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1.- Introduction 

 
The Board of Directors of PROMOCIONES HABITAT, S.A.U. (hereinafter, together with its subsidiaries and 

investee companies, "HABITAT" or the "Company") has the non-delegable power to determine the Company's 

corporate strategy and policies, as well as to supervise its internal control systems. In the exercise of these 

responsibilities and in accordance with our Code of Ethics, it approves this Human Resources Policy as a further 

commitment to its human capital. 

 

1.1.- Objective 

The purpose of this Policy is to establish HABITAT's general framework for action in human capital management, 

in order to : i) define and implement a human resources and labour relations management model governed by 

respect for human and labour rights, ii) to attract, promote, build loyalty and retain talent, and iii) foster the 

personal and professional growth of all the people who belong to the HABITAT team, in compliance with current 

national legislation and especially with international standards in force (in particular, the Universal Declaration 

of Human Rights, the United Nations Norms on the Responsibilities of Transnational Corporations and Other 

Business Enterprises with Regard to Human Rights, the OECD Guidelines for Multinational Enterprises). 

 

1.2 Scope of application 

This policy applies to all HABITAT activities and to all permanent and/or temporary employees, directors, 

members of the Management Body (hereinafter collectively "Subject Persons"). 

2.- General principles of action 
 
 

In accordance with this policy, the principles governing the actions of HABITAT and the Subject Persons are 

as follows: 

 
2.1.- Equality, Non-discrimination, Diversity and Inclusion  

 
 Reject any discriminatory act or conduct on the basis of sex, race, origin, disability, religion, political 

opinion, marital status or sexual orientation, gender identity, citizenship, or any other fact protected by 

the International Labour Organisation's Declaration on Fundamental Principles and Rights at Work. 

 Adopt employment practices consistent with the core conventions of the International Labour 

Organisation and reject any conduct that intimidates or offends human rights, human trafficking, modern 

slavery and child labour. 

 Ensure non-discrimination in employment, as well as freedom of association and trade union freedom 

and the effective recognition of the right to collective bargaining and fair defence. 

 Promote gender equality, in particular with regard to access to employment, training, career 

advancement, working conditions and compensation for equivalent work. 

 Promote measures that favour work-life balance and respect for the family and personal life of HABITAT 

professionals. 

 Prohibit and, as far as possible, prevent any kind of harassment, discriminatory acts aimed at 

undermining freedom of association, abuse, inhuman or degrading treatment. 
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2.2.- Selection and Recruitment  
 

 Ensure equal treatment and equal opportunities for all persons. 

 To ensure impartiality and objectivity, taking into consideration only criteria of merit, capacity, suitability 

and honourability. Likewise, the persons taking part in the process must not have personal or 

professional links with the candidates taking part in the process, guaranteeing the objectivity and 

transparency of the processes. 

 Encourage young people's access to their first job through scholarship programmes, as well as the 

recruitment of professionals from excluded groups and people with different abilities. 

 Ensure that new recruits are aligned with HABITAT's principles and values and contribute to the 

improvement and development of the company. 

 

2.3.- Talent management and development 

 

 To have a systematic and continuous training process that forms part of an integral strategy, aligned 

with the objectives of the Company, the challenges of the teams and those of each person who forms 

part of HABITAT.  

 Implement training plans that promote the development of people, open up opportunities for internal 

promotion, ensure equal opportunities, non-discrimination and the adaptation of the team's skills to 

meet our challenges and the company's objectives.  

 To ensure the profitability of training, designing training programmes that contribute to the development 

of the individual, to the achievement of our objectives and improve the efficiency and quality of our 

work. 

 To foster a satisfactory working environment based on teamwork, results orientation, flexibility, equal 

opportunities, recognition, professional development and commitment of the whole team to achieve 

HABITAT's objectives. 

 
2.4.- Remuneration system 
 

 Be consistent with HABITAT's mission, vision, principles and values. 

 Implement a remuneration system that is motivating for people, ensures internal equity both in terms 

of position and gender, and is externally competitive. 

 Maintain and reinforce a culture where people's compensation and development is based on the 

organisation's results and/or their contribution to them.  

 Recognise and reward the performance of each person, personal abilities, professional merit and the 

results achieved, guaranteeing, at all times, the absence of any type of discrimination, especially on 

the grounds of gender. 

  and, as a consequence, to detect and analyse the possible causes of the pay gap, using methods that 

may in no case be discriminatory. 

 Adapt the variable remuneration system to include ESG-related objectives over which management 

and employees have effective capacity to act. 

 

This Policy is complemented by the other policies and procedures that constitute HABITAT's human resources 

management model. 

 

 

2.5.- Digital disconnection 
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HABITAT employees have the right to digital disconnection in order to guarantee, outside the legally or 

conventionally established working time, respect for their rest, leave and holiday time, as well as their personal 

and family privacy. In order to guarantee their rights, Habitat will implement, among others, the following 

measures: 

 

 Limitation to all HABITAT employees, and in particular, to the directors of the departments to establish 

meetings later than 18:30h, except in exceptional circumstances. Such exceptional circumstances may 

arise from the expiry of a deadline in response to requests or requirements from various authorities or 

from the shareholder itself. 

 The inclusion of an "out of office" message when the employee is on leave or holidays. The message 

should include the employee's difficulty in accessing the content of the emails and the possibility of 

contacting the internal person at HABITAT who could resolve the issues while the employee is on leave 

or holidays. 

 HABITAT provides employees with an internal whistleblowing channel through which they can report 

conduct that jeopardises the right to digital disconnection, and provide for sanctions through 

https://habitatinmobiliaria.whistlelink.com/report/. 

 

2.6.- Disciplinary system 
 

 Introduction 

 

Respect for the law is one of habitat's fundamental principles, and for this reason we strive to achieve the 

highest levels of compliance and integrity in the exercise of our activity, assuming as a management objective 

to ensure a high degree of individual awareness in all the company's employees of the importance of acting at 

all times with the utmost respect for the applicable legislative provisions and minimising as far as possible the 

risk of ethical malpractice or non-compliance with regulations in our organisation. 

For the proper functioning of the company, Habitat has an adequate disciplinary system defined in the 

applicable collective bargaining agreements in chapters XII (construction agreement1 ) and IX (real estate 

management and measurement companies agreement2 ), through which, on the one hand, labour breaches by 

workers are sanctioned and, on the other hand, conduct that deviates from the provisions of the applicable 

legislation and/or breaches the internal rules or procedures established by the company are sanctioned. 

Based on this commitment to the legal system and its firm rejection of any criminal conduct, Habitat has a 

criminal risk prevention and management system in place to prevent, detect and avoid the commission of 

offences under the criminal code. This system integrates, along with other elements, the organisation's 

disciplinary system, which penalises breaches of the control measures established therein. 

 

1 

 

 

This System does not replace the disciplinary regime currently defined in the applicable collective bargaining 

agreements, but complements them in order to contribute to the prevention and detection of criminal conduct, 

 
1 Resolution of September 2017, of the Directorate General for Employment, registering and publishing the General Collective 
Agreement for the construction sector. 
2 Resolution of 15 December 2016, of the Directorate General for Employment, registering and publishing the 6th Collective 
Agreement for real estate management and mediation companies. 
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thus acting as a mechanism of exemplarity, correction and solution of conduct incompatible with the prevention, 

detection and fight against corporate crime. 

Thus, the determination and procedure for the imposition of any sanction shall be carried out by the 

management and shall in all cases comply with the provisions of the applicable collective bargaining 

agreements and/or, failing that, with the provisions of the workers' statute or specific applicable regulations and 

depending on the minor, serious or very serious nature of the sanctioned misconduct. 

 Scope of application 

 

The disciplinary system applies to all HABITAT employees and managers. 

 General duties and responsibilities of employees and managers 

 

All HABITAT employees and managers must carry out their duties in accordance with and respecting the Law, 

as well as the corporate policies and internal regulations that have been established to regulate their activity. 

In this sense, the first of the duties of employees and managers is to adapt their actions to the regulatory 

provisions of the organisation and to act at all times guided by the principles of ethics, integrity, legality and 

transparency. 

Likewise, in order to prevent or, where appropriate, detect any irregular conduct that may take place at any 

hierarchical level, all employees and managers have the right and duty to inform and report, through the whistle-

blowing channel implemented in our organisation, possible risks or breaches and/or any action that could be 

considered illegal or criminal, with the anonymity of the whistle-blower guaranteed, as well as the non-

application of sanctions for reporting irregular conduct. 

 Specific duties and responsibilities of employees and managers 

They constitute (i) a lack of attention and due diligence in carrying out the work entrusted to them (Art. 99 letter 

e and 100 c of the building industry agreement) and may amount to negligence in the performance of the work 

(Art. 100. Letter h of the building industry agreement) and (ii) a deficient execution of the work entrusted to 

them (Art. 49.1 g of the Real Estate Management and Measuring Companies Agreement), which may include 

disobedience to work orders and instructions (Art. 49.2 f of the Real Estate Management and Measuring 

Companies Agreement, Art. 100. Letter f of the Construction Agreement) and fraud, disloyalty or breach of trust 

in the work entrusted (Art. 49.3 c of the Real Estate Management and Measuring Companies Agreement, Art. 

101. Letter o of the Construction Agreement): 

- Failure (through ignorance or willful) to comply with HABITAT regulations and procedures 

governing the employee's or manager's activity. 

- Failure to carry out (due to ignorance or voluntarily) the controls contained in HABITAT's 

regulations and procedures, which determine that they must be carried out by the employee or 

manager in question. 

- The performance (through ignorance or voluntarily) of the controls to be carried out by the 

employee or manager in question, in a manner contrary to the form foreseen and contained in 

Habitat's regulations and procedures. 

Likewise, the development of criminal conduct typified in the criminal code (authorship and participation in 

crimes or concealment of crimes -art. 451 CP-) on the occasion of the work entrusted constitutes a very serious 

misdemeanour. 
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3.- Approval, review and dissemination 

3.1- Approval and review 
 

The HABITAT Board of Directors is responsible for approving and revising this Policy. However, the 

Management Committee shall be ultimately responsible for ensuring and evaluating compliance with the 

principles contained in this policy. 

3.2- Dissemination  
 
This Policy will be available on the HABITAT corporate website and on the HABITAT Intranet. 

 

 
 
 

 

 


