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INTRODUCTION 
 

The UNIC Code of conduct and social accountability code (hereinafter “the Code”) is a 

key instrument in developing and pursuing correct management of the themes 

associated with corporate social accountability and in disclosing the founding principles 

and performance indicators to all stakeholders. 

This document performs the dual role of interpreting the requirements of the Code of 

conduct and social accountability code and providing application support to participating 

companies to aid implementation of the provisions of the Code.  

The various requirements (points) of the Code are preceded by an introduction outlining 

prerequisites, references and vocabulary. 

 

I - Foreword 

The Code reflects the contents of the most important International Conventions on the 

protection of workers' rights (ILO) and the principal voluntary social accountability 

standards (SA 8000, ISO 26000), together with fundamental requirements concerning 

the environment, business ethics and consumer protection. 

All companies that adopt the National Collective Labor Agreement for the tanning sector 

can adhere to the Code. 

Compliance with applicable legislation and fulfilment of the consequent obligations 

constitute a binding precondition for adoption of the Code. 

The companies that adopt the Code can obtain the certification of conformity and the 

license to use the UNIC Social Accountability logo (fig. 1), subject to verification, with a 

positive result, by the sector certification body (ICEC), commissioned by UNIC. The 

certification has an annual, renewable duration. 

 

Fig. 1 – UNIC Social Accountability logo 

 
 
 

 

 

The verifications will aim to collect objective evidence through documentary elements  

and interviews with staff. Adherence to the Code does not allow for exclusions concerning 

types of workers and/or company sites. 

Compliance with applicable legislation is an essential prerequisite for adhesion . 

The adoption of the Code requires the involvement of suppliers and any company 

subcontractors. 

The company in possession of a valid accredited certification according to the SA 8000 

standard is deemed to comply with the Code, except for the requirements referred to in 

points 8, 9, 10 and 11 which will in any case be subject to verification. 

All data processed as part of the verification are managed in accordance with the GDPR. 

The Appendix contains, by way of example, a list of documents useful for carrying out 

the verification. 
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II – References  

The company must comply with the applicable cogent legislation (national and EU-wide), 

the binding commitments entered into (e.g. contracts with customers) and the 

requirements of this Code.  

When such laws, regulations or other requirements to which the organisation adheres 

and the code cover the same subject, the provision that is most favourable to workers 

shall be applied. 

The following are the references applicable to this document:  

o CONSTITUTION of the Italian Republic (1947)  

o ILO conventions - Conventions and recommendations of the International Labour 
Organization concerning the protection of workers' rights, employment in satisfactory 
conditions and in conditions of freedom, equality, safety and human dignity (List and 

documents: http://www.ilo.org/rome/risorse-informative/servizio-informazione/norme-del-
lavoro-e-documenti/lang--it/index.htm) 

o UNIVERSAL DECLARATION OF HUMAN RIGHTS (UN 1948) 

o WORKERS' STATUTE (Law 20 May 1970, no. 300 as amended) – Legislation on the 
protection of the freedom and dignity of workers, free trade unions and union activities in 
workplaces and employment legislation  

o NATIONAL COLLECTIVE BARGAINING AGREEMENT for employees of tanning industry 
and associated companies [CCNL, in the text] 

o Law 17 October 1967, no. 977, as amended – Protection against child and adolescent 
labour [L. 977/1967, in the text] 

o CONSOLIDATED ACT ON OCCUPATIONAL HEALTH AND SAFETY (Italian decree 8 April 
2008, no. 81, as amended) – Protection of health and safety in the workplace [TU 81/2008, 
in the text]  

o CONSOLIDATED ENVIRONMENTAL ACT  (Italian legislative decree 3 April 2006, no.152, 

as amended) – Environmental regulations [TU 152/2006, in the text] 

o REACh (CE regulation 1907/2006) – Concerning the registration, evaluation, authorisation 
and restriction of chemicals 

o Italian Legislative Decree 8 June 2001, no. 231 - Code of administrative responsibility 
of legal entities, companies and associations including unincorporated entities, pursuant to 
article 11 of Italian law no. 300 of 29 September 2000 [D.lgs. 231/2001, in the text] 

o ISO 26000 – Corporate social responsibility guidelines 

o SA 8000 - Social accountability international standard 

o UNI EN ISO 9000 - Quality management systems - Fundamentals and vocabulary 

o UNI ISO 45001 – management systems for health and safety at work 

o UNI/INAIL GUIDELINES (September 2001) – Occupational health and safety 
management system guidelines (S.G.S.L.)  

o UNI EN ISO 14001 – Environmental management systems and guidebook for use 

o GDPR (EU Regulation 2016/279) - General data protection regulation.  

Where the edition is not specified, the reference is to the latest in force. 

 

 

 

http://www.ilo.org/rome/risorse-informative/servizio-informazione/norme-del-lavoro-e-documenti/lang--it/index.htm)
http://www.ilo.org/rome/risorse-informative/servizio-informazione/norme-del-lavoro-e-documenti/lang--it/index.htm)
http://www.ilo.org/rome/risorse-informative/servizio-informazione/norme-del-lavoro-e-documenti/lang--it/index.htm)
http://www.ilo.org/rome/risorse-informative/servizio-informazione/norme-del-lavoro-e-documenti/lang--it/index.htm)
http://www.sawnet.info/trasversale/templ001/visual/documento_generico.jsp?ID=586
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III – Vocabulary  

Environment: contest within which the company (organization) operates, including the 

air, water, soil, natural resources, flora, fauna and people, and their interactions. 

Apprenticeship: open term employment contract aimed at training young people and 

providing youth employment opportunities. 

Corrective action: action designed to eliminate a cause of a detected nonconformity or 

other identified undesirable situation. 

Child: minor who has not yet reached the age of 16 or who is still subject to obligatory 

school attendance. 

Community: collection of housing settlements located in a geographical area near  the 

company's site(s) or within its area of impact and the multiple people that use and 

inhabit them. 

Dispute: litigation or complaint that has arisen with regard to the interpretation of a 

regulation, also contractual, or its violation. 

National Collective Bargaining Agreement (CCNL): contract signed on a national 

level whereby workers' representative organizations (trade unions) and employers' 

associations jointly establish the regulations governing employment both in economic 

terms (salary, seniority procedure, overtime, etc.) and in normative terms (working 

hours, qualifications and job descriptions, job protection, etc.) and together regulate 

their reciprocal relations (industrial relations). Collective bargaining agreements are 

bound by compliance with the Italian Constitution, international conventions and 

European Union law. In Italy, collective bargaining takes place at  several territorial 

levels . National category collective contracts (CCNL) are those that have the most 

practical impact. The CCNL for employees of tanneries is a normative reference for all 

companies operating in the sector to which the agreement refers and is applicable to all 

their personnel. 

Staff leasing: special type of contract involving three parties: the supplier (authorised 

employment agency), the worker and the user (company at which the worker is 

employed). This type of employment contract may be fixed term, open term, or part 

time. It involves signing two contracts: a commercial contract between supplier and user 

and an employment contract between supplier and worker. 

Discrimination: distinction or exclusion, based on prejudice, resulting in disparity of 

treatment in violation of the fundamental principles of equality.  

Risk assessment document (DVR): report drawn up following  the risk assessment for 

occupational health and safety, containing: a report on the assessment carried out, 

identification of protective and preventive measures, and the programme of measures 

required to guarantee improvement of safety levels over time. The document, which 

must always be kept within the company, can be in hard copy or digital format. To be 

valid the document must bear a certified date or date attested by signing, by the 

employer, the RSPP (prevention and protection service manager) the RLS (workers' 

safety representative) and or by the territorial RLS, and by the company physician (if 

appointed). 

Environmental effect: any negative or positive  modification of the environment caused 

by or influenced by the company's products or services. 

Efficacy: ability to achieve the set objective.  

Vendor: company (or, more generally, economic entity) that supplies a product or 

service to the company. 

Occupational injury: injury occurring during work due to a violent cause that results in 

termination  (permanent inability) or limitation (temporary inability) of the work activity 

or the death of the victim. 

http://en.wikipedia.org/wiki/Trade_union
http://en.wikipedia.org/wiki/Employment
http://en.wikipedia.org/wiki/Remuneration
http://en.wikipedia.org/wiki/European_Union
http://en.wikipedia.org/wiki/Italy
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Worker: person who, irrespective of the contact type, performs a work activity in the 

company, with or without remuneration, also solely to learn a trade or participate a work 

placement period during studies or to facilitate professional choices by providing direct 

experience of the workplace (e.g. internships).  

Child labour: in Italy, work performed by a minor who has not yet reached the age of 16 

or who is still subject to obligatory school attendance. Internationally, the minimum 

working age is defined by individual sovereign legislation, without prejudice to the 

provisions of  ILO Convention 138 whereby the minimum age for entry into the labour 

market can never be less than the age required to complete obligatory school attendance 

and shall anyway be no less than 15 years of age. In derogation from this prescription, 

countries with less extensively developed economies and schools may establish a 

minimum employment age of 14. 

Juvenile labour: work performed by a youth under 18 years of age. 

Forced work: According to the ILO Convention No. 29 all forms of work that a worker is 

required to carry out against his/her will  or under coercion or the threat of any kind of 

penalty. 

Workplace: any physical place in which activities associated with the work under the 

company's control are carried out.  

Continuous  improvement: recurring process of growth of the company's management 

capacity to achieve an improvement in its performance in compliance with its social 

accountability policy. 

Employable minor: person aged from 16 (in Italy, or the minimum working age 

internationally) to 18 and not subject to obligatory school attendance.  

Near-miss: any event connected to work activities that could have caused an injury or 

resulted in a health impairment (illness) but did not do so for purely fortuitous reasons.   

Nonconformity: failure to comply with  a requirement. 

Company objectives: goals that the company intends to accomplish in the framework 

of its social accountability policy. 

Employability: the set of skills, experience and qualifications that increase the capacity 

of a person to secure and retain a satisfactory job. 

Stakeholder: party having an interest in the affairs of the company and that can 

influence its activities or be influenced by them. Stakeholders include, without limitation: 

employees and collaborators, customers, suppliers, lenders (banks and shareholders), 

partners, the local community/institutions, and consumers. 

Social accountability policy: directive and general intentions expressed formally by 

company management concerning its undertakings in the sphere of social accountability. 

Procedure: specific method of carrying out an activity or process. 

Management Representative: person appointed by company management to 

coordinate and monitor the company's activities to ensure compliance with the 

requirements of the Code.  

Social accountability: accountability of companies for their social impact. 

Review: activity conducted to check the suitability, adequacy and effectiveness of the 

company's social accountability policy to achieve the set goals. 

Prevention and Protection Service Manager (RSPP): person in possession of 

appropriate skills and professional competences appointed to coordinate the 

management of activities of prevention and protection in relation to the occupational 

risks of workers. 

Workers' safety representative (RLS): person elected or designated to represent the 

workers with regard to health and safety in the workplaces. 

http://en.wikipedia.org/wiki/Customer
http://en.wikipedia.org/wiki/Vendor
http://en.wikipedia.org/wiki/Bank
http://en.wikipedia.org/wiki/Shareholder
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Unitary trade union representative body (RSU): trade union representation of 

workers that also conducts activities of protection and acts as the contractual agent for 

the company trade union affairs. The body may be set up in single production units with 

at least 15 employees and it is composed exclusively of staff currently on the workforce. 

Risk: probability of occurrence of a certain event able to harm persons. 

Occupational health and safety: conditions and factors that affect, or that may affect, 

the health and  safety of workers and any other person in the workplace. 

Sub-Contractor: company (or, more generally, economic entity) that supplies products 

or services working on materials and goods supplied by and owned by the client 

company, in accordance with the instructions received from the contracting company.   

Risk assessment: global documented evaluation of all risks affecting health and safety 

in the workplace, aimed at identifying adequate prevention and protection measures and 

developing a programme of such measures in order to guarantee continual improvement 

of health and safety levels through time. 
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IV Requirements 

 

1. JUVENILE LABOUR 

1.1 The company must issue a written declaration confirming that it does not use 

adolescent labour or support such use. 

In Italian law the minimum working age depends on two obligatory factors: turning 16 

years of age and actual  completion of obligatory education (minimum duration 10 

years). 

Notwithstanding the above employment of 15-year-olds is permitted in the case of an 

apprenticeship contract aimed at qualification and securing a professional diploma, also 

for the completion of the period of obligatory education.  

For each production unit in Italy, to guarantee the absence of under-age employee  

erroneously included in the workforce the company must verify the personal data and 

their truthfulness  at the time of recruitment by examining identity documents and any 

other documents required by statutory legislation (e.g. residency permit), and also 

ensure that school attendance obligations have been satisfied. Employable minors, aged 

from 16 to 18, follow an apprenticeship for professional qualification and to secure a 

professional diploma (first level apprenticeship), with the exception of 17 year-old 

apprentices in possession of a three-year qualification of any kind, who follow the 

professionalizing training course with compilation of the associated training plan (cf. 

CCNL, art.25). 

1.2 In the case of hiring of an employable minor the company must undertake to 

guarantee that the person in question is not exposed to hazardous, risky or unhealthy 

conditions in the workplace. 

To guarantee the above procedure the Management Representative is responsible for 

ensuring the following prescriptions are observed: 

- prohibition of exposure to: physical agents (noise with average daily exposure higher 

than 87 decibel LEX), biological agents (1st and 2nd category), chemicals classified as 

corrosive, explosive, highly flammable, toxic, carcinogenic or sensitizing; lead and its 

compounds, asbestos (derogation from these provisions is permitted for 

training/apprenticeship activities on receiving authorization from the Provincial Labour  

Department); 

- working hours: maximum 8 hours per day and 40 hours per week (overtime is thus 

prohibited), with a suspension of work (break) after 4.5 hours (minimum duration 1 

hour); 

- absolute prohibition of night work (night is construed as 10 pm to 6 am or 11 pm to 7 

am);  

- the total time spent between school, work and travel must not exceed 10 hours a day 

- compliance with statutory regulations concerning weekly rest period (2 days, ideally 

consecutive and including Sunday); 

- obligation of pre-hiring medical check-up at a public health institution (ASL - Local 

Health Unit), to be repeated each year; 

- health monitoring performed by the Company doctor in the cases provided for by law 

(cf. TU no. 81/2008 art. 41). 

Evidence of this can be provided by means of a job description or a specific reference in 

the risk assessment document. 

 

2. FORCED LABOUR 

The organisation shall not resort to or support the use of forced or compulsory labour, including 
prison labour, as defined by ILO Convention 29, shall not withhold original identity documents and 
shall not require staff to pay "deposits" at the commencement of employment. 
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Neither the organisation or any other entity supplying labour to the organisation must withhold any 
part of the staff's wages, benefits, property or documents in order to force them to continue working 
for the organisation. 
The organisation must ensure that there will be no commissions or costs related to the employment 
of workers. 
Staff must have the right to leave the workplace at the end of the working day and must be free to 
terminate employment by giving reasonable notice to the employer. 

The company must issue a written declaration stating that it does not use forced labour 

for manpower or to generate income and that it does not support such use in any 

whatsoever form. 
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This principle is incorporated, in particular, in the undertaking to: 

o respect the Statute of workers and the matters set down in the category CCNL, also 

with regard to the methods of termination of work relationships (awareness among 

personnel of notice times – CCNL art. 81); 

o provide evidence of the voluntary nature of employment by means of a signed 

contract; 

o file any documents certifying identity only in the form of copies and not in the 

original;  

o never require personnel to leave cash deposit in the custody of the company at the 

start of the work relationship for any whatsoever reason. 

Compliance with the above rules is considered to be a sufficient condition to guarantee 

the absence of any connection to human trafficking. 

 

3. DISCRIMINATION 

The company confirms (e.g. in the company policy) that it undertakes to observe the 

Statute of workers and the category CCNL and promotes equal opportunities for all 

personnel, guaranteeing: 

o the absence of discriminatory conduct at the time of hiring; 

o that the accounting documents certify  that employee salaries are consistent with 

their seniority, type of job description and professional skills; 

o the receipt by workers of the same training opportunities on the basis of identical 

company functions and job descriptions (evidence provided by training register); 

o that the salaries, indemnities and benefits of female workers, assuming identical 

work functions and job descriptions, are identical to those awarded to male workers; 

o that women are not subject to discrimination in relation to maternity rights either at 

the time of hiring or during their work activities; 

o the intolerance of conduct that is offensive or prejudicial in relation to personal 

dignity, either of a physical or psychological nature; 

o any requests of personnel with special needs (e.g. of a religious nature) will be 

evaluated and granted, if this is considered compatible with work requirements. 

The CCNL (art. 73) governs the fundamental rules of conduct that the company and its 

personnel must adopt. The company can also impose internal regulations, adequately 

disclosed to personnel by posting on notice boards (cf. CCNL art.77), that provide a clear 

guide on the correct conduct to adopt in the company.  

Violation of the rules of conduct and the internal regulations, if drafted, may attract a 

disciplinary sanction in accordance with the methods and in the cases provided for by law 

(cf. articles 80, 81, 82). 

At the time of auditing, the company will be required to provide clear explanations 

concerning the methods whereby the foregoing conditions are implemented. 

 

4. LABOR UNIONS AND COLLECTIVE BARGAINING 

The company respects, even declaring it explicitly in the company policy, the Statute of 

workers, with special regard to the right of workers to form or join trade unions and to 

carry out trade union activities in the workplaces (e.g. meetings, assemblies), without 

engaging in discriminatory conduct (Cf. Statute of Workers, articles 14-15). The category 

CCNL regulates said rights, governing the modes of exercise (cf. CCNL chapter 5). 

In order to fulfil this requirement, evidence must be provided showing how personnel 

have been informed of their rights and how such rights are guaranteed (e.g. information 

notice at time of hiring, distribution of copies of the CCNL, posting on notice boards, 

provision of suitable premises for meetings). 
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5. HEALTH AND SAFETY  

5.1 Within the scope of its policy the company must develop and implement an 

undertaking to guarantee health and safety in the workplaces used for its activities.  

This must be achieved, also through competent company officers and/or potentially by 

using qualified external consultants, in harmony with the prescriptions of TU 81/2008 and 

carrying out a risk assessment  that: 

o reveals potential risk factors associated with the activities carried out and highlights 

any critical points, highlighting it in the DVR (Risk Assessment Document, cfr. TU 

81/2008 articles 28, 29); 

o identifies and adopts adequate measures to protect the health and safety of workers, 

adopting the following hierarchy in identifying the actions to be put in place wherever 

possible: elimination, replacement, control, procedures/work instructions and 

protective equipment; 

o considers adopting the following measures:  

- provision of suitable workplaces that comply with regulations with regard to the 

observance of health and safety regulations (cf. TU 81/2008 articles 62-64), 

including adequate toilets, suitable dining rooms and, if applicable, rooms for rest 

periods;  

- adoption of work procedures and instructions for the highest risk activities;  

- adoption of suitable first aid procedures and facilities for prevention and 

protection in emergencies, such that require the evacuation and suitable first aid 

devices (cf. TU 81/2008 articles 43-46); 

- provision of adequate personal protective equipment (PPE) to personnel with 

associated and documented training in the correct use (cf. CCNL art.89, TU 

81/2008 articles 74-79);  

- includes the specific risks for workers who have recently given birth, are pregnant 

and breastfeeding in consideration of the specific job role performed; 

o monitoring of potentially harmful events (e.g. faults, anomalies or events) that have 

not as yet caused accidents but that could potentially do so (so-called “near miss”) 

o a periodic programme of continuous  improvement, having also heard the opinion of 

the RLS, which includes a definition of the procedures and responsibilities for 

implementation of the planned actions.  

Participation of workers in the management of health and safety in the workplace must 

be guaranteed by means of information and consultation of the RLS elected/designated 

by the workers specifically with regard to: assessment of risks and associated protective 

measures, personnel training, designation of workers responsible for managing 

emergencies, injuries and occupational illnesses (cf. TU 81/2008 art. 50, CCNL art.88). 

Involvement of the RLS must be adequately documented, for example by signing the 

minutes of the Periodic meetings (cf. TU 81/2008 art. 35), a list of the names of the 

emergency management officers, showing  (and delivery  if necessary) of the risk 

assessment document. 

In order to improve the efficacy of the actions planned and the direct involvement of 

workers, the improvement programme must be divulged and brought to the attention of 

the interested parties, also in order to received their feedback concerning the 

programme. 

It may also be appropriate to prepare internal regulations outlining the possibility of 

disciplinary measures in the event of violation of the safety regulations, which refer to TU 

81/2008, of the CCNL or of any company regulations. 

 

5.2 All workers must be provided with adequate health and safety information and 

training, also with respect to their level of language fluency (TU 81/2008 articles 36,37 

and CCNL art. 89).  
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All training actions must be recorded (in the Libretto formativo del cittadino - record of 

personal achievement - if available) and evidence must be given that the effectiveness of 

the interventions has been assessed  (e.g. by means of final tests and field checks).  

For new workers, workers who have been allocated to new roles/job descriptions and 

personnel working under special contracts (e.g. staff leasing contracts) training must be 

provided before or at the same time as hiring, at the change in job description, or at the 

start of the leasing period in the case of staff leasing contracts. 

Possession of an accredited and currently valid safety certificate (ISO 45001) or objective 

implementation (highlighted by showing the OT 23 form) of specific management 

systems (UNI-INAIL 2001 guidelines) is considered to be a guarantee of conformity to 

the requirements of the Code for point 5. The principles of these standards can be viewed 

as a source of reference and further guidelines in addition to the provisions  set down in 

this document. 

 

6. WORKING HOURS 

The company must declare (see also points 2, 3 and 4 of the Code) its commitment to 

respecting the provisions  set down in statutory legislation and in the CCNL concerning 

work hours.  

Specifically, the category CCNL (chapter 8) states that normal time should not exceed 40 

hours/week. Including overtime, the average duration of work activities, calculated over 

a 12 month period, shall not exceed 48 hours of effective work, in compliance with the 

maximum limit of 250 hours per year (ref. art. 5 paragraph 3 of Legislative Decree no. 

66 of 2003). 

Overtime must be justified by essential requirements that the company is unable to 

postpone (e.g. urgent orders) (cf. CCNL art. 31). 

Also a weekly period of rest must be provided and guarantee, lasting at least 24 

consecutive hours over each 7 day period(cf. CCNL art. 38). 

 

7. COMPENSATION 

7.1 The company declares to respect the statutory legislation and the CCNL of the 

category in relation to the composition of remuneration and in compliance with 

contractually defined minimum amounts (CCNL chapter 10). This commitment must be 

known to all personnel (e.g. posting up the policy of the company on notice boards, 

providing information at the time of hiring, etc.). 

The types of contracts utilized are those permitted by the CCNL (cf. chapter 6) and by 

statutory legislation. 

Overtime must be reimbursed with an adequate higher level of remuneration (cf. CCNL 

chapter 8). 

Any salary deductions shall be clearly indicated in the pay slip. As a disciplinary measure, 

salary deductions are permitted only in the most serious cases, in compliance with the 

provisions  set down in the category CCNL (cf. CCNL articles 80/81). 

 

7.2 The company prepares a payslip for each worker. The company must provide 

evidence that the worker is paid on a regular basis, with methods of remittance of the 

amount due that do not lead to additional expense for the worker (e.g. direct transfer of 

salary to a current account, cheque, cash). 

The company guarantees that the layout of payslips has been designed to be clear and 

understandable by all personnel and will provide explanations in this regard if so 

requested. 

 

8. EMPOWERMENT OF HUMAN RESOURCES 

The company must promote the development of its personnel in terms of skills, 

professionalism and employability. 
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This must be performed by: 

- Professional training initiatives designed to update workers and develop the 

business culture (cf. CCNL art. 72). For example, by promoting: 

o continual training to raise skill levels of personnel (also by means of joint trade 

organization funds); 

o initiatives aimed at facilitating the acquisition of Italian language skills by foreign 

workers; 

o suitable career promotions. 

o welfare initiatives that provide for facilitations for the reconciliation of life and work 

times, agreements with structures providing services to the person and the family, 

generational exchange between elderly and young workers, etc. 

For the purposes of meeting this requirement, mandatory training or those primarily 

functional to the corporate interest cannot be considered. 

 

9. ENVIRONMENT 

The company must comply with the requirements of current legislation(Consolidated 

environment act), formalize an environmental policy and equip itself with procedures or 

operating instructions for monitoring and managing the environmental effects associated 

with its work and the management of non-conformities. 

The company policy must include the commitment to reduce the environmental impact 

associated with its work. 

This can be achieved for example through 

o the sustainable use of natural and energy resources, including through recovery and 

reuse; 

o prevention of pollution of the air, water and soil, including the reduction of waste and 

manufacturing scrap  quantities; 

o use of non-hazardous chemical products with minimal environmental impact; 

o development of processes and products with minimal environmental impact; 

o purchases based on environmental and social sustainability criteria; 

o sensitization of personnel with regard to the environmental aspects connected with 

the work activity. 

o the evaluation of the life cycle of the articles (for example with a Life cycle 

assessment approach). 

Company commitments concerning environmental protection and safeguarding also 

include activities/actions undertaken at a local and district level, etc. in collaboration with 

the related stakeholders (e.g. Local communities, Public authorities) aimed at minimizing 

the impact of production activities in a given territory or protecting/restoring the natural 

habitat. 

The possession of an accredited and valid certification (EMAS, ISO 14001) is construed as 

a guarantee of conformity with the requirements of the point 9. The principles of these 

standards can be viewed as a source of reference and further guidelines in addition to the 

provisions  set down in this document. 

 

10. INVOLVEMENT AND DEVELOPMENT OF THE COMMUNITY 

The company must promote the development and well-being of the community, either 

directly or through the associations in which it participates. 

These activities include: those aimed explicitly at community development and/or those 

aimed at private purposes but which indirectly promote general development (e.g. 

creation of jobs through the expansion of activities and technological development). 

This can be achieved, for example, by means of: 

- solidarity or voluntary initiatives; 
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- promotion and safeguarding of culture and the arts; 

- initiatives to benefit local institutions (e.g. schools), also in relation to the 

development of skills; 

- participation on Committees or work groups focusing on topics of community 

interest;  

- collaboration with universities, laboratories, research organizations and training 

institutes; 

- spread of data (also aggregated by sector) concerning performance in relation to 

the requirements of the code of ethics (e.g. participation in a category social-

environmental report and spreading  it throughout the local community); 

- participation in initiatives or projects for local or district development that brings 

direct benefits to the community (e.g. district EMAS declaration, promotion of 

local brands and products, etc.). 

 

11. PROFESSIONALISM 

11.1 Company policy must expressly include a commitment to proceed in accordance 

with principles of loyalty, integrity and transparency towards all stakeholders (e.g. 

institutions, customers, suppliers, and competitors).  

It must also include a commitment against any illegal practices such as extortion, fraud 

or abuse of office, public or private corruption, illegitimate favouritism and collusive 

behaviour. 

In order to demonstrate this commitment the company must retain and provide access to 

documents and records (e.g. procedures, specifications, company bulletins, advertising, 

organizational models, data) so that samples can be taken at the time of the audit. 

In particular, the adoption of a Code of Ethics (possibly as part of an organizational 

model pursuant to Italian legislative decree 231/01) is considered further evidence of 

commitment. 

 

11.2 The company's products must provide a guarantee of high quality in compliance 

with legal requirements. 

For this purpose, the company must prepare an adequate monitoring plan that 

establishes , for example, periodic laboratory analyses on samples of the various types of 

hide or leather produced to check compliance with cogent or voluntary requirements 

(e.g. REACh, requirements of customer specifications, technical specifications adopted as 

a reference). For compliance with  the articles with the chemical safety requirements, the 

company can refer to the UNIC document "SPECIFICATIONS - Leather and chemicals" 

and the related update circulars. 

The company must also ensure the transmission of information along the supply chain, 

where required (eg communication to customers required by REACh).  

The following constitute further evidence of commitment: 

o compliance with the voluntary technical standards of reference by type and 

intended use; 

o the use of certified or recognized markings (eg. product quality, Vera Pelle 

and Vero Cuoio, Made in Italy, ecological markings); 

o or the services provided to customers. 

In the event of a disputes regarding the characteristics of its articles, the company must 

provide for appropriate corrective and preventive actions and provide adequate evidence 

(see also point 12.7). 

 

12. POLICY AND MANAGEMENT  

12.1 Management must define a company policy corresponding to the minimum 

requirements stated at letters a) through d) (point 12.1 of Code) and formalize it in 

writing. The company must also define the form to make the policy accessible internally 

(e.g. posting on the bulletin board, information, intranet, etc.) and outside the company 
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(e.g. website, brochure), specifying whether the documentation it is available and visible 

to all, or only on request. The contents of the policy must be expressed in simple and 

understandable terms. 

The policy must be evaluated periodically and subjected to review, to verify the adequacy 

and  effectiveness  of what is implemented with a view to continuous improvement. 

The workers' representative referred to in point 12.3 and the Management representative 

participate in the review. 

 

12.2 The Management must proceed, in writing, to the appointment of a contact person 

who acts as an internal and external reference for matters connected to the Code. 

The appointment document should specify the functions and responsibilities of the 

contact person in relation to the provisions of the Code. 

 

12.3 The employee representative for social responsibility must be elected by the staff 

as an interface with the management. Appropriate evidence must be kept of this election 

and its procedures. The company must also provide evidence of the involvement / 

consultation of this figure in the implementation and application of the requirements of 

the Code. 

 

12.4 The company must: 

- prepare a list of suppliers and subcontractors, identifying the active ones, reporting at 

least personal data, activity performed, location. 

- prepare a methodology for the assessment based on effective and documented criteria 

that includes the conformity of the supplies to the established requirements 

- identify significant suppliers on the basis of type of supply (suppliers of services 

concerning human resources are always to be considered significant) and relevance 

- assign a level of risk to each, taking into account the geographical location and 

evidence of compliance provided on the requirements of the Code 

- define, for each class of risk, any methods and times for obtaining the above evidence 

The company must request, from the significant suppliers, a declaration of commitment 

to comply with the provisions of the Code, which includes, for foreign suppliers, an 

explicit commitment to comply with the provisions of the legislation in force in the 

respective countries, (e.g. juvenile  work, salary, environmental requirements). 

For suppliers/subcontractors that are considered "high risk" it is appropriate to provide 

for on-site checks. 

To implement the above it is possible: 

o raise awareness in and directly involve suppliers/contractors on the issues of the 

Code in order to ensure their understanding and spontaneous adherence; 

o  include in the supply/subcontracting contracts specifications relating to the Code; 

o  contractually ask its suppliers/subcontractors to inform the company of any 

changes that may have an impact on what is declared as a commitment to the 

Code; 

o  inquire about the social and environmental conditions in which the purchased 

goods are produced. 

 

Any impossibility for the company to obtain evidence of the supplier's commitment must 

always be justified in writing and adequately managed . 

The company may request the supplier/subcontractor to share the Code with its 

suppliers/subcontractors. 

 

12.5 The company must periodically review its policy and its performance, monitoring its 

progress with a view to continuous improvement, also identifying suitable indicators (e.g. 
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workers’ injury and absence indices, environmental impacts, liberal donations in favor of 

the community , adherence of suppliers to the principles of the Code, etc.) 

The company must prepare a procedure that specifies the methods for communicating 

with both internal and external interested parties. 

For the purposes of effective communication, the information should be as complete, 

understandable, accurate, timely and accessible as possible. 

The company should promote dialogue with all interested parties, both internal and 

external (e.g. contact information on the company website, organization of company 

meetings or public events on the subject, links to consumer associations and/or websites 

of organizations / institutions with which the company shares commitments in the field of 

social responsibility, blog). 

 

12.6 The company must ensure that the principles of the Code are understood at all 

levels throughout the organization, including by workers whose native language is not 

Italian. This can be implemented through periodic and specific information and training 

programs, in relation to the different roles and tasks. 

 

12.7 The company must prepare a written procedure for management of 

nonconformities that requires adequate corrective and preventive actions in accordance 

with the severity of the anomalies identified. 

The company should provide for the implementation of methods and tools with which 

both internal staff and other interested parties can make reports (including complaints 

anonymously) regarding anomalies found in the application of the Code. 

Such reports must not be a source of discrimination or disciplinary measures. 

To demonstrate the effectiveness of its management system, the company is strongly 

recommended to always provide for the treatment of any anomalies found in relation to 

the individual requirements of the Code with corrective actions, keeping an adequate 

written record and to request such treatment also from its suppliers and subcontractors. 

 

12.8 All formal requirements must be set down in written form. 

The company must maintain adequate records to support the matters implemented and 

declared. 
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APPENDIX 

 
LIST OF REQUIRED DOCUMENTS 
 
By way of example and without limitation the following is a list of documents that are 
potentially useful in order to facilitate the audit process. 
“Mandatory” documents are considered to be binding with regard to compliance with the 
requirements of the Code. The “optional” section gives examples of the documents 
referenced herein. 
 
Mandatory documents 

o Company policy/policies 

o CCNL delivery certificate 

o DVR (risk assessment document) and associated annexes (e.g. Programme of 
adaptation/improvement measures) 

o Accident register 

o Appointment of the Management Contact 

o Minutes of the election of the workers' safety representative 

o Training register 

o Mandatory procedures established by the Code or the Guidelines (Non-compliance 
management, environmental aspects monitoring, supplier / subcontractor assessment, 
internal and external communication) 

o  List of suppliers and subcontractors and evaluation criteria 

o  Declarations by suppliers/contractors to comply with the requirements of the Code 

o Mandatory registrations regarding products (REACh and contractual/specifications 
fulfilments) 

o Registration of complaints / reports (both internal and external) 

 
 
Optional documents 

o Certifications held by the company (for non-certifiable systems, e.g. UNI-INAIL 
Guidelines, ISO 26000, Italian legislative decree 231/2001: manual, management 
models, etc.) 

o Internal regulations  

 

 
 

 


