
That is why all the Human Resources teams remain 
attentive to the mobility and career evolution processes – indi-
vidual career interviews, succession plans, co-development 
workshops, assistance with defi ning career projects. 

At Group level, a new Internal Mobility Charter was put 
in place and the tool for collecting job offers in the Group was 
renovated to be aligned with best practices in that area. 
E-learning modules have been made available to employees 
on how to defi ne a career project, change business units, 
develop one’s internal network, prepare for internal recruiting 
interviews, and for resume writing.

Innovative training, adapted to local practices
To deal with the rapid pace of technological change in 

its business areas, the Group continues to go well beyond 
minimum legal requirements in its expenditures on training 
in order to see that its employees are as well qualifi ed as 
possible for the jobs they hold. Vivendi accompanies the 
transformations related to new technologies and supports 
the development of digital culture and its sharing by every-
one. To this end, major training programs are dedicated to 
the impact of digital technology on the Group’s activities.

Also considering training to be a strategic investment, 
the business units orient their training plans towards 
innovative programs that contribute to employees’ personal 
development. Certain programs are at the leading edge, 
such as Canal+’s philosophy course and SFR’s training 
courses in diversity.

At the international level, practices and regulations 
differ, of course, but training is seen as a major advantage by 
everyone. At Maroc Telecom and GVT, training is dispensed in 
internal training centers that are open to all, encouraging equal 
opportunity. E-learning is in the spotlight at Activision Blizzard, 
with over 500 interactive programs, some tailor-made. 

Universal Music Group includes exchange of skills in its 
traineeship offering: professionals accompany young people 
in learning the skills of the music profession, and the trainees 
contribute their expertise in the use of digital technology.

Accompanying the Company 
in its development
Diversity and equal opportunity: 
A long-term investment

Vivendi continues to view diversity as a lever for 
performance. It is among the Group’s strong commitments 
and takes the form of concrete actions: SFR was awarded 
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Our social issues
Vivendi has chosen a decentralized management of its Human Resources. The Group’s 
strategic issues include accompanying innovation, supporting the Company’s growth, fostering 
the professional development of each and every employee. The Group is also attentive to 
its contribution to the development of the territories where it operates.

Accompanying innovation
Since innovation is the main vector for acceleration of 

organic growth, Human Resources supports it by encouraging 
exchanges between the Group’s different business units.

Increased mobility 
Internal mobility remains of major importance for the 

Group. It needs to ensure that the talent of its employees 
evolves to assure having motivated, skilled teams capable 
of serving the best interests of its businesses. 
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the Diversity Label (a distinction recognizing the company’s 
commitment against discrimination and for equal oppor-
tunity). With the business school HEC, SFR organizes 
the Université du droit d’entreprendre, whose goal is to 
support young entrepreneurs in disadvantaged neighbor-
hoods and help them make their projects take permanent 
hold.

Apprenticeship is both a key to employment of young 
people and an asset for the company, for which it is a 
source of diversifi cation of recruiting sources. In France, 
Vivendi has continued its commitments, increasing the 
number of alternating work-study (apprenticeship and 
professionalization) contracts by 27%. At SFR, many 
apprentices have been recruited by the Mozaïk HR consul-
tancy, a specialist in diversity employment. 

In Brazil, apprenticeship has taken on new breadth. 
GVT has set up a program called Educar – Responsabi-
lidade Social. Its purpose is to provide secondary school 
students in disadvantaged environments with opportu-
nities to enter the job world. Thanks to partnerships 
created with educational institutions, GVT gives secondary 
school students complete scholarships during their 
fi nal year of school to allow them to take university 
courses. Students hired as trainees are accompanied by 
a GVT tutor.

Surveys to measure employee engagement
Several Group business units seek out the opinions of 

their employees by conducing satisfaction and engagement 
surveys on a range of themes, such as the job environment 
and company values. 

The surveys identify employees’ aspirations and help to 
defi ne HR programs that will encourage fulfi llment and 
engagement with the Group, all of which are contributing 
factors to global Group performance.

Health and safety: A core priority
In 2010, business units continued to stress workplace 

safety. The frequency rate of workplace accidents was 
2.58 in 2010. Since that rate is higher for workers in the fi eld, 
specifi c prevention programs exist, notably at SFR, GVT, 
Maroc Telecom and Canal+ Group. Studies are conducted 
by the different Group entities to enable the implementation 
of training programs in the areas of prevention, workplace 
safety, and proper working conditions. In 2010, 6,037 Group 
employees were trained in health and safety.

Preventive measures that were set in motion well 
before they were mandated by legislation have been imple-
mented for dealing with problems related to managing 
stress and psychosocial risks. Each business unit adapts 
the tools that best suit its particular environment. 
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To support the launch of Call of Duty: 
Black Ops® in november 2010, activision 
Blizzard committed to recruiting 
1,000 unemployed war veterans 
and donated one million dollars to 
the Call of Duty Endowment. The Call 
of Duty Endowment is a not-for-profi t 
public company created by activision 

Blizzard in october 2009 to aid 
veterans of the uS army in rejoining 
civilian life. according to the uS Bureau 
of Labor Statistics, there are some 
one million inactive veterans in the 
united States, and the unemployment 
rate among the youngest veterans 
exceeds 20%. 

Through information and awareness 
raising programs as well as fi nancial 
donations, the Call of Duty Endowment 
supports vocational training and jobs 
for veterans.

 Activision Blizzard’s Call of Duty Endowment 
Focus

Collective bargaining agreements 
at Maroc Telecom Group
Mouna Mellah, Director, Human Resources organization and management, maroc Telecom

maroc Telecom’s success, in again 
exceeding its goals in 2010 despite 
sustained competition, is due principally 
to the mobilization of the women and men 
who work there each day. maroc Telecom, 
fully aware of that fact, has placed its 
human capital at the core of its concerns 
and has adopted modern management 
tools for developing skills and rewarding 
performance. it is also for that reason 
that our Group feels it is essential that 

all its subsidiaries benefi t from this 
experience, and is providing all employees 
with a similar management framework 
to enable them to fulfi ll their aspirations 
and grow in their careers. mauritel in 
mauritania and Sotelma in mali, with the 
participation of their social partners, 
have already implemented new 
frameworks for Human Resources 
management – the accord d’établissement 
at Sotelma and the statut du personnel 
at mauritel. at onatel in Burkina Faso, 
a collective bargaining agreement is now 

being drafted. while consolidating 
existing social gains, its goal is to 
implement new HR tools of which 
the most important are the description 
and classifi cation of jobs to clarify the 
roles and responsibilities of each 
employee; the mobility process, which 
gives employees new opportunities 
for career development; management 
of individual performance via an annual 
assessment system; and fi nally the 
implementation of a transparent and 
fair remuneration system.
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rewards for collective results. There are also bonuses keyed 
to the business units’ profits. Complementary pension sys-
tems (PERCO, PERE, etc.) have been developed in many 
French entities operating internationally.

An ambitious employee shareholding policy
Vivendi is committed to ensuring that employee  

contributions are rewarded equitably. The Group has imple-
mented a profit-sharing system that goes well beyond legal 
obligations and strongly encourages the development of 
employee shareholding. The employee shareholding policy 
has been strengthened since 2008 by the yearly launch of an 
international employee shareholding program (Opus), in par-
allel with the annual operation reserved for employees of the 
Group’s French entities. The goal of this leveraged operation, 
with guaranteed capital and yield, is to enable employees in 
the main countries where the Group operates to benefit, 
risk-free, from the advantages of employee shareholding. 

In 2010, the capital increase reserved for employees, 
in which Brazilian employees of GVT participated for the first 
time, attained a record adhesion level (98.5 million euros), 
resulting in the creation of 7.1 million new shares owned  
by employees. As a result, the percentage of capital held  
by employees of Vivendi increased from 1% to 2.1% in three 
years. In light of its success, the program will be renewed  
in 2011 (see illustration below).

Contributing to territorial development
Vivendi contributes directly and indirectly to the devel-

opment of the territories where it operates, by creating jobs, 
developing local talent, and providing access to information 
and communication technologies.

In France
In conformity with commitments made to public 

authorities in 2004 and renewed for the period 2010-2012, 
Vivendi enabled the creation of 4,084 jobs in regions   
affected by unemployment and industrial restructuring 
selected by the French Ministry of the Economy, Industry, 
and Employment.

SFR’s involvement in achieving digital coverage 
remains an essential factor for the development of hereto-
fore out-of-coverage territories. In 2010, as part of the “out-
of-coverage areas” program entered into with local 
governments, SFR extended coverage to 993 localities and 
deployed 514 Wi-Fi base stations. 

SFR Collectivités, a subsidiary of SFR that operates 
public-service delegations with local governments, took  
part in the deployment of 9,300 km of fiber optics on French 
territory.

In Africa
Vivendi’s various business activities contribute to 

strengthening local cultural production capacities on the 
African continent. The recognition of African artistic expres-
sions, as a source of economic and human development, is 
part of the Group’s promotion of cultural diversity. 

Universal Music France signs and supports many  
African artists on the local and international scene. Canal+ 

Special attention is given to the quality of the work 
environment and the proper balance between private life 
and professional life, by offering flexibility in working hours 
and telecommuting programs. 

Besides they encourage their employees to become 
involved in solidarity actions such as the status of citizen-
employee implemented by SFR or the volunteer programs 
offered to employees of GVT who choose to support educa-
tional programs in Internet use.

A strong social dialogue for building the future 
together 

In 2010, the Works Council and the European Social 
Dialogue Committee were renewed, bringing in new elected 
staff from the different entities for the four years ahead. The 
meetings of these bodies are opportunities for trade union 
and personnel representatives to discuss the Group’s finan-
cial situation and social policies with General Management. 
In 2010, the two annual training days focused on strategic 
issues related to the digital revolution, knowledge of  
Vivendi’s business units, and financial techniques. 

At the local level, dialogue with the social partners is a 
genuine lever for improvement. The number of agreements 
signed (91 in 2010, including 35 in France) in wage policy, 
profit sharing, training, jobs and skills management, and 
employment of disabled workers is an excellent embodi-
ment of that fact (see Mouna Mellah’s point of view p. 63). 

The CHSCT (Health, Safety, and Working Conditions 
Committees) and workplace health services are key partners 
for dealing with safety and health risks.

Accompanying each employee’s  
development
An attractive global remuneration policy 

All of the Group business units work to maintain  
competitive positioning of the wages and benefits offered 
employees, via surveys made with consultants specialized  
in their business sector. In addition, in most of the French 
entities, profit sharing agreements provide for substantial 

Vivendi renews its employee shareholding offer with opus 11.
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Afrique, a major player in audiovisual co-production, is a key 
partner of African cinema (see p. 74-77 and 78-81). Vivendi 
also acts directly to encourage professionalization of the 
local cultural sector (see p. 76). 

With nearly 14,000 employees as of end 2010, the 
Maroc Telecom Group has a strong impact on employment in 
the countries where it operates. In Morocco it accounts for 
some 120,000 indirect jobs via its call centers, cyber-cafés, 
and subcontractors, and in Burkina Faso nearly 27,000. In 
Mali, more than 15,000 indirect jobs have been generated, 
partly due to procurement contracts, of which four fifths are 
with local suppliers. 

In addition to creating jobs, Vivendi’s business  
units also contribute to developing their employees’ skills. 
Canal+ Afrique continues training aimed at sales managers 
(25 persons in 2010), and plans to train all of its sales staff 
locally.

Under the Moroccan Pacte program for providing  
coverage to most out-of-coverage areas by the end of 2011 
(80% of which is funded by Maroc Telecom), the operator 
now covers 4,414 rural localities, 1,866 more than in 2010. 

Through major investments in deployment of trans- 
border fiber-optic cables (see illustration below and p. 80-81), 

the Group is increasing connectivity in the countries where it 
operates. Thanks to Internet technology specific to isolated 
localities (CDMA – Code Division Multiple Access), it encour-
ages development of the local economy and accessibility to 
community services for the populations.

In Brazil
As Brazil’s leader in New Generation Services, GVT  

is investing massively in developing its infrastructures.  
With the country’s most modern LANs (Local Access  
Networks) and long-distance fiber optics, the Group has 
more than 43,000 km of cables in urban areas, close to  
127,000 connected buildings and an intercity network  
with 25,000 km of fiber. 

Furthermore, GVT contributes to local development  
by creating direct and indirect jobs and implementing  
ambitious training programs (see Gustavo Gachineiro’s  
point of view above).

GVT encourages its employees’ employability
Gustavo Pinto Gachineiro, Legal and Human Resources Chief officer, GVT 

in 2010 we hired over 5,000 people  
and ended 2010 with more than  
7,700 employees. 
among the actions carried out, we  
emphasize the Program Talento Interno 
(internal Talent), which aims to provide 
opportunity for career growth, develop-
ment and retention to GVT employees  
at all levels. including all courses  

available in the Corporate university, with 
strong performance in Leadership and 
management, we achieved an average of 
around 50 training hours per employee.  
Specific programs were also developed  
to distinguish and grant certificates to 
employees with outstanding performance 
in their functions. among them are: 
• Educar: selecting outstanding talents 
and providing specific training programs  
to enable employees to occupy  

relevant managerial positions such as  
City manager and Sales manager.
• Edutec: attracting the top talent from 
universities and technological schools 
with a specific training program.
• Capaz: recruiting and training new 
call-center operators and installers. 
• PDE: contributing up to 50% of tuition 
expenses for undergraduate, postgradu-
ate, mBa, and language courses to  
employees with high performance. 

 maroc Telecom is substantially investing in digital development in africa (above: deployment of the atlas offshore cable, see p. 85).
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