
_ CONFIDENT IN  
A “BETTER NEW”

The year 2021 brought many uncertainties.  

The collaborative spirit that has been 

experienced since the beginning of the pandemic 

was essential for the company to do well during 

this time. Determined to overcome this crisis 

together, we continued to implement projects to 

improve the mental health and quality of life of 

everyone in the organization.

To improve our approach to health from a global 

perspective, we created opportunities to enable 

more active listening and to allow our employees 

and their families to relax. We reinforced dialogue 

during these times of remote work and made the 

topic of corporate happiness a priority on the 

agenda of our leaders, since we believe that “the 

better new”—the way we started referring to the 

post-pandemic world—can, indeed, be better 

than before. 

EMOTIONAL STRENGTH 

The new work-from-home model adopted by our 

employees in administrative functions required 

adjustments in the routine of our teams. The 

same was true for operational workers, who, 

because Suzano’s activities are considered 

essential, continued to work in person and 

without interruption in our operations, following 

all health and safety protocols. Whenever 

necessary, employees with suspected or 

confirmed cases of COVID-19 were put on leave, 

which created a temporary work overload for 

other people in their team—a fact that was also 

taken into account by the company.

Suzano understands that the creation of 
long-term value depends on constant 
dialogue with its stakeholders. To learn 
more, visit our  Sustainability Center.

quality of life of our employees, who still face the 

stress and pressure caused by COVID-19. Among 

them, we continue to offer medical and psychological 

support for employees and their families, in addition 

to facilitating physical and mindfulness activities, 

among other well-being initiatives.  

_ WE ARE PLURAL

Diversity, equity and inclusion (DE&I), a topic that 

began to be addressed by the company in 2016 

in an organic and voluntary way, became more 

formally structured through the Plural program.

Plural seeks to ensure that employees are 

respected and can express their uniqueness, to 

In 2021, we created a working group focused 

on corporate happiness and we are increasingly 

investing in training on humanized leadership. As 

part of this effort, we invited Tal Ben-Shahar, a 

Harvard professor of Positive Psychology and a 

Columbia professor of Happiness Studies, to give 

a lecture that helped our executive and functional 

directors understand what happiness is and how  

to incorporate it into the company.

We also launched the Ecoa platform (“Echo” 

platform), a learning ecosystem in the area 

of health and safety, through which we guide 

leaders on how to build bonds of trust within the 

organization, as well as other behavior aspects that 

are relevant to the company and our leadership. 

We remain dedicated to initiatives to improve the 

increase representation and to encourage universal 

participation in five areas: generations, LGBTQIAP+, 

Black people, women, and people with disabilities.

In 2021, the program included several internal 

activities within the diversity, equity and 

inclusion agenda, such as training for executives 

and employees; surveys; virtual meetings with 

influencers and experts; employer branding 

initiatives to attract talent; and networking with 

executives with an active profile on LinkedIn. 

To learn more about Plural, click 
here to visit the program’s website.   

Márcia Cristina da Silva Leon, Fiber Line operator, Três Lagoas unit 
(state of Mato Grosso do Sul). Photo: Márcio Schimming.
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    ATTRACTING/ 
HIRING

The progress of people 

in minority groups is 

monitored at each stage 

of our selection processes, 

by department and job 

category. We saw an 

increase of 1.7 percentage 

points in the representation 

of women, which reached 

18.4% of Suzano’s total. In 

2021, 55% of the people 

hired for our Internship 

program were women, 50% 

were Black and 13% were 

LGBTQIAP+. For our Trainee 

program, 60% of the 

people hired were women, 

37% were Black, 30% were 

LGBTQIAP+ and 3% were 

people with disabilities.

             DEVELOPMENT

We trained women and 

people with disabilities  

for our industrial and 

forestry operations, and 

provided technology 

training for Black employees 

through the Afrodev 

program (click here to 

learn more). In 2021, our 

training program also 

included diversity, equity 

and inclusion (for 100% of 

the People and Management 

team); racial literacy (for 

Suzano’s directors); how  

to self-declare in racial  

and ethnic terms; and the 

launch of a permanent  

self-declaration. Finally,  

we approved a program, 

called Elos D+, to accelerate 

the career of women and/or 

Black employees, which  

will include approximately 

350 participants starting  

in 2022.

      ENGAGEMENT/
RETENTION

We launched a survey to 

measure how inclusive our 

environment is (learn more 

below) and hosted lectures 

on LGBTQIAP+ rights, racism 

and careers for people with 

disabilities. We also held 

discussions with executives 

and hosted events to 

celebrate dates and months 

that are important to each 

affinity group, reaching 

more than 40,000 people.

COMMITMENTS ON DIVERSITY, EQUITY AND INCLUSION 

Evili da Cunha Silva, Processes and Quality engineering trainee, Imperatriz unit (state of Maranhão). Photo: Márcio Schimming.

into short-term goals that are linked to the 

compensation of our leaders. In addition, the 

target related to the inclusion of women in 

leadership positions (managers and above) is 

an indicator in two sustainability-linked bonds.

To fulfill our commitments, we have been 

working on the three axes described to  

the right:

A work environment in which people have 

equal opportunity and feel respected, safe and 

welcomed helps to develop potential, transform 

behaviors and generate value for all.

To highlight the importance of this topic to  

our business strategy, the main aspects of 

diversity, equity and inclusion are expressed in 

long-term commitments, which are translated 
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MAIN INITIATIVES AND RESULTS
GRI 405-1

In 2021, to continue to advance issues related to diversity, 

all affinity group carried out specific initiatives. In addition 

to the activities in the attraction/hiring, development and 

engagement/retention axes previously mentioned, other 

initiatives during the year included: 

_Women: endorsement of the Mulher 360 Movement (“Women 

360” Movement) and the Mulher Florestal Network (“Forestry 

Women” Network); monitoring of the representation of women 

at each stage of selection processes; and literacy and engagement 

activities; The company made significant progress with regard to 

the number of women in leadership positions (functional managers 

and above): from 15.8% in 2019 to 22.5% at the end of 2021.

_Black people: proactive identification of Black talent in the 

market for future leadership positions at Suzano; sponsorship 

of the Yes to Racial Equality Forum; support for the Yes to 

Quota campaign; and celebration of Black Culture month, 

which included an external virtual live event on Afrofuturism. 

Considering just our Commitment to Renewing Life, which 

focus only on functional management positions and above, the 

increase was 21%, from 71 Black managers and directors to 86 

in December 2021. According to these number, Black people 

currently occupy 19.7% of senior leadership positions at Suzano. 

_LGBTQIAP+: endorsement of Pride Skill (an 

initiative by Procter & Gamble to encourage people 

to add “pride” to their list of professional skills); 

start of a project to adapt bathrooms in the units; 

a survey on inclusion in our international offices; 

development of training content; and internal and 

external activities. We aim to have a 100% inclusive 

environment, in which people can feel welcomed, 

respected and safe to be who they really are within 

the organization. We achieved positive results with 

regard to the degree of inclusion of this group, 

which was confirmed by an internal survey (see 

results on the next page).

_Generations: revitalization of the affinity group; 

hiring of a specialized consultant to create the 

strategic plan for the year; increased discussion on 

the topic of happiness connected to generations; 

launch of the web series Hiring 40+, in partnership 

with Infojobs and Hub40+; and meetings and 

events to promote education on ageism.

_People with disabilities: creation of a 

hiring challenge for business partners and an 

agenda of recognition for engagement in this 

area; administration of a survey on inclusion 

in our international offices; adaptation of 

selection processes and other internal career 

development initiatives to make them more 

inclusive; increased use of Brazilian sign 

language (libras) in events; development of 

awareness-raising initiatives. We improved 

accessibility in our common areas, in line with 

our projected commitments for 2025. Suzano’s 

accessibility went from 38.44% to 53%. The 

units where we made the most progress in 

terms of structural renovations were Suzano 

and Belém. 

31%  
INCREASE IN  
THE NUMBER OF 
BLACK PEOPLE  
working as supervisors, 
coordinators, managers 
and directors  

In 2021, we had a 

22.5%  
OF OUR SENIOR 
LEADERSHIP 
ROLES ARE 
OCCUPIED BY 
WOMEN 

Natani Martins Silva, Logistics assistant, at the Aparecida do Taboado (state 
of Mato Grosso do Sul) Intermodal Terminal. Photo: Suzano's image bank.

Franciele Cristiane Albino, assistant operator in the Pulp Packaging Line, 
Limeira unit (state of São Paulo). Photo: Fernando Cavalcanti.
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SURVEY ON INCLUSION

In addition to these reported initiatives that 

are part of Suzano’s DE&I plan, we carried out 

a survey to assess how inclusive our company’s 

environment is. The study, developed by 

GlobeScan, was conducted by the company 

in partnership with Goldenberg Diversity and 

Inclusion Consulting. The objective was to 

measure the degree of inclusion perceived by 

our employees with regards to three pillars: 

governance, culture and experience.

In 2021, we conducted two rounds of survey, 

covering all company employees. Our samples 

included 10% of the total number of employees 

in our international offices and 30% in Brazil.

The results of this pioneering initiative enabled 

us to identify the perceptions regarding inclusion 

in the work environment, not only in the pillars 

previously mentioned, but also with regard to 

Suzano’s five DE&I focus areas, as well as per 

location, job category and other variables. Based 

on the results, we identified priorities that 

were addressed throughout the year, through 

activities linked especially to careers, a common 

pain point for all affinity groups.

Since our long-term commitments include 
ensuring a 100% inclusive environment  
for LGBTQIAP+ and people with disabilities, 
here are the results of a survey that measured 
how inclusive our company is regarding these 
groups: 

LGBTQIAP+ 
92.4% in February  

92.6% in August 

People with disabilities 
91.8% in February  

91% in August

Eduarda Cristina Silvino Esteivam, Occupational Safety assistant (front) and Gina Kércia de SousaPimentel, Occupational 
Safety supervisor (back), Três Lagoas unit (MS), (state of Mato Grosso do Sul). Photo: Márcio Schimming.

Employees, by functional category1 
GRI 102-8

2019 2020 2021

Administrative 3,222 2,998 3,349

Consultant 595 612 706

Coordinator 304 300 361

Director 20 17 21

Executive Director 12 11 13

Specialist 78 47 61

Executive Manager 92 95 117

Functional Manager 289 294 326

Operational 8,978 10,208 11,341

Supervisor 307 327 401

Chairperson 1 1 1

Total 13,898 14,910 16,697

1. The data include the collaborators of Suzano (which covers Facepa and Futuragene) and of Ecofuturo.

Employees,  
by region1  
GRI 102-8

2019 2020 2021

North Region 985 981 869

Northeast Region 4,176 4,282 4,790

Midwest Region 1,790 2,061 2,737

Southeast Region 6,606 7,299 7,958

Southern Region 86 76 79

Foreign 255 211 264

Total 13,898 14,910 16,697

 1. The data include the collaborators of Suzano (which covers Facepa and Futuragene) and of Ecofuturo.

Suzano employees  
by type of  
employment  
contract and gender1 
GRI 102-8

2019 2020 2021

Male Female Total Male Female Total Male Female Total

Determined period 0 0 0 0 0 0 0 0 0 

Undetermined period 11,750 2,148 13,898 12,628 2,282 14,910 13,865 2,832 16,697 

Total 11,750 2,148 13,898 12,628 2,282 14,910 13,865 2,832 16,697 

  1. The data include the collaborators of Suzano (which covers Facepa and Futuragene) and of Ecofuturo.

_STANDARDS
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Number of third party employees, by gender¹  
GRI 102-8

2019 2020 2021

Men 21,016 20,152 18,902 

Women 1,641 1,356 1,473 

Total 22,657 21,508 20,375 

1. The data refers to third party employees of companies that provide services on a permanent basis within Suzano S.A.'s areas.

Employees, by  
diversity1  
GRI 405-1

2019 2020 2021

Male Female Total Male Female Total Male Female Total

Blacks 45% 8% 53% 46% 8% 54% 45% 9% 54%

People with disabilities 
(PwD)2 1.7% 0.3% 2% 1.7% 0.3% 2% 1.66% 0.34% 2%

1. The data include the collaborators of Suzano (which covers Facepa and Futuragene) and of Ecofuturo.
2. PwD is the acronym used to refer to people with disabilities.

Percentage of Suzano's LGBTQIAP+ employees1  
GRI 405-1

2019 2020 2021

n/a 2% 1%

1.  As of 2020, Suzano began mapping the company's LGBTQIAP+ public, after an initiative to voluntarily indicate sexual orientation, identities and gender expression. 
The acronym LGBTQIAP+ stands for lesbian, gay, bisexual, transgender, queer, intersex, asexual, pansexual and other non-heterosexual people not covered by the 
previous letters "+". The data include the collaborators of Suzano (which covers Facepa and Futuragene) and of Ecofuturo.

To learn about other indicators,  
visit our Sustainability Center.

ENTRY PROGRAMS

Suzano’s initiatives to train and attract new 
talent prioritize the hiring of local labor to 
support the development of the municipalities 
where the company operates. Among these 
initiatives, we created the Capacitar program 
(“Training” program), focused on training 
workers for the industrial area, and the Cultivar 
program (“Cultivate” program),  
aimed at employees in the forestry area. 

In addition, we have programs for 
apprentices, interns, trainees and young 
executives. In our last Raízes do Futuro 
internship program (“Future Roots” 
program), for new interns starting in the  
first half of 2022, we expanded our 
connections to different regions of Brazil.

See numbers below: Valdeir Augusto Goncalves, Social Development analyst, Ribas do Rio 
Pardo (state of Mato Grosso do Sul). Photo: Márcio Schimming.

Luciane Amparo, Occupational Safety manager, and William Leme 
Machado, Occupational Safety coordinator, Três Lagoas unit 

(state of Mato Grosso do Sul). Photo: Márcio Schimming.

Percentage of Local hiring of higher management members 
GRI 202-2

2019 2020 2021

51% 51% 50%

Of the 

 140 
OPEN 

POSITIONS

These numbers 
represent a 

55% 
WERE FILLED 
BY CISGENDER 
WOMEN

2% 
IN THE NUMBER  
OF CISGENDER 
WOMEN

50% 
BY BLACK 
PEOPLE

17% 
IN THE NUMBER 
OF BLACK PEOPLE

13% 
BY LGBTQIAP+ 

4% 
IN THE NUMBER 
OF LGBTQIAP+

100% 
IN THE NUMBER OF PEOPLE 
WITH DISABILITIES

{

{138% 
increase in positions 

compared to the 
previous cycle, as well 

as an increase of 
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