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Aguaymanto | Golden Berry

ESPAÑOL
ADEX = Asociación de Exportadores del Perú
APPCC = Análisis de Peligros y de Control Crítico
BPM = Buenas Prácticas de Manufactura
BRC = British Retail Consortium 
BTU = Unidad de Energía Inglesa 
CCL = Cámara de Comercio de Lima
CITES = Convención sobre el Comercio Internacional de Especies Amenazadas de Fauna y Flora Silvestres 
CO2 = Dióxido de carbono
CTS = Compensación por Tiempo de Servicio 
DNI = Documento Nacional de Identidad
DS = Decreto Supremos
DIGESA = La Dirección General de Salud Ambiental
EC = Empresa Comercializadora
EPP = Equipos de Protección Personal
EPS-RS = Empresa Proveedora de Servicios de Residuos Sólidos
ESSALUD = Seguro Social de Salud del Perú
GLP = Gas Licuado del Petróleo
GN = Gas Natural
GRI = Iniciativa del Reporte Global 
INEI = Instituto Nacional de Estadísticas e Informática
APPCC = Análisis de Peligros y Puntos de Control Críticos 
JAS = Sistema Agrícola del Japón 
Kg = Kilogramos
m2= metros cuadrados
m3= metros cúbicos
MINAGRI = Ministerio de Agricultura y Riego
MINAM = Ministerio de Ambiente
MINTRA = Ministerio del Trabajo
OSS = Sistema de Esterilización Orgánico
ODS= Objetivos de Desarrollo Sostenible
PROMPERÚ = Comisión de Promoción del Perú para la Exportación y el Turismo
PN = Peruvian Nature
RIT = Reglamento Interno de Trabajo
SA = Sociedad Anónima
SAC = Sociedad Anónima Cerrada
SEDAPAL = Servicio de Agua Potable y Alcantarillado de Lima
SIICEX = Sistema Integrado de Información de Comercio Exterior.
SUNAT = Superintendencia Nacional de Aduanas y Administración Tributari
UE = Unión Europea
UIT = Unidad Impositiva Tributaria
USD = Dólares americanos
USDA = Departamento de Agricultura de Los Estados Unidos 

INGLÉS
ADEX = Association of Peruvian Exporters
HACCP = Hazard Analysis and Critical Control Points
GMP = Good Manufacture Practices
BRC = British Retail Consortium 
BTU = British Thermal Unit 
CCL = Chamber of Commerce of Lima
CITES = The Convention on International Trade in Endangered Species of Wild Fauna and Flora
CO2 = Carbon dioxide
Compensation for Time of Service
NID = National identity Document
SD =Supreme decret
Directorate General for Environmental Health 
Marketing company
PPE = Personal Protective Equipment
Solid Waste Services Company Provider
Social Health Insurance
LPG = Liquid Petroleum Gas 
NG = Natural Gas
GRI = Global Reporting Initiative
NISI = National Institute of Statistics and Informatics
HACCP = Hazard Analysis and Critical Control Points
JAS = Japanese Agricultural Standard
Kg = Kilograme
m2= Square meter
m3= Cubic meter
Ministry of Agriculture and Irrigation
Ministry of Environment
Ministry of Labour
OSS = Organic Sterilization System 
SDG = Sustainable Development Goals
PROMPERÚ = Exports and Tourism Promotion Board of Peru
PN = Peruvian Nature
Internal Work Regulation
PLL = Public Limited Liability Company
CLL= Closed Limited Liability Company
Lima Potable Water and Sewer System Service
IFTIS = Integrated Foreign Trade Information System.
SUNAT = National Superintendence of Customs and Tax Administration.
EU = European Union
Tax Unit (Perú)
USD = American dollars
USDA = United States Department of Agriculture
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o our readers and stakeholder groups: 

We are pleased to present a new edition of the 2018 Sustainability Report in 

accordance with the Global Reporting Initiative Standards. Herein, we describe 

the progress of our commitments and opportunities for improvement vis-à-vis 

the topics of greatest relevance to Peruvian Nature.

Throughout 2018, we continued working to maintain our presence in the market 

of natural products in alignment with our values, principles and convictions.

In March 2018, we received with upmost pride the SUPER FOODSPrize as a 

result of our 2017 Super Food exports. Awarded by MINCETUR and PROMPE-

RU, this award further committed us to continue working hand in hand with 

Peruvian products so that the world recognizes the excellence of our ingre-

dients and that - through them - we improve the life of those with whom we 

share this dream.

On a business level, we were exhibitors at three new trade fairs: CHOCOA in 

the Netherlands; Worldfood Moscow in Russia; and SIAL InterFOOD in France. 

This allowed us to explore new opportunities in markets, such as Russia, where 

demand is only in its initiation phase.

Following several months of work, we launched the results of our rebranding 

with all our employees and other stakeholder groups. Today, this rebranding 

can be summarized in three words “Consciously Well Done”. This slogan captu-

res the fact that Peruvian Nature offers the fruits of our millenary culture, which 

were obtained with respect and care for nature and our species. Our website 

and all our digital platforms were revamped with this new image, inspired by 

the colors of our �elds in Peru’s three regions.

2018 also allowed us to collaborate with students from the University of 

Lima within the framework of its Market Intelligence Workshop for 

research on “Opportunities to export Super Foodsto Eastern European 

countries”. Here, we showcased the work and support we provide, 

demonstrating our willingness to materialize any and all types of contri-

butions that - from an exporting role - we can provide to future genera-

tions in Peru.

In addition, we celebrated an important alliance with Peru’s Food Bank, a 

not-for-pro�t organization aimed at alleviating the hunger of those most in 

need. This alliance translates into delivering products that can no longer 

be marketed due to a variety of reasons, yet which can be distributed in 

record time, to a population that needs it most. This is just one way we 

contribute to the �ght against food waste and hunger in Peru and also, 

encourage a spirit of solidarity, and give back to our environment.

We hope that this transparency exercise, which we consider of utmost 

importance to Peruvian Nature, contains information of interest to you. We 

are also aware that the preparation of this Sustainability Report will encou-

rage us to continue working evermore to contribute to an improved 

version of our country, Peru.

Damian Silva Cevallos
CEO

T

Letter from the General Manager
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OUR
IDENTITY (102-1)

Cañihua | Canihua Maca | Maca

e are a Peruvian company that processes Super Foods 

derived from the biodiversity of our country and 

exports it to countries in �ve continents.

We work based on respect for ourselves, respect for nature, 

and respect for our peers. We are committed to a job well 

done. We are likewise consistent with the different value 

chains of our products seeking to offer quality products to our 

customers.

In short, we believe in doing things well, consciously and 

consistently, so that we strike a balance between the environ-

ment, the people and the Super Foods we offer.

https://peruviannature.com/es/

Peruvian Nature – Who Are We?

W
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Mission and vision 

Mission

• Make the wealth of Peruvian SUPER FOODS known to the world and 

offer them based on work done with respect and passion.

Vision

• Become a globally relevant agent of change, inspiring people to feed 

and live in a more conscious way in harmony with the world and with 

themselves.

Values 
Respect

• Towards ourselves, towards nature and towards our peers. 

Commitment

• Understand the consequences of our actions so that we may commit to 

a job well done, that which brings us satisfaction and allows us to sleep 

peacefully at night.

Awareness

• We work as a team, always aware of the changes in our environment. 

We are �rm with ourselves to gain the trust of others.

Warmth

• We believe in warmth as the basis for good relationships among human 

beings, always giving the best of ourselves. 
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Our history (GRI 102-2, 102-6)

s of April 2001, we have been working to offer high quality Super 
Foods, conquering international markets and being the �rst company 

in the national Super Foods category. We continue working to maintain this 
recognition.

A
• 67 employees.

• 24 importing countries on 4 continents.

• 3,153 m2 of infrastructure.

• 6 certi�cations.

2015

• 68 employees.

• 38 importing countries on 5 continents.

• 3,305m2 of infrastructure.

• 7 certi�cations.

2016

• 57 employees.

• 11 importing countries.

• 2,400m2 of constructed area.

• 5 certi�cations

2014

• 27 employees.

• Operations at plant in Lurín.

• 3 certi�cations

2006

• 87 employees.

• 8 certi�cations

2017

• 15 employees.

• Operations in of�ces in Lima.

• No certi�cations.

2001

• 90 employees.

• 8 certi�cations (currently applying for 

the 9th; organic certi�cation of Korea)

2018
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ver the past �ve years, beginning in 2014, we have been con-

secutively reporting on our environmental, economic and 

social performance through the elaboration of the Sustainability 

Report. This Report allows us to systematize all the activities that are 

carried out in the different areas of our company and, in addition, 

allows us to evaluate the necessary steps to continue improving.

Undoubtedly, it also gives us the opportunity to make the progress 

we undergo each year known to the world and demonstrate to our 

stakeholders that Peruvian Nature is committed to growing as a com-

pany in line with sustainable standards with great responsibility and 

impetus.

The Sustainability Reports are always prepared in strict alignment with 

the requirements of the GRI and are available on the website of this 

organization:

https://database.globalreporting.org/organizations/9589/

Our Sustainability Reports

O
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Maca | Maca

The Sustainable Development Goals (SDGs) represent a 

global initiative that includes the public and private sector, 

international organizations, civil society organizations and commu-

nities, within the framework of a series of goals that allow the world 

to improve substantially by 2030. Thus, 17 objectives were agreed 

upon and de�ned within the United Nations to improve the quality 

of life of communities and people around the world.

The SDGs are the result of extensive negotiations with the partici-

pation of multiple actors from a large number of sectors, including 

the business sector, therefore the participation of institutions and 

companies are key to achieving the scope of these objectives.

It is based on this premise that we have carried out the review of 

the Goals and conclude that Peruvian Nature contributes to the 

attainment of seven SDGs as follows:

Good health and wellbeing

From our supply of Super Foods, we are contributing to 

promoting the wellness of our consumers.

Our Super Foods are derived from 19 species of Peruvian 

biodiversity, 100% natural without additives, processed with tech-

nology that guarantees the maintenance of their properties and 

characteristics.

Gender equality
At Peruvian Nature, we are committed to providing equal 

opportunities to all employees regardless of gender, 

ideologies or other aspects outside the realm of the 

professional world. The hierarchy and assignment of 

positions are based on the performance, preparation, experience 

and merits that each employee has acquired.

We have 90 employees who enjoy all the bene�ts dictated by the 

law (60% women; 40% men). At Peruvian Nature, the positions of 

Management, Headquarters and Supervisors are shared equally 

between men and women (50-50%).

Our contribution to the United Nations
Sustainable Development Goals 

“Leading companies have been working hard for 
sustainability to take a central place in their 
corporate strategies, decision-making processes 
and governance. The SDGs provide us with a new 
vision that allows us to translate global needs and 
ambitions into business solutions.”

[World Business Council for
Sustainable Development]

1

GOOD HEALTH
AND WELLBEING 

2

GENDER
EQUALITY

T
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Decent work and economic growth 

At Peruvian Nature, we work responsibly to ensure that 

all our employees feel at ease and are committed to the 

company. We comply with Peru’s labor legislation, provi-

ding all due bene�ts, guaranteeing occupational health 

and safety, as well as providing various training opportunities and 

offering open communication channels so that we are made aware 

of their needs.

Likewise, we work transparently with our suppliers, seeking quality 

in products from the beginning of the supply chain, but also offe-

ring consensual negotiations so that bene�ts are equitable.

In the same way that Peruvian Nature has been growing, we have 

strengthened alliances with suppliers by contributing to the econo-

mic growth of the regions where we stock up on raw material.

Industry, innovation and infrastructure

We have developed new product presentations: 

purple corn powder drink and golden berry extract 

powder (tea). We participated in the Peruvian local fair 

"EXPOALIMENTARIA 2018", at the international level, 

and were very well received.

Our commitment is always to seek innovation to meet the 

demands of our customers, as well as to be prepared for new 

trends that are increasingly demanding in terms of quality, informa-

tion and presentation.

Responsible consumption and production

Our product supply is aimed at responsible consumers, 

who, in addition to taking care of their health and therefore 

seek our Super Foods, are also interested in provenance 

and sustainable processing. That is to say, our ingredients 

come from sustainable sources and that the production guarantees 

quality standards and social and environmental sustainability.

For that reason, our production, in addition to guaranteeing the quality 

of the products, is also carried out in a sustainable way that respects the 

environment. For example, we have an organic sterilization process 

entitled "Organic Sterilization System (OSS)”. OSS is a product treat-

ment system that uses steam and vacuum methods, which represent 

the natural, ef�cient, recognized and internationally accepted solution 

to decrease the microbial load.

In 2017, an energy matrix was installed by changing the use of LPG for 

natural gas, which helped reduce energy consumption by 40%, which 

also helped reduce CO2 emissions by 53%.

Undertake urgent measures to combat climate change 
and its impact.

Our main contribution has been to adopt clean develop-

ment mechanisms in our production to reduce emis-

sions, speci�cally, CO2 emissions.

Peruvian Nature has been using an energy matrix since 2017, which 

has allowed for reductions in energy consumption by 46% and has 

also helped reduce CO2 emissions by 43.11% when comparing 

2018 numbers with those from 2016.

Life and land

We are a company committed to our biodiversity, since it 

is the source of all our products.

Peruvian Nature does not carry out operations in areas of 

great biodiversity value since management is concentrated at the 

level of its facilities in Lima; however, it is important to point out that 

its main suppliers work in line with ef�cient and sustainable models 

in areas in which their operations do not impact the surrounding 

biodiversity.

We have organic certi�cations and ensure that our suppliers also 

obtain them. We have even supported some of our suppliers in the 

transition from conventional to organic crops to guarantee the 

supply in line with the same quality standards, but above all, being 

aware that above and beyond seals and certi�cations, the adop-

tion of good practices in the �eld contribute to the sustainability of 

the supply (soils for crops, or forests for collection products). 

Currently, our suppliers have 19,717 cultivated hectares with organic 

certi�cation in different products.

INDUSTRY,
INNOVATION AND
INFRASTRUCTURE

4

5

RESPONSIBLE
CONSUMPTION
AND PRODUCTION

6

CLIMATE
ACTION

7

LIFE AND
LAND

3

DECENT WORK
AND ECONOMIC
GROWTH
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2018
MILESTONES

1. Sistema Integrado de Información de Comercio Exterior – SIICEX: http://www.siicex.gob.pe/siicex/portal5ES.asp?
_page_=172.17100&_portletid_=sfichaproductoinit&scriptdo=cc_fp_init&pproducto

economic growth compared to 2017 and 68%, com-
pared to 2016.

Two new product presentations: purple corn powder 
drink and golden berry extract powder (tea).

We are a national leader in maca exports (Lepidium meyenii) 
reaching USD$ 2,278,319 and a 16% share among the entire 
group of companies exporting this product.

We participated in three new international fairs: CHOCOA – 
Netherlands; Worldfood Moscow – Russia; and SIAL Inter-
FOOD - France, achieving a total of 140 contacts and 6 new 
customers.

56% growth in customers compared to 2017.

10 new customers in 2018

Improvements in administration were made as a result of an 
evaluation of salary bands, which allowed us to optimize our 
organization chart, resulting in the creation of 15 new positions 
in the company.

21%

Camote | Sweet Potato
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Our 2018 Sustainability Report

Identifying material topic and coverage (GRI 103 -1)

We prepare the 2018 Report using the “Standards” methodology published by 

the GRI. Accordingly, the following stages have been carried out:

Stage 1: Identi�cation of economic, social and environmental impacts to 

determine their criticality.

To legitimize the Report, stakeholders (employees, customers, suppliers 

and support entities) were identi�ed and virtual surveys were prepared 

to de�ne the criticality of their expectations.

Stage 2: The prioritization of the aspects and issues of the business 

reached 23. Such aspects shall be called "materials" and the process for 

its de�nition shall be called "material topic ". (GRI 103-1)

The 23 aspects, which were identi�ed, are listed below:

1. Water and ef�uents

2. Biodiversity

3. Local communities

4. Environmental conformity

5. Economic performance

6. Diversity and equal opportunities

7. Ef�uents and waste

8. Emissions

9. Employment

10. Energy

11. Management approach

12. Human rights assessment

13. Indirect economic impacts

14. Freedom of association and collective bargaining

15. Management of labor relations

16. Marketing and labeling

17. Materials

18. Non-discrimination

19. Procurement practices 

20. Security practices

21. Market presence

22. Customer privacy

23. Customer health and security

Stage 3: The validation of the “material” aspects was carried out upon revision 

of the Material Matrix.

Stage 4: Information gathering to measure indicators and disclosure on mana-

gement approaches (DMA) to be included in the Sustainability Report for 

which information was requested from representatives of the following areas: 

Administration, Quality, Purchasing, Commercial, Production and Human 

Resources.

Stage 5: A �nal review of the Sustainability Report was carried out by the Gene-

ral Management vis-à-vis the content and by the Marketing Management for 

the approval of the layout and style of the document.

Figure 1: Peruvian Nature’s Material Topic Matrix 2018
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CORPORATE
MANAGEMENT (GRI 102-3, 102-5, 102-18 GRI 102-22) 

e are a Sociedad Anónima Cerrada (Closed Corporation) company 

under the General Companies Law (Law No. 26887). The sharehol-

ders are owners of the company through registered shares and their liability 

is limited to their contributions in the share capital. (GRI 102-5)

We carry out our operations in the district of Lurín, Lima, Peru, where the 

processing plant and the commercial and administrative of�ces are located. 

(GRI 102-3, GRI 102-4)

The company is led by the General Manager and the Assistant Manager. The 

areas have two managers, a Commercial Manager who is responsible for 

everything related to sales and marketing and an Operations Manager, who 

ensures the good performance of Production, Warehouse and Dispatches, 

along with Purchasing and Supply. The Administrative Area is led by the 

Head of Administration, Finance and Human Resources. (GRI 102-18, GRI 

102-19)

A Management Committee was created at the company �ve years ago. This 

Committee is made up of seven members (3 women and 4 men) who are 

responsible for de�ning annual objectives and propose improvements for 

the different areas over a given period.

Likewise, there is an Occupational Health and Safety Committee responsible 

for supervising and maintaining the occupational health and safety within the 

company, while the HACCP and BRC Committees are in charge of the Quali-

ty Management System led by the Quality Coordinator. (GRI 102-22)

Our organization (GRI 102 – 18) 

During 2018, positions were redistributed based on a transition from a 

vertical structure to a horizontal one. This change was made with the 

objective of transmitting, through the organizational chart, the organizatio-

nal culture of our company whereby employees have an open and 

horizontal communication amongst them, all the positions have equal 

importance in the impact they generate in the company. This approach 

re�ects that the area leaders work in tandem with their teams.

Likewise, the Restructuring of the Wage Bands was implemented, in line 

with Peruvian Regulation Law No. 30709. This law prohibits remuneration 

discrimination between men and women; resulting in the creation of 15 

new positions. These positions were the result of workload, specialization 

and career paths.

Information on the new positions can be found below:

1. ASSISTANT MANAGER:

In mid-2018, the position of Head of Assurance and Continuous Improve-

ment was changed to that of Assistant Manager, because the main 

responsibilities of the position were to be the immediate replacement 

when the General Manager was absent. These responsibilities are direct-

ly assigned by the General Manager and do not necessarily involve only 

the Assurance or Continuous Improvement Area.

W

2524
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e are a Sociedad Anónima Cerrada (Closed Corporation) company 

under the General Companies Law (Law No. 26887). The sharehol-

ders are owners of the company through registered shares and their liability 

is limited to their contributions in the share capital. (GRI 102-5)

We carry out our operations in the district of Lurín, Lima, Peru, where the 

processing plant and the commercial and administrative of�ces are located. 

(GRI 102-3, GRI 102-4)

The company is led by the General Manager and the Assistant Manager. The 

areas have two managers, a Commercial Manager who is responsible for 

everything related to sales and marketing and an Operations Manager, who 

ensures the good performance of Production, Warehouse and Dispatches, 

along with Purchasing and Supply. The Administrative Area is led by the 

Head of Administration, Finance and Human Resources. (GRI 102-18, GRI 

102-19)

A Management Committee was created at the company �ve years ago. This 

Committee is made up of seven members (3 women and 4 men) who are 

responsible for de�ning annual objectives and propose improvements for 

the different areas over a given period.

Likewise, there is an Occupational Health and Safety Committee responsible 

for supervising and maintaining the occupational health and safety within the 

company, while the HACCP and BRC Committees are in charge of the Quali-

ty Management System led by the Quality Coordinator. (GRI 102-22)

Our organization (GRI 102 – 18) 

During 2018, positions were redistributed based on a transition from a 

vertical structure to a horizontal one. This change was made with the 

objective of transmitting, through the organizational chart, the organizatio-

nal culture of our company whereby employees have an open and 

horizontal communication amongst them, all the positions have equal 

importance in the impact they generate in the company. This approach 

re�ects that the area leaders work in tandem with their teams.

Likewise, the Restructuring of the Wage Bands was implemented, in line 

with Peruvian Regulation Law No. 30709. This law prohibits remuneration 

discrimination between men and women; resulting in the creation of 15 

new positions. These positions were the result of workload, specialization 

and career paths.

Information on the new positions can be found below:

1. ASSISTANT MANAGER:

In mid-2018, the position of Head of Assurance and Continuous Improve-

ment was changed to that of Assistant Manager, because the main 

responsibilities of the position were to be the immediate replacement 

when the General Manager was absent. These responsibilities are direct-

ly assigned by the General Manager and do not necessarily involve only 

the Assurance or Continuous Improvement Area.

2. SALES MANAGER:

At the beginning of 2018, there was a need to create a more speci�c posi-

tion for the management of the sales team, adapting the pro�le of the 

Head of Commercial Strategy to that of Sales Manager.

3. SENIOR SALES REPRESENTATIVES:

The decision was made to weigh the level of experience, higher educa-

tion, strategic knowledge and skills of the sales staff where there was 

meritocratic differentiation and thus assign greater responsibilities and 

new challenges to those who occupied this new position.

4. SALES PRACTITIONER:

The new structure of the Sales Area helped distribute the tasks for each 

employee, but also identi�ed the need to have a person who, with basic 

knowledge of International Business, executes these tasks that would also 

complement his/her theoretical learning. Thus, a practitioner was neces-

sary for the Sales Area.

5. MARKETING ANALYST:

The Marketing Area was made up of the Marketing Manager and the 

Marketing Assistant. Throughout 2018, the Marketing Assistant assumed 

new challenges, obtaining signi�cant achievements. To allow the position 

to re�ect the importance of its new functions, the Marketing Analyst posi-

tion was created.

6. SPECIALIZED PRODUCTION OPERATORS, III, II Y I:

The classi�cation of Production Operators already existed; however, in 

the new organizational chart, we sought to make this division visible since 

- throughout 2018 - it became more noticeable by increasing the number 

of personnel that performed these functions.

7. MAINENANCE TECHNICIANS I, II – MAINTENANCE ASSISTANTS:

The Maintenance Area also underwent changes with its internal structure. 

Thus, the creation of two new positions: Maintenance Technician (levels I 

and II) are responsible for one shift each. The difference between the two 

is the level of experience and responsibilities; since the Level II Technician 

has to provide immediate support to his/her colleagues. Likewise, the 

position of Maintenance Assistant underwent modi�cations by assuming 

greater administrative responsibilities and having to provide immediate 

support to the Maintenance Supervisor leading the team.

8. OPERATIONS AND CONTINUOUS IMPROVEMENT ANALYST:

Throughout 2018, the Operations and Continuous Improvement Assistant 

assumed new challenges, obtaining signi�cant achievements. To allow the 

position to be aligned with the importance of its new functions, the posi-

tion of Operations and Continuous Improvement Analyst was created.

9. HEAD OF WAREHOUSE AND DISPATCHES:

The Logistics Area also underwent internal changes. Due to the level of 

complexity of the area, the decision was made to separate the Purchasing 

Sub Unit as a direct responsibility of the Operations Manager; while the 

sub units of Warehouses, Exports and Dispatch, were under the direct 

supervision of the former Chief of Logistics.

10. WAREHOUSE ASSISTANT:

Throughout 2018, the Specialized Warehouse Operator was assuming 

new challenges, obtaining signi�cant achievements. To allow the position 

to be aligned with the importance of its new functions, the position of 

Warehouse Assistant was created, whose responsibilities became more 

administrative and required direct support to the Analyst and the Ware-

house Manager.

11. SENIOR PROCUREMENT ANALYST AND SUPPLY ANALYST:

Once the Purchasing Sub Unit was separated from Logistics, a restructu-

ring took place with the former FIELD SUPPLY ANALYST becoming in 

charge with greater administrative functions. In the meantime, the position 
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e are a Sociedad Anónima Cerrada (Closed Corporation) company 

under the General Companies Law (Law No. 26887). The sharehol-

ders are owners of the company through registered shares and their liability 

is limited to their contributions in the share capital. (GRI 102-5)

We carry out our operations in the district of Lurín, Lima, Peru, where the 

processing plant and the commercial and administrative of�ces are located. 

(GRI 102-3, GRI 102-4)

The company is led by the General Manager and the Assistant Manager. The 

areas have two managers, a Commercial Manager who is responsible for 

everything related to sales and marketing and an Operations Manager, who 

ensures the good performance of Production, Warehouse and Dispatches, 

along with Purchasing and Supply. The Administrative Area is led by the 

Head of Administration, Finance and Human Resources. (GRI 102-18, GRI 

102-19)

A Management Committee was created at the company �ve years ago. This 

Committee is made up of seven members (3 women and 4 men) who are 

responsible for de�ning annual objectives and propose improvements for 

the different areas over a given period.

Likewise, there is an Occupational Health and Safety Committee responsible 

for supervising and maintaining the occupational health and safety within the 

company, while the HACCP and BRC Committees are in charge of the Quali-

ty Management System led by the Quality Coordinator. (GRI 102-22)

Our organization (GRI 102 – 18) 

During 2018, positions were redistributed based on a transition from a 

vertical structure to a horizontal one. This change was made with the 

objective of transmitting, through the organizational chart, the organizatio-

nal culture of our company whereby employees have an open and 

horizontal communication amongst them, all the positions have equal 

importance in the impact they generate in the company. This approach 

re�ects that the area leaders work in tandem with their teams.

Likewise, the Restructuring of the Wage Bands was implemented, in line 

with Peruvian Regulation Law No. 30709. This law prohibits remuneration 

discrimination between men and women; resulting in the creation of 15 

new positions. These positions were the result of workload, specialization 

and career paths.

Information on the new positions can be found below:

1. ASSISTANT MANAGER:

In mid-2018, the position of Head of Assurance and Continuous Improve-

ment was changed to that of Assistant Manager, because the main 

responsibilities of the position were to be the immediate replacement 

when the General Manager was absent. These responsibilities are direct-

ly assigned by the General Manager and do not necessarily involve only 

the Assurance or Continuous Improvement Area.

Gráfico N° 5. In accordance with the restructuring process, the following
organizational chart is currently being implemented:
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of Supply Analyst was created, which was �lled by the former Supply 

Assistant (exclusively managing the purchase of ingredients for internal 

use), and also by a new professional specialized in the �eld (speci�cally 

managing negotiations for the purchase of raw material).

12. EXPORT AND DISPATCH SUPERVISOR:

Due to the large workload of the Exports and Dispatches Sub Unit, there 

was a need to create a position responsible for permanently monitoring 

the export process. Also, the position was �lled by a professional with a 

high-level of experience.

13. LOGISTICS PRACTITIONER:

Through an agreement with the National Logistics Institute (INLOG), the 

position of Logistics Practitioner was created, which was �lled by a 

student from that institution so that, during the two years of practicum, she 

will have access to continuous and exclusive training at Peruvian Nature, 

to complement his theoretical learning. Also, during this �rst year of inter-

nship (2018), the practitioner learned, in depth, the scope of work of the 

Warehouse Sub Unit; also contributing to the company through an impro-

vement project to be implemented during the second year of the practi-

cum (2019).

14. HUMAN RESOURCES ANALYST:

Due to the growth in the number of Peruvian Nature staff, the need to 

manage the creation of a new position to directly support the Head of 

Human Resources was a must. This position was �lled by a professional 

who oversees the functions of Personnel Administration, Selection and 

Retention of Talent, Organizational Environment, Social Welfare, Payroll 

and Compensation.
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t Peruvian Nature, we have been working since 2018 to maintain our 
leadership as one of the main exporters of Super Foods. Thus, we 

undertake a Developmental Analysis of the market development on an 
annual basis to identify trends and prepare us for challenges.

The process of evaluating our economic performance is also a constant 
practice at Peruvian Nature. The Management Committee is responsible 
for the monthly evaluation of �nancial statements, as well as budgetary 
and production control. (GRI 201-2) It should be noted that in the event that 
�nancial risks exist, these are mitigated thanks to the �nancial entities with 
which we work.

The Economic Value Generated in 2018 represented a substantial growth 
of 21% with respect to the previous year, and of 68% with respect to 2016, 
due to the fact that new markets have been developed and the sale of 
products introduced in previous years has increased. As well, we have 
maintained our leadership in the sale of maca. (GRI 201 -1)

With respect to Payments to Governments, payments corresponding to 
SUNAT taxes (National Superintendence of Customs and Tax Administra-
tion) are included.

Regarding Community Investments, in 2018, the contribution made 
towards the organic certi�cation to cultivate lucuma (Pouteria lucuma) and 
to develop noni (Morinda citrifolia) in line with good agricultural practices 
are contemplated.

Products and Services (GRI 102-2)

As of 2018, we have 21 products on the market. However, some 
products, such as panca and mirasol peppers, dragon’s blood and 
caigua, were discontinued in 2018 due to the fact that their demand had 
diminished in 2017. 

A

With respect to Payments to Governments, 
payments corresponding to SUNAT taxes 

(National Superintendence of Customs
and Tax Administration) are included.

Economic
Performance 2016 2017 2018

Economic Value
Generated 4,409,191 6,083,043 7,389,355 

Revenue 4,409,191 6,083,043 7,389,355 
Economic Value

Distributed 4,389,948 5,651,783 7,202,080 

Operational Costs 3,183,996 4,367,317 5,453,303 
Salaries and

Employee Benefits 771,447 862,309 1,184,115 

Payments to
Capital Providers 345,087 388,761 416,942 

Payments to Governments 87,499 30,397 91,254
Community

Investments  1,918 3,000 56,465 

Economic
Value Retained  19,243 431,260 187,275 

Table 1.- Economic Value Generated, Distributed
and Retained by Peruvian Nature in 2017-2018 (US$)
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Table 2. List of Peruvian Nature products (2018)
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In addition, we created new presentations based on our current product 
portfolio. Thus, we managed to create the purple corn drink in powder 
form, which has the same ingredients, such as cinnamon, pineapple, and 
purple corn, among others. This product was launched with two presenta-
tions, one with sugar and the other without. Also, the tea (infusion) of 
golden berries was developed by combining the powdered extract of 
this product with hot or cold water. Both new presentations that represent 
the products we export, such as purple corn and golden berries, were 
presented locally at the Expoalimentaria 2018 Fair in Lima, Peru, and inter-
nationally at the SIAL Paris 2018 Fair.

In 2018, we produced 1,062,326 Kg of products at the plant, representing a 
growth of 26.32% when compared to the previous year. 

At Peruvian Nature, we carry out the heat treatment processes using OSS 
to reduce bacterial load, dehydration and grinding. We also offer product 
processing services that meet the requirements of its implemented quali-
ty system and its certi�cations; in other words, the processing of products 
containing allergens, gluten, pesticides, etc. is not accepted.

Our main brands include: Peruvian Nature, OSS and South Garden.

Main markets (GR102-6)

Our customers are characterized, for the most part, by large distributors and 
wholesalers of the sectors of natural ingredients and Super Foods across �ve 
continents. The United States and Korea are our main customers abroad, 
representing 23% and 20%, respectively, of total exports in 2018.

Figure 3.- Representation of sales by country
in percentages (2018)

With respect to sales by continents, America and Europe are where the majo-
rity of our customers are found, which is depicted in the following �gure:

Figure 4.- Percentage of sales by continent (2018)

# Raw Material Botanical Name Category Superfood Powder

Nibs/ 
Crushed/ 

Pieces / Tea 
cut

Whole
Oil / 

Concentrate 
Juice

Spray Dry/ 
Extract Kosher Organic Fair Choice

1 Maca Lepidium meyenii Roots & pods o o o o o o o

2 Yacon Smallanthus sonchifolius Roots & pods o o o o o o o

3 Sweet Potato Ipomea batatas Roots & pods o o o o

4 Mesquite Prosopis pallida Roots & pods o o o o

5 Tara Protein Caesalpinia spinosa Roots & pods o o    o

6 Golden Berry Physalis peruviana L. Fruits & vegetables o o o o o o o o o

7 Lucuma Pouteria lucuma Fruits & vegetables o o o o

8 Camu Camu Myrciaria dubia Fruits & vegetables o o o o o

9 Noni Morinda citrifolia Fruits & vegetables o o o o

10 Cat's Claw Uncaria tomentosa Medicinal herbs o o o o

11 Graviola Leaf Annona muricata Medicinal herbs o  o o

12 Stone Breaker Phyllanthus niruri Medicinal herbs o o

13 Chuchuhuasi Maytenus macrocarpa Medicinal herbs o o

14 Huanarpo Macho Jatropha macrantha Medicinal herbs o  

15 Purple Corn Zea mays Grains & seeds o o  o o o

16 Cacao Theobroma cacao L Grains & seeds o o o o o o

17 Quinoa Chenopodium quinoa Willd Grains & seeds o o o o

18 Amaranth Amaranthus caudatus L. Grains & seeds o o o o o

19 Cañihua Chenopodium pallidicaule Grains & seeds o o o o

20 Sacha Inchi Plukenetia volubilis Grains & seeds o o o o o

21 Maca / Cacao BLEND BLEND o o o o

PRODUCT LIST 2018

Percentage of sales per country

23% 

20% 

17% 

12% 

8% 

7% 

4% 
3% 2% 2% 2% 

44% 

24% 

30% 

2% 

America 

Asia 

Europe 

Africa 

Oceania 

Figure 2.- Evolución de la producción en cantidad (Kg)
entre 2016 al 2018
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Evolution of sales per country

Evolution of General Sales

In 2018, we had customers in 19 countries, 13 countries less than in 2017, when 
we had customers in 32 countries. However, sales increased in the following 
countries: Korea, Germany, Peru, France, The Netherlands and China.

Figure 5.- Evolution of sales per country between 2017 and 2018

Sales (GRI 201)

The revenues from the local and international sale of our portfolio reached US 
$ 6,886,616 in 2018, representing almost 100% of all revenues received. Sales 
also increased by 20% compared to the previous year. Sales for services 
(processing, export and sale of assets) reached US $ 5,589 or a 0.10% share of 
total revenues, having decreased by 77% compared to the previous year.

Figure 6.- Evolution of General Sales between 2016 and 2018

As of 2018, we remain the national export leader according to the Integra-
ted Foreign Trade Information System - SIICEX2 in maca (Lepidium meye-
nii) reaching US $ 2,278,319 and a 16% share among the entire group of 
companies exporting this product. This same year, there was a 10% 
decrease in total sales (US $) due to the rise in the price of maca, repre-
senting a less favorable scenario compared to 2017. However, in 2018, we 
sought to diversify, promoting other products and new presentations, 
which were introduced at various international fairs. Sales can be appre-
ciated in 2018. For example, the opportunity to introduce noni (Morinda 
citrifolia) to the market represented a large amount of sales (US $), maca 
represented 44% of total sales, followed by noni, representing 18% of 
total sales.

The sales of the sub-item ‘bark’ increased by 5% compared to the previous 
year, representing US $ 252,750, mainly due to the sale of cat's claw. In addi-
tion, sales of the sub-item ‘leaves’ increased by 16% (US $) compared to 
2017 for a total of US $ 152,172. It is important to highlight that sales of “Cacao” 
and “Grains” products decreased due to the rise in prices on the world 
market due to shortages in the African region. However, the product 
"golden berries" (Physalis peruviana) increased signi�cantly.

In the following �gures, we demonstrate the evolution of products with the 
best sales in 2017 and 2018. It is worth mentioning that the percentages 
shown are estimates only of the products in greatest demand and not of the 
total of products available at Peruvian Nature.

Figure 7.- Representation of most Commercialized
Products in percentages (2017) 

In 2017, the products in greatest demand were: maca, golden berries, camu 
camu, lucuma, sweet potato, yacon, barks (most predominantly cat’s claw) and 
cacao. Maca, golden berries and barks represent the products in greatest 
demand.

Figure 8.- Representation of most Commercialized Products
in percentages (2018)

In 2018, the best-selling products were: maca, noni, golden berries, yacon, camu 
camu, barks, cacao, lucuma and sweet potato; of which, maca, noni and golden 
berries were the most demanded products.

In terms of sales by quantity (Kg), in 2018, quantity reached 1,359,089 Kg, which 
represents a reduction of 27% with respect to the year before due to an increa-
se in prices in raw material on the market. Furthermore, this decrease affected 
the amount demanded by customers, yet thanks to the variety of products that 
were offered, sales were diversi�ed.

Marketing

In 2018, we completely relaunched our brand, which resulted in signi�cant chan-
ges at all levels. The new identity was fresher, according to global trends, the 
brand was visually uni�ed in all its digital platforms, as well as in printed mate-
rials.3

A new manageable website was launched with optimized functions that better 
meet the needs and requests of our prospective customers, sales representati-
ves and the marketing area. As a result, visits to the website and the response 
rate on mass messages that we sent to real and prospective customers were 
increased. With the relaunch, we managed to exceed a thousand followers 
both on Facebook and LinkedIn, thereby consolidating the digital community 
of the brand.

With respect to the presentation of our products, they all comply with the 
standards of information on their labels vis-a-vis ingredients, nutritional table 
and certi�cations. (GRI 417-1)

Business opportunities

An important pillar in terms of commercial strategy is the promotion of 
our products at trade fairs and trade missions organized around the 
world, in which we participate independently or thanks to the support of 
governmental entities or the private sector, mainly: Promperú, ADEX and 
the CCL ( Lima Chamber of Commerce).

Throughout 2018, we participated as exhibitors in 10 fairs, 9 international 
and 1 local, of which 3 were new: CHOCOA in The Netherlands, World-
food Moscow in Russia, and SIAL InterFOOD in France, resulting in a total 
of 140 new contacts from new fairs versus the previous year, of these, 6 
became new customers.

The fairs with the highest number of contacts were: The Expoalimentaria 2018 
that is held annually in Lima, and Natural Products Expo West 2018, one of the 
most important in this sector that takes place in Anaheim, USA. In the �rst fair, 
we made 202 contacts; while in the second, 117.

Most commercialized products in 2017

Most commercialized products in 2018

3. https://peruviannature.com/es/
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eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.

e comply with the provisions of the General Labor Law, provi-
ding our employees with all the necessary bene�ts, such as: 

vacations between 15 to 30 business days, CTS and bonuses in the months 
of July and December. (GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, the Minimum Vital Remuneration increased from 850 to 930 
nuevos soles. However, at Peruvian Nature, we had already established 
the increase of the minimum payment at 950 nuevos soles, which we main-
tain. (GRI 202-1)

Indirect Economic Impacts (GRI 203-2)

Under our vision and commitment to sustainable work and with a sense of 
responsibility towards nature and people, we identi�ed some indirect 
economic impacts resulting from our activities, mainly related to our 
procurement activities.

• We contributed with the increase of organic crops: we work with 
suppliers in the transition from conventional (non-organic) crops to 
organic crops and now we can quantify a total of 19,717 hectares of 
organic crops; which contribute to the conservation of soils, but - above 

all - to an awareness among producers to work with a focus on sustaina-
bility, as well as on business opportunities, since these products have a 
higher price in the market.

• We have increased the number of suppliers of four products: sweet 
potato, lucuma, maca and noni. Given that these products have been 
growing in demand, the need for more suppliers has increased, which 
creates opportunities for those who have the products and meet the 
standards we need. In our country, products and biodiversity are 
produced in areas stricken with poverty and extreme poverty rates, for 
example, maca is found in regions such as Junín and Huancavelica, 
where poverty rates are, according to INEI 2017, at 6, 5% and 10.2%, 
respectively. So having alternatives for the marketing of their products 
is an opportunity to increase family income.

• Through the alliance with the Food Bank of Peru, we deliver products 
that can no longer be marketed for different reasons to populations that 
need them most.

We think that it would be very interesting to ascertain the degree of our 
contribution to the economy of the areas where our suppliers are located. 
This is a pending task for Peruvian Nature.

W

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  
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eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.
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At Peruvian Nature, we process products derived from biodiversity, our 
raw material is composed of 100% pure material that can be organic or 
conventional. Maca (Lepidium meyenii) represents the highest acquisi-
tion volume (KG) with a 60% share of the total supply. It is followed by 
sweet potato (Ipomoea batatas) with 10%, and noni (Morinda citrifolia) 
reaching 8% in 2018. Noni was introduced in 2017. (GRI 301-1)

The following �gure shows the percentage reached by each of our 
products used as raw material.

Figure 9.- Participation in the provision (KG) of raw
materials by product (2018) 

The purchase of raw material is the one that has the greatest representa-
tion in terms of procurement materials. In 2018, it increased by 9.74%, with 

respect to the year before in terms of quantity in kilograms. The packa-
ging materials include bags and boxes, which have had an increase of 
44.04% compared to 2017. These increases respond to the increased 
demand for products, therefore, a greater number of packaging materials 
has also been required for shipments.

Figure 10.- Evolution of Purchase of Material
between 2016 and 2018

The transfer, storage and distribution procedures are carried out using 
other materials that, thanks to implementation of the material segregation 
system, recycled material rose to 10,492 kg in 2017 reaching a total of 
34,201 kg in 2018, with a greater amount of materials that are recycled, 
which mostly comprise cartons (20%), plastic bags (dirty-60% and 
clean-10%) and gallons or plastic cylinders (10%). (GRI 301-2)

Peruvian Nature raw material 11,,113344,,336699  

11,,996622,,446600  
22,,117744,,330000  

223344,,113333  334499,,991122  
662255,,333311  
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Raw material (Kg) Packaging material (Kg)

Purchase of material (Kg)

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  
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eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.

Energy (GRI 301-1, 301-4)

As of 2018, the ratio of electrical consumption (Kg produced by soles of 
electricity) increased by 3.23% (from US $ 48,779 to US $ 62,300). This is 
mainly due to the fact that we increased the production margin by 26.32%, 
which demands greater use of the machines and therefore of energy.

It is also clear that the effect of operating the machines generates energy 
peaks in some processes, for example, the spray mill with a HP of 110 
horsepower,thus the machine requires a great deal of energy when 
running.

We are exploring the possibility of introducing a system that controls the 
high energy variations that are generated when the machines are turned 
on and off, thus reducing the consumption of electrical energy without 
damaging our processes.

Figure 10.- Evolution of production ratio (Kg) per soles
of electricity (2016 – 2018)

Water and Effluents (GRI 303-1, 303-2, 303-3, 303-4, 303-5)

For the water supply that we use both at the plant and for consumption, 
we resort to the daily purchase of groundwater from a single supplier that 
meets the criteria, according to the Regulation of Water Quality for Human 
Consumption DS N ° 031- 2010-SA, such as: Authorization to Operate certi-
�ed by DIGESA, physical-chemical, microbiological and chlorine analysis 
by an accredited laboratory, and proof of disinfection of the truck tank. 
(GRI 303-1, 303-3)

We undertake measures taken in terms of the uni�cation of processes in 
the Production Area resulting in a reduction of the washing of machinery 
and thus an optimization in the use of water by processed volume and of 
the total groundwater supplied. We perform the optimization of 50 % in a 
cistern as “hard water” (untreated water) for cleaning production areas. 
The other 50% is directed to a cistern that is speci�cally used to treat rever-
se osmosis generating “soft water” (lower degree of salinity), which is in 
turn directed to the production areas. In the osmosis process, 20% water 
(“rejection water”) is lost, which is used in bathrooms, changing rooms 
and the footbath (boot cleaning) thanks to a specialized cistern that works 
using a pumping system. (GR 303-2, 303-5)

Due to the aforementioned actions, water consumption reached 7,788 m3, 
9% less than 2017 (8,561m3). As well, in 2018, we reduced the ratio of Kg 
produced per liter of water by 28.39% compared to the previous year. 
(GRI 303-5)

Regarding the ef�uents, we pass the SEDAPAL controls every year, whe-
reby an analysis is undertaken to determine that the quality is within the 
permissible physical-chemical parameters. (GRI 303-4) The very nature of 
the company's production facilitates that the mentioned permissible 
physical-chemical parameters are not exceeded, because the raw mate-
rial that enters the plant is only transformed in its pure form without 
adding any chemical element that can alter its organic load. However, 
there have been some noti�cations by SEDAPAL for exceeding the para-
meters of suspended solids, which we have been corrected by imple-
menting traps and a percolator. (GRI 302-2)

Evolution of energy consumption (2016-2018)
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we pass the SEDAPAL controls every year, 
whereby an analysis is undertaken to determine 

that the quality is within the permissible 
physical-chemical parameters.

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  
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eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.

t Peruvian Nature, we are aware of the importance that biodiversity 

represents within our business model, since we depend on the 

sustainability of the products we work with. There are 19 products of Peru-

vian biodiversity that we process to reach different markets, hence we 

always seek to ensure that the entire value chain of the company is sustai-

nable. (GRI 103 -2) None of our ingredients are listed as threatened 

species or are found on the IUCN red list. (GRI 304-4)

We acquire the majority of our products directly from producers, but in 

instances in which we do not, at a minimum, we guarantee that our 

suppliers maintain a direct relationship with the producers.

Below is a brief description of these value chains of products that had 

commercial signi�cance in 2018.

Value Chains (GRI 102-9)

1.- Value chains of maca (Lepidium meyenii)
Maca continues to represent more than half of the company's purchases 

(with reference to raw materials). Even in the face of the price increase 

and the decrease of offer, we were able to strengthen the commercial 

relationship with our suppliers, maintaining the volumes necessary to 

serve our customers at a competitive price, bene�tting all parties and 

maintaining our quality in the �nal product.

We have seven suppliers located in the Junín region, where crops of this 

product are concentrated nationwide, as well as in Huancavelica. In 2017, 

we implemented the Fair Choice standard in collaboration with them. 

And in 2018, we reinforced awareness among the �eld producers about 

not allowing child labor practices. We then followed up with our commit-

ment to providing the same job opportunities to all despite race or sex. 

which we corroborate with the supplier upon the delivery of every 

product. In the same way, we carry out our negotiations respecting the 

market price at the time of the transaction and being transparent about 

information on the foreign market. This is why suppliers feel loyalty to the 

company and continue to supply us.

Once the product arrives at the Lima plant, the secondary transformation 

is carried out, including activities, such as washing, disinfection, cutting, 

drying, spraying and packaging. Subsequently, the product is transfor-

med into various presentations and/or types of product: powder, gelati-

nized OSS powder, HP-high potency or extracts and then sold nationally 

and, mainly, internationally.

It is important to highlight that an outsourced storage area is maintained in 

Huancayo with a company quali�ed to store maca and thus, this product 

is available all year round thanks to its transformation and dispatch in port 

protecting it from the characteristic humidity of Lima.

2.- Value chain of noni (Morinda citrifolia)
This product had a notable increase in demand from the Asian market. 

This led us to seek supply sources in areas where, years ago, the crop had 

been massively managed. Being a conventional (non-organic) fruit crop, 

we were able to locate established plantations that were reactivated at 

the productive level and thus meet the demand.

We have supply sources from the regions of the Amazonas and Pucallpa, 

where we have six producers whom we have provided guidance in 

primary processing (artisanal drying) to make more ef�cient use of the 

product's shelf life, avoid waste and manage the processing in a timely 

manner.

3.- Value chain of lúcuma (Pouteria lúcuma)
This product comes from suppliers in the Ancash 

and Ayacucho regions. While the organic certi�ca-

tion project continues its �eld conversion process, 

Peruvian Nature is currently establishing traceability 

control patterns with the suppliers. This allows us to 

reduce product rejections due to molecular conta-

mination not permissible in organic farming. Likewi-

se, we managed to direct the supply to the primary 

process product (chopped) and not as a �nished product (powder). This 

lets us have total control over the processes (temperatures, humidity, 

packaging, etc.) and thus allow us to guarantee the safety and quality of 

the product.

4.- Value chains of sweet potato (Ipomea batatas)
We purchase sweet potato from producers located in North Chico 

(Barranca and Huaral). Sweet potato enters the plant as raw material, like 

all the products that are processed in the plant, under previously establi-

shed quality and physical parameters, which include optimum size, 

characteristic color of the variety, optimum maturity. At this stage, the 

sweet potato is washed, cut, dried, sprayed and packaged under standar-

dized parameters that allow it to maintain the external characteristic quali-

ties of the product: aroma and color.

Sweet potato is basically aimed to meet the demand of markets and 

supermarkets, which set prices according to the best sizes they can 

obtain. In our case, being a product that we are going to grind, size is not 

a limitation. Hence, we work with the product as a whole, while all the 

while maintaining its quality.

5.- Other value chains

As for tara (Caesalpinia spinosa), we continue to 

work with a strategic partner that processes the tara 

protein in order to take advantage of the desired 

protein under the powder presentation, which is 

characterized by a neutral and colorless �avour that 

makes it easily applicable to various types of formu-

lations. This allied company has its own certi�ed 

organic �elds, located in the border area of Cajamarca and La Libertad, 

from which the raw material is supplied, which is subsequently processed 

through its plant in Lima and thus provide the �nal product to to our com-

pany.

With respect to cacao (Theobroma cacao), we increased suppliers in the 

San Martin region.

A

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  
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Noni | Noni

eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.

t Peruvian Nature, we are aware of the importance that biodiversity 

represents within our business model, since we depend on the 

sustainability of the products we work with. There are 19 products of Peru-

vian biodiversity that we process to reach different markets, hence we 

always seek to ensure that the entire value chain of the company is sustai-

nable. (GRI 103 -2) None of our ingredients are listed as threatened 

species or are found on the IUCN red list. (GRI 304-4)

We acquire the majority of our products directly from producers, but in 

instances in which we do not, at a minimum, we guarantee that our 

suppliers maintain a direct relationship with the producers.

Below is a brief description of these value chains of products that had 

commercial signi�cance in 2018.

Value Chains (GRI 102-9)

1.- Value chains of maca (Lepidium meyenii)
Maca continues to represent more than half of the company's purchases 

(with reference to raw materials). Even in the face of the price increase 

and the decrease of offer, we were able to strengthen the commercial 

relationship with our suppliers, maintaining the volumes necessary to 

serve our customers at a competitive price, bene�tting all parties and 

maintaining our quality in the �nal product.

We have seven suppliers located in the Junín region, where crops of this 

product are concentrated nationwide, as well as in Huancavelica. In 2017, 

we implemented the Fair Choice standard in collaboration with them. 

And in 2018, we reinforced awareness among the �eld producers about 

not allowing child labor practices. We then followed up with our commit-

ment to providing the same job opportunities to all despite race or sex. 

which we corroborate with the supplier upon the delivery of every 

product. In the same way, we carry out our negotiations respecting the 

market price at the time of the transaction and being transparent about 

information on the foreign market. This is why suppliers feel loyalty to the 

company and continue to supply us.

Once the product arrives at the Lima plant, the secondary transformation 

is carried out, including activities, such as washing, disinfection, cutting, 

drying, spraying and packaging. Subsequently, the product is transfor-

med into various presentations and/or types of product: powder, gelati-

nized OSS powder, HP-high potency or extracts and then sold nationally 

and, mainly, internationally.

It is important to highlight that an outsourced storage area is maintained in 

Huancayo with a company quali�ed to store maca and thus, this product 

is available all year round thanks to its transformation and dispatch in port 

protecting it from the characteristic humidity of Lima.

2.- Value chain of noni (Morinda citrifolia)
This product had a notable increase in demand from the Asian market. 

This led us to seek supply sources in areas where, years ago, the crop had 

been massively managed. Being a conventional (non-organic) fruit crop, 

we were able to locate established plantations that were reactivated at 

the productive level and thus meet the demand.

We have supply sources from the regions of the Amazonas and Pucallpa, 

where we have six producers whom we have provided guidance in 

primary processing (artisanal drying) to make more ef�cient use of the 

product's shelf life, avoid waste and manage the processing in a timely 

manner.

3.- Value chain of lúcuma (Pouteria lúcuma)
This product comes from suppliers in the Ancash 

and Ayacucho regions. While the organic certi�ca-

tion project continues its �eld conversion process, 

Peruvian Nature is currently establishing traceability 

control patterns with the suppliers. This allows us to 

reduce product rejections due to molecular conta-

mination not permissible in organic farming. Likewi-

se, we managed to direct the supply to the primary 

process product (chopped) and not as a �nished product (powder). This 

lets us have total control over the processes (temperatures, humidity, 

packaging, etc.) and thus allow us to guarantee the safety and quality of 

the product.

4.- Value chains of sweet potato (Ipomea batatas)
We purchase sweet potato from producers located in North Chico 

(Barranca and Huaral). Sweet potato enters the plant as raw material, like 

all the products that are processed in the plant, under previously establi-

shed quality and physical parameters, which include optimum size, 

characteristic color of the variety, optimum maturity. At this stage, the 

sweet potato is washed, cut, dried, sprayed and packaged under standar-

dized parameters that allow it to maintain the external characteristic quali-

ties of the product: aroma and color.

Sweet potato is basically aimed to meet the demand of markets and 

supermarkets, which set prices according to the best sizes they can 

obtain. In our case, being a product that we are going to grind, size is not 

a limitation. Hence, we work with the product as a whole, while all the 

while maintaining its quality.

5.- Other value chains

As for tara (Caesalpinia spinosa), we continue to 

work with a strategic partner that processes the tara 

protein in order to take advantage of the desired 

protein under the powder presentation, which is 

characterized by a neutral and colorless �avour that 

makes it easily applicable to various types of formu-

lations. This allied company has its own certi�ed 

organic �elds, located in the border area of Cajamarca and La Libertad, 

from which the raw material is supplied, which is subsequently processed 

through its plant in Lima and thus provide the �nal product to to our com-

pany.

With respect to cacao (Theobroma cacao), we increased suppliers in the 

San Martin region.

We are aware of the 
importance that 

biodiversity represents 
within our business model, 

since we depend on the 
sustainability of the 

products we work with.

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  
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eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.

We have 36 suppliers of raw material located in different regions of the 
country. There are three more regions than there were in 2017. (GRI 103, 
308-1, GRI 413-1)

Figure 11.- Location of the supply areas
of the main products (2018)

Table 2.- Supply dynamics of the main value chains 
between 2017 and 2018

We have two fundamental policies to ensure the quality of purchased 
materials and delivered products, and to promote social welfare both 
internally and along the various value chains: a) Safety and Innocuous-
ness; and b) Social Responsibility.

a) The Safety and Innocuousness Policy ensures the safety of the 
supply, such as the use of chemical elements and toxic substances. 
To guarantee this, the suppliers sign an af�davit guaranteeing their 
commitment to maintain the production and transformation proces-
ses under safety and organic standards. The statements are 
renewed once a year with each supplier or must be signed prior to 
the beginning of its operations with the company, in the event the 
supplier is new. (GRI 308-1)

b) The Social Responsibility Policy requires all types of suppliers to prohi-
bit all child exploitation and forced labour through the signing of a 
Sworn Declaration, taking into account that these scenarios are more 
frequent in the Peruvian highlands and jungle. (GRI 308-1, 408-1, 409-1)

Most of our suppliers are organic, as shown in the �gure below, they 
represent 50% and 5% of those who have organic and organic certi�ca-
tions, plus Fair Choice, respectively, 45% are suppliers of conventional raw 
materials. However, it is worth clarifying that we constantly work with 
suppliers to adapt sustainable practices and progressively achieve orga-
nic certi�cation. (GRI 103, 308-1)

Maca (Lepidium meyenii)

Noni (Morinda citrifolia)

Cacao (Theobroma cacao)

Lucuma (Pouteria lucuma)

Tara (Caesalpina spinosa)

Sweet potato (Ipomea batatas)

Value
Chain  

Number of
suppliers 

 Supply
areas 

 

2017  2018  2017  2018  
Maca  12 7 Junín Junín - Huancavelica

 Cacao  1 4 San Martín San Martín 
Lúcuma  4 3 Ayacucho Ayacucho - Ancash

 Noni  3 6 Amazonas - Pucallpa Amazonas - Pucallpa
Tara  0 1 Lima Cajamarca
Sweet Potato 1 2 Barranca Barranca -Huaral

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  
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eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.

Figure 12.- Types of raw material suppliers

.............

It is worth mentioning that the cultivated areas with organic certi�cation 
represent a total of 19,717 hectares; 58% more than in 2017, which had 
12,518.5 hectares. The products that, by 2018, had increased their certi�ed 
hectares are: cacao, quinoa and tara, with cacao in the lead, followed by 
tara that progressed from zero certi�ed hectares to 100 from one year to 
the next.

Figure 13.- Variation of hectares
of organic crop per product

Voluntary Standards 

Our offer is based on compliance with national and international stan-
dards, but we also set additional standards with the commitment of offe-
ring products with the highest quality and, at the same time, conveying 
the message of awareness and respect towards all the links of our value 
chain ranging from the ecosystem where the raw material is obtained to 
commercialization. Therefore, we have several voluntary certi�cations:

Quality
BRC FOOD certi�cated, HACCP and BPM
Organic
USDA, JAS and UE
Others
Fair Choice and Kosher

Emissions (GRI 305-1, 305-5)

In 2017, we changed the energy matrix (from LPG to GN) with the 
process reaching an optimal level in May of that year. Since then, the 
company has decreased the consumption of LPG fuel by 99.9% using 
more GN (10.18%), which is a less contaminating fuel and, above all, 
emits less CO2.

In 2018, we emitted 74.52 tons of CO2, 20.19% more than 2017, basically 
due to the increase in production in kilos that took place during 2018. 
Which, as mentioned in the Products and Services Section, increased by 
26.32% compared to 2017, so fuel use has also increased proportionally.

However, it is important to mention that - compared to 2016 - we have 
decreased 43.11% of CO2 emissions thanks to the change in the energy 
matrix, which in turn has saved us 21% in fuel costs compared to the 
previous year.

Figure 14.- Variation in the Use of Fuels and Emissions 
between 2017 and 2018

Effluents and Residues (Gri 306-1, 306-2, 306-3, 306-4)

Our material management in 2018 improved with the implementation of 
a segregation system to classify, quantify and dispose of a solid waste 
collection area (both recyclable and non-recyclable) as part of the 
requirements of the BRC criteria. Currently, both types of waste had 
been segregated and marketed by a Solid Waste Services Provider 
Company (EPS-RS) authorized by DIGESA, which is responsible for both 
activities. (GRI 103)

The following table shows the types of waste and the disposal assigned 
to them according to the company's segregation system:

Table 3.- Classification of solid waste according
to 2018 segregation system

The waste produced is classi�ed as dangerous and non-hazardous; non-ha-
zardous waste is selected as recyclable or non-recyclable waste. Recycla-
ble waste has reached a total of 34,201 kg (2018), mostly comprised of card-
board (20%), plastic bags (dirty-60% and clean-10%) and plastic gallons or 
cylinders (10%).

As for the segregation of non-recyclable waste, they consist of contamina-
ted organic waste from the soil and those from the baths reaching a weight 
of 21,840 kg. Once segregated by the EPS-RS, they are transferred to the 
respective sanitary land�ll.

Environmental Conformity (GRI 307-1)

Based on the aforementioned, Peruvian Nature has not incurred penalties, 
�nes or serious offenses due to environmental matters.

Our commitment is to continue working in this area and therefore, we 
strive to permanently improve processes throughout the company's 
value chain.

We have 36 suppliers of raw material located in different regions of the 
country. There are three more regions than there were in 2017. (GRI 103, 
308-1, GRI 413-1)

Figure 11.- Location of the supply areas
of the main products (2018)

Table 2.- Supply dynamics of the main value chains 
between 2017 and 2018

We have two fundamental policies to ensure the quality of purchased 
materials and delivered products, and to promote social welfare both 
internally and along the various value chains: a) Safety and Innocuous-
ness; and b) Social Responsibility.

a) The Safety and Innocuousness Policy ensures the safety of the 
supply, such as the use of chemical elements and toxic substances. 
To guarantee this, the suppliers sign an af�davit guaranteeing their 
commitment to maintain the production and transformation proces-
ses under safety and organic standards. The statements are 
renewed once a year with each supplier or must be signed prior to 
the beginning of its operations with the company, in the event the 
supplier is new. (GRI 308-1)

b) The Social Responsibility Policy requires all types of suppliers to prohi-
bit all child exploitation and forced labour through the signing of a 
Sworn Declaration, taking into account that these scenarios are more 
frequent in the Peruvian highlands and jungle. (GRI 308-1, 408-1, 409-1)

Most of our suppliers are organic, as shown in the �gure below, they 
represent 50% and 5% of those who have organic and organic certi�ca-
tions, plus Fair Choice, respectively, 45% are suppliers of conventional raw 
materials. However, it is worth clarifying that we constantly work with 
suppliers to adapt sustainable practices and progressively achieve orga-
nic certi�cation. (GRI 103, 308-1)
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DESCRIPTION COLOR COMERCIALIZABLE DISPOSICIÓN 
PAPER AND

CARDBOARD YES Recycling 

PLASTIC YES Recycling 

GLASS YES Recycling 

METALS YES Recycling 

ORGANICS NO Landfill  
GENERAL NO Landfill  

DANGEROUS NO Landfill  

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  
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EMPLOYMENT (GRI 401-1, 401-2, 401-3)

Our Hiring Policy
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eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.

P

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  
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4. The percentage of rotation is estimated using the KPI formula, the quality resulting from the division of the 
total number of dismissals among the total number of employees.

eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.

2018 2017 

TOTAL PERUVIAN NATURE 2018 75% TOTAL PERUVIAN NATURE 2018 116% 

ADMINISTRATIVE EMPLOYEES 22% ADMINISTRATIVE EMPLOYEES 18% 

TECHNICAL OPERATORS 118% TECHNICAL OPERATORS 170% 

Table 4.- Percentages of the company's general rotation in 2017 and 2018

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  
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eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  
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eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  

Proportion of Gender of Employees

MEN WOMEN

60% 40% 

STAFF CHARACTERISTICS

LEVELS
 % 

SEX AGE

F % M % -30  % 30-50 % +50 % 
MANAGEMENT 2 2.3 1 1.6 1 3 0 0 2 5 0 0 

HEADS 6 6.7 3 5.2 3 8.3 0 0 3 7.5 3 42.8 

SUPERVISORS 4 4.5 2 3.2 2 5.5 1 2.4 3 7.5 0 0 

ANALYSTS 16 17.7 11 20 5 13.8 9 20.9 7 17.5 0 0 

ASSISTANTS 13 14.4 6 11 7 19.4 10 23.4 3 7.5 0 0 

TECHNICIANS 49 54.4 32 59 18 50 23 53.3 22 55 4 57.2 
TOTAL 90 100%  54 100% 36 100% 43 100% 40 100%  7 100% 
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eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  

Figure 16.- Percentage of employees
per company levels (2018)

As for the distribution of employees in the different areas, in 2018, we 
have, as in previous years, a greater number of employees in the Produc-
tion Area with technicians representing 54% of the company's total 
number of employees, of which, the majority are women. The next level 
with the highest number of employees is that of Analysts who represent 
18% and who are mostly women, followed by Assistants, with 14%, who 
are represented mostly by men. The positions of Management, Heads 
and Supervisors, have an equal proportion of men and women occup-
ying these positions. (GRI 405-1)

Figure 17.- Gender distribution according to position (2018)

As for the ages of our employees, the majority are under 30 and are distributed 
among the positions of Analysts, Assistants and – mostly - Technicians. Emplo-
yees between the ages of 30 and 50 are distributed in all positions of the 
company and those who are over 50 occupy positions of Heads and Techni-
cians (3 and 4, respectively). As we mentioned in the Bene�ts and Incentives 
Section, all our employees enjoy work bene�ts and minimum salary at the 
company, which is higher than that required by law. (GRI 405-2)

Figure 18.- Distribution of employees
by Age Range 2018

Customer Health and Safety (GRI 416)

In 2018, we worked according to the criteria of the British Retail Consor-
tium - BRC. The BRC standard contains all the guidelines that allow the 
manufacture of safe food products and their quality management to meet 
customer requirements. In this way, a quality system that frames criteria of 
safety, quality, legality and consumer protection is guaranteed, which 
naturally offers greater security to its customers who consider this certi�ca-
tion as a purchase requirement today. (GRI- 103, 416)

In parallel, for the purpose of maintaining the safety of our products and 
thus guaranteeing the health of our customers, samples of each batch are 
made based on the guidelines of ISO 2859 with an in-house laboratory 
and subsequently with an external laboratory accredited with ISO 17025 
to validate results. Additionally, random reviews are carried out with 

external laboratories that allow us to constantly verify the results obtained 
internally in the case of microbiological analysis. In addition to validating 
the safety of the products, DIGESA carries out sporadic inspections in the 
selection and cleaning processes. (GRI 416-1)

Regarding organic products, pesticide analyzes are also carried out in 
two accredited international laboratories for all the raw material that 
enters the plant, which must a priori comply with the purchasing and quali-
ty procedures.

All customer complaints are handled according to the corrective and 
preventive action procedure, in which the cause of the claim is determi-
ned through a root cause analysis and in the event the case proceeds, 
corrective actions are taken. (GRI 416-2)

Customer Privacy (GRI 418)

To maintain the privacy of our customers, at Peruvian Nature, we strictly 
review all of�cial communication of an informative, educational, and 
promotional nature (results and technical information) through the exter-
nal legal department and quality assurance department, before being 
published to avoid all negative impact on the company and its stakehol-
der groups.

We also ensure that all information published on any platform, such as 
Facebook, LinkedIn or mass messaging conforms to current privacy regu-
lations. Likewise, the information obtained from both customers and new 
prospects is not disseminated or shared, but rather, it is only used interna-
lly for prospective sales and to establish business relationships.

We have not submitted any customer privacy claims and - much less - 
complaints related to privacy breaches, customer data leaks, unfair com-
petition, monopolistic practices or against free competition, or related to 
information issued by the company. (GRI, 418-1, 206-1)
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eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  

GRI CONTENT  PAGE Nº. IN DOCUMENT

GRI 102  General disclosures   

102-1 Name of the organization 

102-2 Activities, brands, products and services  

102-3 Location of headquarters 

102-4 Location of operations  

102-5 Ownership and legal form  

102-6 Markets served  

102-7 Scale of the organization  

102-8 Information on employees  

102-9 Supply chain  

102-16 Values, principles, standards and norms of behavior  

102-18 Governance structure  

102-35 Remuneration policies  

102-40 List of stakeholder groups  

102-42 Identifying and selecting stakeholders  
102-46 Defining report content and topic Boundaries  

102-47 List of material topics  

102-48 Restatements of information 

102-53 Contact point for questions regarding the report  

102-54 Claims of reporting in accordance with the GRI Standards  

102-56 External assurance  

GRI 103  Management approach 

103-1 Explanation of the material topic and its boundary 

103-2 The management approach and its components 
GRI 201  Economic performance  

201-1 Direct economic value generated and distributed   

201-2 Financial implications and other risks and opportunities due to climate change 
GRI 202  Market presenceado  

202-1 Ratios of standard entry level wage by gender compared to local minimum wage  

GRI 203  Indirect economic impacts  

203-2 Significant indirect economic impacts  

GRI 204  Procurement practices  

206-1 Legal actions for anti-competitive behavior, anti-trust, and monopoly practices
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eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  

GRI CONTENT  PAGE Nº. IN DOCUMENT

 

 

 

 

 

  GRI 403 Occupational Health and Safety- GRI103 

403-1 Occupational health and safety management system  
403-2 Hazard identification, risk assessment, and incident investigation  
403-3 Occupational health services  

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

403-5 Worker training on occupational health and safety  
403-6 Promotion of worker health  
403-7

 
Prevention and mitigation of occupational health and safety impacts
directly linked by business relationships

403-8 Workers covered by an occupational health and safety management system 
 403-9 Work-related injuries  

403-10 Work-related ill health  

GRI 405 Diversity and equal opportunity - GRI103   

405-1 Diversity of governance bodies and employees  

405-2 Ratio of basic salary and remuneration of women to men  

GRI 406 Non-discrimination - GRI103 

406-1 Incidents of discrimination and corrective actions taken  

GRI 407 Freedom of Association and Collective Bargaining - GRI103  

407-1 Operations and suppliers in which the right to freedom of association and collective bargaining may be at risk 
 

GRI 408 Child labor - GRI103  

408-1 Operations and suppliers at significant risk for incidents of child labor 
 

GRI 409 Forced labor - GRI103  
409-1 Operations and suppliers at significant risk for incidents of forced or compulsory labor 

 
GRI 410 Security practices - GRI103
GRI 413 Local communities - GRI103

413-1 413-1 Operations with local community engagement, impact assessments, and development programs 

GRI 416 Customer health and safety - GRI103

416-1 Assessment of the health and safety impacts of product and service categories 

416-2 Incidents of non-compliance concerning the health and safety impacts of products and services

GRI 417 Marketing and labeling - GRI103

GRI 418 Customer privacy - GRI103

418-1 Substantiated complaints regarding concerning breaches of customer privacy and losses of customer data

GRI CONTENT  PAGE Nº. IN DOCUMENT

 

 

 

 

 

 301-1 Materials used by weight or volume  

301-2 Recycled input materials used 

GRI 302 Energy - GRI103

302-4 Reduction of energy consumption  
302-5 Reductions in energy requirements of products and services  

GRI 303 Water and effluents  
303-1 Interactions with water as a shared resource  

303-2 Management of water discharge related impacts  

303-3 Water withdrawal  

303-4 Water withdrawal 

303-5 Water consumption 

GRI 304 Biodiversity  
304-2 Significant impacts of activities, products, and services on biodiversity 
304-4 IUCN Red List species and national conservation list species with habitats in areas affected by operations

GRI 305 Emissions 

305-1 Direct (Scope 1) GHG emissions 

305-5 Reduction of GHG emission  

GRI 306 Effluents and waste - GRI103  

306-1 Water discharge by quality and destination  

306-2 Waste by type and disposal method  

306-3 Significant spills  

306-4 Transport of hazardous waste  

GRI 307 Environmental compliance - GRI103  

307-1 Non-compliance with environmental laws and regulations 

GRI 308 Supplier environmental assessment - GRI103 
308-1

 
New suppliers that were screened using environmental criteria

 GRI 401 Employment - GRI103 

401-1 New employee hires and employee turnover  
401-2 Benefits provided to full-time employees that are not provided to temporary or part-time employees

 
401-3 Parental leave  

GRI 402 Labor/management relations - GRI103  

402-1 Minimum notice periods regarding operational changes 
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eruvian Nature maintains three contracting modalities: contracts for 
speci�c time periods, stable and honorary fees.

1. Contracts for a speci�c period of time represent the largest number of 
employees in the company with 61 (70%) of a total of 87 employees and 
is measured in months (from three to 12 months) with option of renewal.

2. Stable contracts, which are used in the case of three years of constant 
renewal until its completion at the time of retirement, which represents 
26% (23 employees).

3. Honorary fees (fourth category) used to pay consultants to carry out 
speci�c work (4%).

The Peruvian Nature Code of Ethics, implemented in 2014, re�ects the 
commitment to strictly prohibit all child exploitation, forced labor, threat, 
coercion, harassment, abuse and violence, both in the workplace and in 
any other scenario that may compromise the organization. (GRI 103, GRI 
408, GRI 409).

The minimum age in which an employee may be hired is 18 years (veri�ed 
with the identi�cation document). In addition to the following require-
ments: 1. Police background, 2. Updated CV, 3. Copy of ID, 4. Copy of right 
holders (identi�cation document of underage children), 5. Copy of water 
or electricity bill, 6. Opening of a salary account, 7. Health card for food 
handling (only for production, storage and cleaning operators) and admi-
nistrative workers who have direct contact with the product).

There is no collective agreement, however, the “free association” and 
collective bargaining status is allowed as an open-door policy under 
strict rejection in the application of reprisals or hostile actions. (GRI 103, 
GRI 407)

Benefits and incentives

We comply with the provisions of the General Labor Law, providing our 
employees with all the due bene�ts, such as vacations between 15 to 30 
working days, CTS and bonuses in the months of July and December. 
(GRI - 103)

Since 2017, all our employees receive fees above the minimum salary. In 
April 2018, we increased the Minimum Vital Remuneration from 850 to 930 
nuevos soles, yet at Peruvian Nature, we had already established the 
increase of the minimum payment to 950 nuevos soles, which we continue 
to maintain.

When our employees carry out their work by performing additional hours 
of work, they are compensated according to the Internal Regulations, 
which contain the chapter entitled “Overtime Work” (chapters 36 to 43), 
which cover the provisions regulating after-hours or exceeding eight 
hours a day.

Additionally, there are performance bonuses for employees who meet 
the objectives de�ned each year; for example, in terms of sales, producti-
vity, and energy ef�ciency.

In the sales area, the scales of quotas for sales commissions were imple-
mented during 2018 with the aim of promoting the work of salespersons 
with less “get up and go” and instilling a “win-win” strategy to both the 
company in general and to the employees from this section. Ergo, they 
are assigned 90% of the monthly installment and, each quarter, the remai-
ning 10%, but if they exceed the sales, their quota is assigned an additio-
nal 3% to 5%. This has resulted in – by the end of 2018 - salespersons 
showing more agility and creativity in their work.

Turnover (GRI 401-1)

At the company, we still have high turnover rates4, especially among tech-
nical operators who are the ones who make the biggest changes during 
the year. However, and as can be seen in the table below, we have impro-
ved in terms of turnover rates compared to 2017. During 2018, we had a 
75% turnover rate, 41% less than in 2017. Operators' rotation decreased by 
52%, going from 170% in 2017 to 118% in 2018. As for the employees 
working in administration, the turnover rate increased by 2%, from 18% in 
2017 to 22% in 2018.

Of a total of 60 technical operators, of which 70% left the company by their 
own choice, 44 of them (73.3%) were under 30 years of age and mostly 
women.

In the administrative area, there were seven employees who left the com-
pany, of which 43% retired by choosing to resign, four of them (57.1%) 
were under 30 years old and were mostly men.

Parental leave (GRI 401-3)

According to the law, “pregnant women workers are entitled to 49 days 
of prenatal rest and 49 days of post natal rest. Additionally, in the case of 
male employees, they can take 4 days of parental leave.”

At PN, we comply with labor legislation and provide parental leave 
when appropriate. In 2018, 8 employees bene�ted from this (5 women 
and 3 men).

Management of Labor Relations (GRI 402-1)

Peruvian Nature maintains the evaluations for competencies and for the 
ful�llment of objectives in order to measure employees’ work performan-
ce, thus seeking strategies to foster a work environment full of motivation 
and professional satisfaction. The competency evaluations are accessible 
to 100% of employees unlike the evaluations by objectives, which are 
only aimed at employees of the various areas, which have reached their 
set goals each year.

In this way, the heads of each area carry out a monitoring exercise three 
times a year to gauge the degree of ful�llment of these objectives. In 
December, it is possible to know if the objectives were achieved or not. If 
so, a performance bonus in the form of remuneration will be granted. 
These goals are set at the beginning of each year and must be aligned to 
the general goals of the company.

In 2018, the following practices were implemented to improve the work 
environment:

1. An HR Analyst was hired who will carry out all the HR functions together 
with the head of the HR Department in order to provide greater 
support to employees.

2. The incentives for company personnel were signi�cantly improved: 
BENEFITS VOUCHERS (movie coupons and movie combos, restaurants, 
spare hours, birthdays, sports and health).

3. THE COLLABORATOR OF THE MONTH was implemented. A recognition 
given to between four to six employees from different areas that stand 
out in their work and who had no delays or faults. They are given a Plaza 
Vea (supermarket) gift card.

4. The MONTHLY BULLETIN was implemented. A virtual and physical �yer 
where important events of the month were showcased (birthdays, anni-
versaries, news of achievements of the company or employees, fairs).

5. Improvements were made to the services provided to employees, 
such as the vending machine in the dining room and which is easily 
accessible and facilitates the purchasing of snacks and drinks within our 
company. The quality assurance area revises all the products in this 
machine to ensure that only those foods that comply with what is esta-
blished within our quality system are allowed to be sold, for example: 
foods containing nuts or peanuts cannot be offered, since they are 
considered allergens.

6. Corporate taxi agreements with a preferential rate for personal servi-
ces has been extended.

7. Private optional insurance ‘FE SALUD’ that provides health care bene�ts 
at well known clinics is available to both employees and direct and 
indirect relatives.

8. The SALARY STRUCTURES AND BANDS Project was implemented; whe-
reby objective assessment tools are developed for all the positions 
and workers of the company to place them within the corresponding 
salary band.

Work environment 2018

Every year at the company, we carry out the work environment survey, 
which serves as a tool for measuring the relationship and interaction of 
employees in the different areas of the company, satisfaction in their daily 
responsibilities, and also their identi�cation with the company.

Some of the results of the 2018 survey can be found below.

In terms of engagement with the company, 97% of employees are com-
fortable working in the company, 88% are proud to work there, 83% feel 
‘part’ of the company and 75% think it is one of the top companies at 
which to work.

Figure 15.- Results of the perception of collaborators
on engagement with the company (2018)

A result that has caught our attention, but at the same time presents a 
challenge to us to improve communication in 2019, relates to the percep-
tion of our employees regarding equal opportunities, as we discussed in 
the Diversity and Equality Section of Opportunities. At the company, we 
allocate responsibilities objectively and free of any discrimination. Almost 
half of our employees (49%) recognize this, yet 26% of respondents 
indicate that they do not recognize this and 18% who do not know, so we 
have the task of reaching out to them and showing them that we work 
with an equitable approach and respect opportunities for all at Peruvian 
Nature.

Figure 16.- Results of employees’ perception
of equal opportunities (2018)

Regarding views about the work environment and that it is safe and 
adequate, 79% of employees believe that the company has comfortable 
environments and 61% responded that they feel safe performing at work 
(GRI 403).

Figure 17.- Results of perception of employees regarding the 
safety of the work environment (2018)

Finally, the results regarding the relationship with the supervisory heads 
indicate that there is a very good relationship between the employees and 
their superiors (93%), and the results show that the employees who are in 
managerial positions carry out their work with objectivity, justice and respect 
for those under their responsibility. According to the results, we must impro-
ve on providing feedback (42% of employees indicated that they receive a 
report providing feedback on their professional performance).

Figure 18.- Results of relationship with Boss or Supervisor

Occupational Health and Safety (GRI 403-1, 403-2, 403-3, 
403-3, 403-4, 403-5, 403-6, 403-7, 403-8, 403-9, 403-10)

We have an Occupational Health and Safety Management System, which 
has procedures to prevent risks associated with the health of its emplo-
yees and the periodic monitoring of these risks through visits and medical 
evaluations. This Management System is based on its Occupational 
Health and Safety Regulation in accordance with law N ° 29783 of the 
MINTRA that was modi�ed by law N ° 30222. (GRI 103, 403-1)

Medical evaluations are aimed at both administrative and technical 
personnel. In the case of the former, a basic evaluation is carried out that 
includes physical (motor), blood (hemogram and leukocyte), urine, 
glucose, ophthalmology and chest radiography. In the case of the latter, it 
includes, in addition to the basic evaluation, a baseline spirometry and 
audiometry test, because the auditory and pulmonary risks are the most 
critical in the areas of cutting and grinding. (GRI 403-3, 403-7)

These evaluations are undertaken for each person before initiating work 
at the company. They are entitled a Pre-occupational Evaluation, which 
con�rms whether the person is suitable or not to perform the envisioned 
work. According to Occupational Health and Safety Law 29783, a new 

evaluation shall be carried out every two years starting from the begin-
ning of the work period of each employee. Therefore, as of 2018, Pre-oc-
cupational Evaluations were carried out on 30 employees (25 technicians 
and 5 administrators) and, according to the medical records, there is no 
evidence of either pulmonary or auditory alterations in any of the emplo-
yees tested. (GRI 403-6, 403-7)

It is common practice to undertake capacity-building on this issue for all 
employees, thus mitigating the negative health impacts and risks (respira-
tory diseases) due to moisture exposure, as well as to physical overexer-
tion that is necessary to use the machines and the storage supplies. (GRI 
403-5, 403-7)

Diversity and Equal Opportunities (GRI 405-1, 405-2)

In 2018, there were 90 employees (36 women), representing 40% (women) 
and 60% (men). This is the same distribution as the previous year.

Figure 15.- Proportion of Gender of Employees (2018)

At the company, responsibilities are distributed between men and 
women, each position is meritocratically �lled without any discrimination 
whatsoever (reasons that are not professional or linked to the performan-
ce of the employee). (GRI 406-1)

In 2018, we restructured the Salary Band process. While it is true that this 
procedure is still being analyzed, much progress has been made in the 
characterization of the company's positions.

The bene�ts of having a Salary Structure that has been established throu-
gh an objective methodology is that it allows us to properly establish the 
parameters of each salary band, correctly locating its employees within 
each one according to the complexity of their functions and the impact of 
their responsibilities. It also gives employees the certainty that the com-
pany is transparent when making promotions, salary increases or when 
creating new positions as these are assigned methodically and objecti-
vely. On the other hand, a well-founded salary structure is part of the legal 
responsibility of the company since the Ministry of Labor, through Law No. 
30709, prohibits remuneration discrimination between men and women, 
and requires the company’s salary structure to be established objectively, 
using a methodology that involves categories and functions to avoid 
remuneration discrimination. (GRI 406-1)

The methodologies used for this restructuring of salary bands were as 
follows:

1. HIERARCHICAL RANKING 
The hierarchical method is considered to be a comparative analysis 
between all the company's positions and their respective impact.

2. FACTORS AND POINTS
The Factors and Points Method is a quantitative method characterized by 
conducting an evaluation of FACTORS that are characteristic of all posi-
tions in the organization. Each factor has GRADES that set the intensity of 
the Factor. Each grade will have an assigned score of 1000 to 100 (from 
more to less).

Subsequently, an evaluation of the positions is carried out according to 
the Organization and Functions Manual The score is assigned, which will 
be averaged with the percentage that each FACTOR has, resulting in a 
score that automatically classi�es the position into one of the categories.

Then, the same evaluation is performed, but of the employees who 
occupy different positions in the organization. It will generate an average 
score and determine whether or not the functions are aligned with the 
pro�le or if they are below, within or above the relevant salary band.

At the same time, the evaluation of salary increases is directly related to 
the ful�llment of objectives and evaluations by competencies. The 
evaluations of each staff member will be conducted every two years to 
determine the percentage of corresponding salary increases, according 
to each case.

At Peruvian Nature, the following FACTORS have been evaluated:

A. Academic Training: Minimum education requirements the person occu-
pying the position must meet.

B. Work Experience: Total minimum work experience (in years) that those 
�lling the position are required to have in order to comply with their 
tasks.

C. Money or Shares: Level of responsibility in the administration and availa-
bility of money or shares of the organization with the purpose of 
growing and ful�lling the institutional objectives.

D. External Relations Responsibilities: Degree of relations with entities 
outside Peruvian Nature: other companies, public institutions, contrac-
tors, etc. Impact of this relationship on the business.

E. Internal Relations Responsibilities: Degree of relations within Peruvian 
Nature, with people from other areas. Impact of this relationship on the 
business.

F. Complexity of Tasks or Functions: Degree of dif�culty of the functions of 
the position. It refers to the depth and complexity of the mental enga-
gement the position demands, taking into account the type of situation 
that must be faced as part of the job and the established guidelines 
(instructions, procedures, policies, etc.)

G. Autonomy or Decision Making: Degree of authority the position has to 
make decisions independently and the level of supervision that it exer-
cises and to which it is subject.

The following was found as part of the evaluation process:

• 12 people were below the corresponding salary band.
• Eight were women and four were men.
• Throughout 2018, a salary increase was made for �ve employees (two 

women and three men) who were under their salary band; placing 
them within the corresponding one. These cases were the most critical, 
so they were given priority. Throughout 2019, the missing ones will be 
properly relocated.

Table 5.- Characteristics of staff at Peruvian Nature (2018)  
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