
At Altyor, the development and well-being of Altyormates is a matter of concern to us on a daily basis.
We try to create an atmosphere that allows for the alignment of professional and personal values and to give room 
for affect in the daily decisions that Altyormates have to make and in their relationships with each other. We also 
cultivate the involvement of Altyormates to a great extent. We provide a great deal of transparency in the Group's 
strategy, in the figures, but also in the way the departments work together. Thanks to this, the Altyormates can have 
the right information to make the right decisions. Because at Altyor, it is the one who knows who decides. This allows 
the roles and responsibilities of each person to evolve and allows for internal mobility. This is accompanied by the 
training of Altyormates, both by internal trainers and by external organisations, in order to support Altyormates in 
their new roles. We also attach great importance to the message we convey and take care to give the Altyor Group 
an authentic image. To this end, we have developed a strong employer brand and a constantly improving 
recruitment process. Finally, we try to develop internal mobility and to respond to the desire of Altyormates to evolve 
whenever possible.

1. RECRUITMENT

In order to attract talent, the Altyor Group has been developing its Employer Brand for several years, for which we 
have appointed a person within the company in collaboration with the Human Resources and Communications 
departments. 
Today, through our career page on the website, the commitment of our ambassadors and our numerous events 
between Altyormates, we strive to improve the quality of life at work.

All of these actions build loyalty and commitment among our employees and are a valuable aid in recruiting. 

Our recruitment process is also very structured. We use an ATS (Application Tracking System) that allows us to 
optimise all of our recruitments, contributing to a smooth recruitment experience for candidates. Recruitment 
interviews at Altyor are above all moments of exchange between Human Resources/the manager and the candidate 
in a respectful and friendly manner. 
Altyormates are keen to pass on their knowledge, which is why we value the recruitment of end-of-year trainees and, 
when possible, we offer them the opportunity to join the Altyor Group through recruitment.
The Altyor Group is committed to promoting and supporting young people, and we have set up an internship policy 
dedicated to third-year students (14-15 years old). Each year, we recruit several interns in order to introduce them 
to the business world. 

Altyor is committed to providing a work environment free of harassment and discrimination. We prohibit 
harassment and discrimination in the workplace, whether committed by or against managers, colleagues, customers, 
suppliers or visitors. This policy applies to recruitment, with a process that does not discriminate on the basis of 
gender, nationality, age or religion.

2. INTEGRATION

When each new Altyormates is recruited, an integration process is dedicated to them.
This process consists of several stages from recruitment to the end of the trial period.
On arrival, the new employee receives "Onboarding" training from the HR department and follows a well-defined 
typical day. The integration process includes internal training and site visits to support the new Altyormates. 

Halfway through their trial period, the new Altyormate and his or her manager meet for an interview to review the 
first few weeks. At the end of this meeting, a feedback report in the form of a questionnaire is sent to the newcomer. 

The surprise report is a practice that consists of asking the employee for his or her opinion and feelings about a new 
situation. 



It contains a collection of the new employee's feelings and an analysis of a few salient points on what he/she has 
noticed since joining the company.
The astonishment report provides an external and fresh, critical and constructive view of the company's current 
situation.

For Altyor, this report will make it possible to :
- highlight areas for improvement for the company
- make a diagnosis to question the way the company operates and improve its performance
- point out the strengths and areas for improvement in a neutral and benevolent manner
- obtain innovative ideas
For the employee, it facilitates onboarding (appropriation of the company culture and tools), and makes integration 
more fluid, because the employee questions how the company works and gets to know it. And finally, it allows the 
company to value the employee, as soon as they arrive, by listening to their analysis and opinion.

3. TRAINING

During annual interviews, but also throughout the year, employees can express a need for training. Training needs 
are collected, analysed and validated. The decision is then communicated to each manager. These needs can be 
addressed through internal or external training or through the Personal Training Account of each Altyormate.

Over the past few years, we have set up around thirty internal training courses, run by a dozen internal employees. 
A dedicated Sharepoint page has been created to bring together all of these training courses.
We offer external training, particularly business-oriented training, but also in languages such as English and Chinese. 
In order to support our employees, we also offer external coaching, both individual and collective.

4. INTERNAL MOBILITY

During annual interviews, the issue of internal mobility is discussed. 
The size of our company does not allow us to develop vertical mobility and favours mobility between departments 
or to expert positions.
We offer a bridge between the China and France teams and to date, we have many employees who started their 
career in China and continued it in France. Conversely, we offer the possibility to candidates to start working in 
France in order to train for 1 year before leaving to work in our factory in China.

For all requests/wishes for internal mobility, the employee must speak to his/her manager. The manager must then 
inform the Human Resources department. The feasibility of the request, through the study of the internal need, the 
skills and the interpersonal skills of the employee, is then studied internally by the ComEx but also by the manager, 
the potential future manager and HR. 
If the request is granted, an interview between HR and the employee is organised in order to detail the motivations 
and to discuss possible training needs.

Then, in order to confirm the employee's motivation, a discovery day is organised with a business expert. 
Finally, a job interview is organised between the employee and the future manager.

5. EMPLOYEE SATISFACTION 

Each year, we organise two employee surveys to monitor well-being and to confirm the alignment of the teams 
with the Group.
Following these surveys, an action plan is drawn up with concrete actions to meet the needs of Altyormates.
Numerous events in favour of quality of life at work and professional fulfilment are organised, always with the aim of 
meeting their needs and improving professional fulfilment.

6. HOW TO REPORT?

In the event of a malfunction, you can contact a manager and/or raise the issue via the alert form, which will be dealt 
with as soon as possible:

7. REPORTING

Altyor is committed to monitoring its harassment performance and, to this end, tracks the following indicators:
- Number of recruitment per year and Duration of recruitment
- Employee turnover rate
- Full Time Equivalent
- Average Age And Average seniority
- Percentage of workers from minority groups and/or vulnerable workers employed in relation to the whole 

organizationand n top executive positions (excluding boards of directors)
- Percentage of women employed in relation to the whole organization and in top executive positions 

(excluding boards of directors)
- Average unadjusted gender pay gap
- Average hours of training provided per employee, Number of training proposed to employees, Training 

completion rate, Training effectiveness rate
- Share of internal promotions
- Percentage of total workforce in all sites that received training on prevention of discrimination and human 

rights violations
- Number of breaches of the Code of Ethics / main CSR policies (social right, anti-corruption, etc.)
- Number of incidents reported through the whistleblowing procedure

8. PERIMETER

This policy applies to all Altyor Group entities and all external stakeholders of the Group.

9. RESPONSIBILITY

The CSR Committee is responsible for defining the anti-harassment policy. The Human Resources department is 
responsible for ensuring that it is properly applied.

10. COMMUNICATION

This policy is communicated annually to all employees through the company's usual channels, including the 
company's internal rules and intranet, and is presented to all new staff members at induction. This policy is also 
distributed to external stakeholders and is available on the Altyor website.

11. CONTACT

For more information, please contact Karen Murciano kmurciano@altyor.com or send an email to 
contact@altyor.com.

12. REVIEW HISTORY TABLE

This policy is reviewed annually or in the event of a change in related government policy or significant changes in 
the company's operations. This policy was last approved on 3 January 2023 by Yanis Cottard, President of the Altyor 
Group.

Policy Version Description of Change

A N/A

https://altyor.com/csr-commitments/
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