training and re-orientation  
for employees
Providing training to the new staff from 
the ice cream shops to address the risks 
associated with their jobs and how to 
avoid or adequately manage them. 
Also, providing re-orientation to the 
production and transport personnel to 
consolidate their knowledge on policies 
and risks associated to their specific 
jobs and how to avoid them.

Worker training on occupational health and safety [GRI 403-5] [GRI 403-6] [SDG 8.8]

Road safety
Offering the employees training 
focused on avoiding and minimiz-
ing the risks associated with their 
specific jobs through the knowl-
edge on matters such as the road 
safety strategic plan, transport and 
traffic laws, commitment to road 
safety and driving techniques.

107

C
oo

pe
ra

ti
ng

 w
it

h 
pe

op
le

, p
ar

tn
er

s 
an

d 
so

ci
et

y



Worker participation, consultation, and communication 
on occupational health and safety [GRI 403-4]

Number of  
members

2019 2020 2021

Occupational  
safety and health  
committee

  596     483     508   

Zero accidents  
program management

  27.392     17.201     20.171   

Support groups  
in case of emergency

  2.576     2.416     2.638   

Health management 
program

  27.235     27.629     27.598   

Cohabitation  
Committee

  265     197     203   

60% of Grupo Nutresa’s 
companies organize 
meetings with the 
leaders on a monthly 
basis, 11% every two 
months, 26% weekly or 
every two weeks, and 3% 
on a yearly basis. 

Employees from GC 
Foods in Colombia.
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Workplace safety and health performance  
[GRI 403-9] [GRI 403-10] [TR-RO-320a.1]
The Company’s accident frequency rate (LTIFR) amounted to 3,5 for direct employees. In 
the case of third-party staff, after the economic reactivation, the rate went from 6,9 in 
2020 to 6,4 in 2021. For the second consecutive year, there were no manageable fatalities 
of direct and third-party employees.

2019 2020 2021

Employees
Contractor 
employees

Employees
Contractor 
employees

Employees
Contractor 
employees

“Accident frequency rate: 
number of accidents in re-
lation to total employees”

1,66 3,47 0,79 1,55 0,80 1,65

“Serious accident fre-
quency rate: number of 
accidents with serious or 
severe consequences per 
1.000.000 hours worked”

0,00   - 0,02   0,08 0,04   - 

“LTIFR: 
number of accidents 
that caused lost time per 
1.000.000 hours worked”

7,26 13,37 3,51 6,90 3,63 6,42

“OIFR: 
number of occupational 
illness cases per 1.000.000  
hours worked”

  1,70   0,03   0,87   -   0,97   0,02 

“Work-related  fatalities” 0 1 0 1 0 0

Fatalities caused  by 
COVID-19

0 0 0 0 0 0

Work-related illnesses 
classified as occupational 
illness -COVID-19

N/A N/A 73 7 22 0

Days of absence due to 
occupational illnesses - 
COVID-19

N/A N/A 896 187 245 722

Workplace safety and health performance

To promote healthy habits during the work-from-
home period, Grupo Nutresa designed a virtual strat-
egy with a network of partners that supported people 
through activities such as yoga, exercising, cook-
ing lessons, active pause exercises, as well as psy-
chological, financial, legal and nutritional support. 

In addition, the Organization cre-
ated a program for leaders with the 
objective of developing their capa-
bilities with regard to the support 
given to their work teams, as well as 
contributing to their well-being.
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HUMAN RIGHTS

Grupo Nutresa maintains its commitment to 
respecting and promoting Human Rights by 
implementing a management system that 
enables the constant identification of possi-
ble risks, and an action plan for preventing 
and mitigating risks. As part of this system’s 
evolution process, the Organization updated 
the Human Rights Policy and included a new 
commitment to zero tolerance towards work 
and sexual harassment. 

Confirmed cases of Human Rights violations and discrimination [GRI 406-1]

The cases confirmed as Human Rights violations were classified either as work ha-
rassment for which monitoring plans were implemented and remedial actions were 
implemented, or as sexual harassment cases, where the corresponding individuals 
involved were dismissed from their job positions.

2019 2020 2021

Discrimination
Human Rights 

violations
Discrimination

Human Rights 
violations

Discrimination
Human Rights 

violations

Cases  
reported

7 N/A 9 77 13 164

Cases  
analyzed and 
managed

7 N/A 9 77 13 150

Cases  
closed

6 N/A 9 66 13 142

Cases  
confirmed

0 N/A 0 14 3 19

Due diligence
Grupo Nutresa fostered environments for active 
conversation and listening with the stakeholders 
to maintain a trust-based and respectful climate. 
In 2021, Grupo Nutresa signed 21 collective agree-
ments with the unions and employee organizations. 
Additionally, the Company organized 37 discussion 
conferences on Human Rights, where the partici-
pants expressed their opinions about performance 
and identified opportunities to respect and pro-
mote them. Along with other complaints mecha-
nisms, the Organization consolidated the Ethics 
Hotline, standardizing the provision of the service 
globally and, therefore, achieving a higher level of 
transparency, objectivity and confidentiality. In 
total, 177 cases were reported through this chan-
nel: 22 of them were confirmed as being related to 
the violation of Human Rights or discrimination.  
[GRI 407-1] [GRI 408-1] [GRI 409-1] [GRI 2-23]  
[GRI 2-24] [GRI 2-25] [GRI 2-30] [FB-FR-310a.2]

21 collective 
agreements 
with the unions and employee organizations.

Grupo Nutresa signed
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Training 
The Company provided training to 492 members of the cohabita-
tion committees. The training was focused on how to manage pos-
sible cases of work or sexual harassment.

Security personnel who received Human Rights training  
[GRI 410-1]

     Percentage of people who received training

2019

2020

2021    100,0%

   96,0% 

   100,0% 

Employee from the 
Chocolates Business in 

Colombia.
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Equal pay [GRI 405-2] [FB-RN-310a.2]

1,3

Chile

1,2
1,3 1,0

El S
alvador

1,0

1,1

Mexico 

1,7

0,9
1,1

Nicaragua

1,5

1,2
   

   
D

om

inican Republic

0,6

1,0

Panama

0,9

0,9

Peru

1,0

0,8
1,0

Unite
d States

1,1

1,2
1,1

Guatemala

1,0

1,0

Ecuador

0,9

1,1

Colombia

1,0

1,0
1,0 1,4

Costa Rica

0,9

0,9
1,2 1,1

Senior managers

Middle management

Administrative staff

Operating staff

The Organization
encouraged the creation of opportunities within the framework of 
diversity, equality and inclusion, as well as the promotion of the 
respect for Human Rights.
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Supply chain
Grupo Nutresa provided training for 957 
third-party leaders and auditors and 194 people 
from contractor companies to raise their aware-
ness about the respect for Human Rights.  

Diversity and inclusion
The Organization encouraged the creation of 
opportunities within the framework of diversity, 
equality and inclusion, as well as the promotion of 
the respect for Human Rights. In 2021, Grupo Nu-
tresa made the following progress in the context 
of gender equality:
• Servicios Nutresa delved into its consoli-

dation by being granted the Gold Seal by 
Equipares.

• 39 companies participated in the ‘Par de 
Aequales’ Ranking.

• 165 women received training in female 
leadership, and continuity was given to the 
awareness-raising initiatives focused on 
inclusion and equality.

Moreover, aware of the vulnerabili-
ty of young people and women due to the  

COVID-19 pandemic, the Organization has 
undertaken employability promotion ini-
tiatives. One of them is “Futuro Nutresa,”  
a program that incorporated 5.335 young peo-
ple in the age range of 18 to 28 years old. Ad-
ditionally, the Company created work inclusion 
opportunities for 173 people with disabilities 
and 28 people who are part of the reconcilia-
tion and peace process in Colombia. 

Finally, to contribute to the improvement 
of the socioeconomic levels of the employees, 
Grupo Nutresa conducted a diagnosis on a 
group of families with the aim of establishing 
a way forward. 

Click here for further information 
about employee diversity. 
[GRI 405-1] [GRI 2-7] 
[CG-EC-330a.3] [SDG 8.3]

Ratios of standard entry level wage by gender compared 
to local minimum wage  [GRI 202-1] [FB-RN-310a.2]

Grupo Nutresa’s salaries are higher than the minimum wage 
salary in all its operations. On average, the lowest salary 
exceeds by 45% the minimum wage salary of each country 
where the Organization operates. In the Retail Food Busi-
ness, this average amounts to 23%.

Colombia
Costa 
Rica

Ecuador Mexico Panama Peru
Dominican 

Republic
United 
States

Chile Guatemala

MEN

1,90 1,37 1,22 1,84 1,40 1,98 1,39 N/A 0,75 1,16

WOMEN

1,40 1,25 1,10 1,62 1,52 2,00 1,35 N/A 0,74 1,11
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https://data.gruponutresa.com/personas/diversidad_de_colaboradores_gri102-8_gri405-1.pdf

