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At the meeting of the Board of Directors of the Company held on May 8th, 2024, the document entitled Workplace Harassment Protocol, duly updated from 
its original version, was presented. After being read and analyzed, it was unanimously approved under the terms detailed below: 

STATEMENT OF PRINCIPLES OF THE COMPANY 

The corporate philosophy of AIR INDUSTRIE THERMIQUE ESPAÑA SL (hereinafter, AITESA) requires the implementation of a Code of Conduct that guides 
and promotes ethical behavior among all Executives and Employees, and in general, among all members of our organization. This is intended to prevent 
inappropriate situations that hinder day-to-day operations and may lead to moral, sexual, gender-based, or discriminatory harassment. 

Business ethics principles, which should be a foundation of every organization, as well as the values that AITESA’s Management must ensure are upheld in the 
daily work of all our Employees, have led us to draft and implement this Workplace Harassment Protocol. 

Among the constitutional values AITESA seeks to promote are, among others, the right to human dignity, the free development of personality, and the protection 
of physical and moral integrity. Under no circumstances can inhumane or degrading treatment be tolerated, nor can any form of discrimination based on marital 
status, family situation, birth, ethnic origin, age, religious beliefs, sexual orientation, opinion, disability, union membership, or any other personal or social 
condition be accepted. 

Based on these values, and in accordance with the provisions regarding harassment prevention as outlined in Organic Law 3/2007 of March 22 for effective 
equality between women and men, the Company assumes the responsibility of ensuring effective protection in matters of workplace health and safety. For this 
reason, and through the implementation of this Code of Conduct, we reaffirm our commitment to prevent, identify, resolve, and, if necessary, sanction 
inappropriate behavior, emphasizing the duty of all Executives and Employees to avoid any situation of harassment. 

We are convinced that the implementation of this Protocol will contribute to the development of a working environment aligned with the ethical purposes and 
principles that Management is committed to promoting, making AITESA a benchmark in the business and labor world. 
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WORKPLACE HARASSMENT PROTOCOL 

 

CHAPTER I. General Provisions 

Article 1. Purpose 

This Protocol aims to: 

• Take the necessary steps to prevent any situation of harassment, 

• Enable employees to identify any form of moral, sexual, gender-based, or discriminatory harassment, 

• Establish a procedure (protocol) to investigate and, if necessary, sanction potential harassment situations. 

Article 2. Scope of Application 

This document shall be observed by all Workers, whether Executives or Employees, who are part of the Company’s organization. 

This policy applies both at the workplace and during all work-related events, including meetings, conferences, and social events held during work activities, 
whether on or off company premises. 

CHAPTER II. Concepts 

To prevent any form of harassment, it is essential to include a brief explanation of what is meant by moral, sexual, gender-based, and discriminatory harassment 
in this Code of Conduct. This helps our Workers become aware that certain behaviors or attitudes, even if seemingly harmless, may lead to harassment, and 
also allows them to identify such situations if they are affected. 

Article 3. Moral Harassment or Mobbing 

Moral harassment at work constitutes inappropriate behavior, reflected in continuous and deliberate mistreatment, whether direct or indirect, verbal, physical, 
or otherwise, by one or more individuals against another in the workplace or during the employment relationship. It affects the person's dignity and aims to 
psychologically destroy or undermine them, often resulting in the employee leaving their job. 

However, not all conflicts or isolated unpleasant incidents between Workers qualify as moral harassment or "mobbing". 

In short, moral harassment includes any offensive conduct that occurs systematically and continuously over time and that has the purpose of isolating or 
psychologically damaging the harassed employee. The moral harassment to which a worker may be subjected is manifested through various behaviors such 
as 
Actions against the reputation or dignity of the person, making insulting comments against them, permanently criticizing their private life, making the victim 
look stupid or disturbed, attacking their thoughts about politics, religion, their physical appearance, etc. 

• Actions against the exercise of their work, leading to rejection and fear of the workplace by the affected person. 

• Modifying attributions or responsibilities in a malicious manner, denigrating them through the unjustified assignment of jobs of a lower nature or 
category, in order to cause disinterest in the job. 

• Assigning unnecessary, degrading or impossible tasks in a malicious manner, or even work for which the worker is not qualified, in order to 
undermine his or her professional development. 

• Selectively maliciously overloading work on a regular basis, to lower the quality of their work and their performance. 

• Setting deadlines that are known to be unattainable, for the completion of a certain job or task, with the aim of not meeting them. 

• Comment on their work in a malicious way, ridiculing their ideas or the results obtained. 

• Actions that involve manipulating communication or information with the affected person, such as: not informing them about different aspects of 
their work, their functions, their responsibilities, keeping them in a situation of uncertainty; or by using hostile communication both explicitly 
(threatening or reprimanding them for work issues) and implicitly (not speaking to them, not listening to their opinions or ignoring their presence). 

• Situations of social isolation: moving the worker to a place far from the one occupied by the rest of the colleagues, preventing him from interacting 
with them, restricting the possibility of talking to his colleagues or prohibiting the latter from speaking to the victim, producing a situation of 
reprehensible marginalization. 

• Verbal aggression, such as shouting or insulting the worker, or even adopting measures of physical violence, fits of rage or offensive anger, often 
on trivial topics. 

• Launching unfounded rumors about professional or personal issues of the worker. 

• Imitating the manners, voice or gestures of the worker in order to ridicule him. 
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These are actions that have continuity over time, previously designed, with which it is intended to psychologically degrade the affected person to the point of 
producing a loss of self-esteem and disinterest in work, thus favoring the creation of a hostile environment that can lead to their voluntary departure from the 
company. 

Article 4. Sexual and Gender-Based Harassment at Work 

Legally, sexual harassment is any verbal or physical conduct of a sexual nature that aims to or results in violating a person’s dignity, particularly by creating an 
intimidating, degrading, or offensive environment. 

In short, sexual harassment at work is understood as a situation in which any verbal, non-verbal or physical behavior of a sexual nature occurs with the purpose 
or effect of violating the dignity of a person. 

Sexual harassment, as it constitutes an attack on the free decision not to be involved in a specific sexual situation, affects the intimate sphere of the person, 
the protection of which is proclaimed in our Constitution. 

It includes: 

• Sexual gestures. 

• Displaying sexual or suggestive images or objects. 

• Sending sexually suggestive or pornographic messages, emails, or texts. 

• Inappropriate sexual jokes or comments. 

• Unwanted physical contact like pinching or touching. 

• Sexual coercion, i.e., pressuring someone into sexual conduct under threat of professional harm. 

These behaviors create an unpleasant, offensive, and uncomfortable work environment. 

Gender-based harassment refers to conduct directed at a person because of their sex, intending to or resulting in a violation of their dignity and a hostile or 
offensive environment. This includes using a person’s sex or sexual orientation as a factor in decisions affecting them personally or professionally, constituting 
illegal discrimination. 

Article 5. Discriminatory Treatment 

Discriminatory treatment refers to unfavorable behavior toward an Employee or group of Employees based on marital status, family situation, birth, ethnic 
origin, age, sex, sexual orientation, religious or political beliefs, union membership, or any other personal or social condition, which may manifest as: 

• Personal insults. 

• Disparaging remarks about personal or professional life. 

• Public or private humiliation. 

• Inappropriate gestures. 

• Use of degrading language. 

• Sarcasm and repeated, unjustified personal criticism. 

• Sexual or gender-based harassment. 

These behaviors aim to isolate or ridicule a person because of a distinguishing personal characteristic. 

CHAPTER III. Procedure for Addressing Harassment Situations 

Article 6. Complaint Phase 

If an Employee of the Company believes that he or she is suffering, on the part of his or her colleagues and/or hierarchical superiors, a situation of sexual 
harassment, moral harassment, harassment based on sex or discriminatory treatment, and considers that the fact of communicating his or her disagreement 
with it to the person who originates this situation will not solve the conflict, has the duty to address the Management, specifically, to the figure of the Mediator 
(chosen by the Management) to inform it and so that, where appropriate, the necessary measures can be adopted. 

They may request to be accompanied by a coworker during the process, as there is no formal employee representation body in the company. 

The affected party must inform the Mediator, who will notify the Ethics Committee and initiate preventive or disciplinary measures as necessary. 

Workers must contribute to the prevention of sexual harassment and harassment based on sex at work and inform the company's management of the conduct 
or behavior of which they are aware and which could lead to it. 

Likewise, hierarchical superiors will be attentive to possible situations of harassment with respect to their subordinates, reporting any reprehensible conduct 
to Human Resources. 
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Article 7. Investigation / Management Action Phase 

All workers have the right to respect for their privacy and to the consideration due to their dignity, as well as to the free development of their personality, 
without any discrimination on grounds of birth, race, sex, religion, opinion or any other personal or social condition or circumstance. 

In this sense, the Management of the company, based on the provisions of our Constitution and the Workers' Statute, has the duty to guarantee that these 
rights are respected by ensuring that the necessary measures are adopted in this regard. 

Consequently, AITESA is committed to providing all its employees with a work environment free of moral and/or sexual harassment, as well as any other 
discriminatory or vexatious treatment. 

Therefore, in the event that the harassed employee decides to report to the Management of AITESA the offensive acts to which he or she is being subjected 
in the course of the employment relationship, the precautionary measures and investigative measures that, where appropriate, may be appropriate, will be 
adopted in order to clarify and, where appropriate, punish the facts narrated by the person who claims to be harassed at work. 

Both the Company's Management and the Ethics Committee undertake to maintain the strictest confidentiality and due discretion in relation to the case in 
question. 

Research phase by the Company: 

1. The Company's Management will appoint a Mediator to whom the workers must contact to report a possible situation of workplace harassment. 

2. The Worker shall deliver to the Mediator a letter, dated and signed, detailing those facts that, in his opinion, constitute a situation of moral or sexual 
harassment, harassment based on sex or discriminatory treatment. 

Upon receipt of this letter, the Mediator will analyze its content and listen carefully to those details that are narrated by the harassed employee, adopting an 
attitude of closeness and understanding regarding the facts narrated. Likewise, and for the purpose of initiating an investigation in relation to the facts that are 
reported by the affected party, the Mediator must interview the harassed employee, who may be assisted at all times by a union representative, if required, in 
order to know precisely all the aspects or nuances that have been unclear in his previous statement. 

In no case should disinterest or lack of credibility be shown with respect to the behavior of other colleagues that are narrated by the bullied, and any comment 
that, in any way, downplays or trivializes the facts that are being described by the victim must also be avoided. 

It is important, at this stage, to collect all the information that is necessary for the clarification of the facts that are the subject of the complaint by the harassed 
employee. To this end, it is vitally important that the harassed employee does not, in any case, remain alone with the harasser or harassers. 

If possible, the Mediator must summon those workers who, as co-workers and, where appropriate, witnesses to the alleged situation of harassment, can 
provide their statement on the events that occurred. 

3. Once the case and everything presented has been analyzed, the Mediator will summon the alleged harasser to know his version of the facts and to state 
what is convenient to his right. 

As many meetings as necessary will be held in order to confirm the reality, accuracy and absolute veracity of the situation. Minutes will be drawn up for each 
of the meetings held. 

4. Finally, the Mediator, who from the beginning may discuss the case with the Ethics Committee, will conclude his investigation phase with the preparation of 
a Report in which all the actions carried out since the complaint by the alleged harassed party took place, which will be raised to the Ethics Committee. in 
order to assess whether or not the alleged harasser's behavior constitutes workplace harassment, sexual harassment, harassment based on sex or 
discriminatory treatment. 

CHAPTER IV. Resolution Phase 

Article 8. Ethics Committee Involvement 

An Ethics Committee will be set up to ensure compliance with the standards of conduct contained in this Protocol Against Harassment in the Workplace, as 
well as to resolve any interpretation or doubt that may arise regarding the content of this document. 
The Ethics Committee is a collegiate body that stands as the highest authority, within the business environment, when it comes to assessing possible 
situations of harassment and discriminatory treatment. This Committee will be composed of: 

• The Mediator 

• A Management representative 

• An employee elected by peers 

The Ethics Committee, which will operate by a majority system, will have as its main task to objectively assess the facts and actions contemplated in the 
Report prepared by the Mediator. Consequently, it will decide on the basis of reasons on the existence or not of a situation of harassment at work and will 
propose, where appropriate, the corrective and disciplinary measures it deems appropriate. 
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In addition, the Commission will have the following functions: 

• Oversees enforcement of the Protocol 

• Resolves doubts regarding its application 

• Proposes Protocol updates to Management 

CHAPTER V. Disciplinary Procedures 

The Management of AITESA reserves the right to adopt appropriate disciplinary actions, including dismissal in the case of very serious misconduct, against the 
worker who has engaged in conduct classified as moral harassment, sexual harassment, harassment based on sex or discriminatory treatment. 

Consequently, it is recorded that non-compliance with the rules of this Protocol constitutes a violation of the obligations of the Directors and Employees. 

Therefore, the disciplinary measures considered appropriate may be adopted, without prejudice to the civil and criminal actions that may also be relevant in 
each case. 

CHAPTER VI. General Provisions 

Article 9. Duty of Secrecy 

Any person who has participated in any of the stages provided for in this Protocol shall be subject to a duty of secrecy consisting in the obligation not to 
disclose any information to any other person not involved in the proceedings. 

Article 10. Right to Privacy 

The protection of the right to privacy of the persons who have taken part in any of the phases of this procedure is guaranteed. 

Article 11. Protocol Communication 

The Company's Management undertakes to ensure that all Workers are aware of the existence of this Protocol and Code of Action. To this end, its entry into 
force will be announced by e-mail, and will also be available on the Company's Intranet. 

Likewise, a communication will be sent to the heads of each department reminding them that they have the responsibility to ensure the achievement of an 
adequate work environment free of unwanted behavior that may constitute workplace or sexual harassment. In any case, it is the responsibility of each 
employee, regardless of their position and professional category, to adopt attitudes and behaviors that avoid any situation of harassment, while denouncing 
any situation of this nature that may occur. 

The Management will promote the use of the procedure of action among the workers. 

CHAPTER VII. Changes in the application of this document. 

The Company's Management, in order to facilitate the application of this Protocol in the area of workplace harassment, reserves the right to modify the 
established procedure depending on any legislative or jurisprudential changes that may occur or when the specific circumstances of each case so advise. 

 

 


