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UMANIUS is the journal of the
Auren Foundation, which, as part
of its founding mission, succinctly
addresses topics related to
corporate humanism. Its aim is

to present, propose means of

implementation, disseminate, and
encourage the values advocated
by civic humanism within private
and public enterprises and
organizations.
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CONCEPTUAL . . .
B EGRG The culture of a business, together with an organisa
tion’s vision and mission, constitutes its philosophy. To
02 fully embrace a humanistic nature, it is essential to in-
KEY DATA tegrate a clearly defined commitment to each group
of stakeholders. A company’s values are expressed
03 through its culture, which comprises the shared set
THE ROLE OF o .
BUSINESS of principles, norms, symbols, myths and behavioural
patterns that serve as a reference framework and de-
04 fine the company’s identity.
PURPOSE-DRIVEN . _ _ .
NARRATIVES Business culture determines the nature of relationships
with stakeholders and plays a crucial role in organi-
05 sational performance. It is also an intrinsic part of the
INSPIRATIONAL . . . .
QUOTES company’s history (shaping and being shaped by its
mission and vision) and has a profound influence on
06 its policies, structural organisation, strategies and ob-
REFERENCES jectives. The culture of a business must align with the
company’s purpose, which differentiates and defines
07 it. Values based on human rights and respect for the
UMANIUS biosoh tial ts of a h st
EDITORIAL TEAM iosphere are essential components of a humanistic
business culture.
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UNIVERSAL VALUES AND BUSINESS CODE OF CONDUCT

Not all values stem from ethics. In addition, the existence
of universal values is a topic debated in moral philosophy
and cultural anthropology. However, there is ample
evidence of certain values being present across diverse
civilizations.

From this anthropological standpoint, ethical values co-
exist with material, biological, personal development,
intellectual, social, political-economic, aesthetic and
tfranscendent values.

The body of principles that constitutes a company’s
culture is often formalised in a Code of Conduct, which
permeates all corporate policies. These values can
serve as a basis for the discussion and development of
such codes. The resulting principles should guide the
organisation through the variety of scenarios it faces in its
corporate journey.

Each company’s reflective process is unique, leading
to a distinct set of principles and a Code of Conduct
that embodies its specific identity. For a company
with a humanistic vocation, its Code of Conduct and
governance model must reflect humanistic values.

VALUES

Ethical

Goodness: benevolence; truth: sincerity; justi-
ce: common good; equality; solidarity: sharing;
peace: harmony...

Material

Wealth; respect for property; moderation versus
EXCESS...

Biological

Ecology: health...

Personal
Development

Personal identity;  self-realisation;  positive
self-conception; personal autonomy; self-con-
fidence; responsibility; self-acceptance; inner
strength; existential joy...

Intellectual

Knowledge; beliefs and traditions; skills of ex-
pression and comprehension; critical thinking;
intellectual skill development; work habits and
techniques...

Social

Human dignity; dialogue and communication;
freedom of expression; democratic co-existen-
ce; tolerance; understanding; co-operation
and participation; love and friendship; family:
fidelity; service-minded attitude...

Political-Economic

Work: productivity; political participation; politi-
cal identity...

Aesthetic

Beauty; creativity; personal expressiveness...

Transcendent

Religious beliefs; spiritual meaning of life; hope...

The Code of Conduct

A Code of Conduct is indispensable for most organisations, even if not legally mandated. It expresses both the legal framework
and the ethical standards an organisation commits to when carrying out its activities while honouring universal values. It also serves
as a behavioural guide for all personnel, addressing not only compliance issues but also the broader set of values adopted by the

company to guide its stakeholder relations.

When implemented effectively, a Code of Conduct enhances transparency and safeguards the company from potential violations
that could result in legal penalties, serious sanctions or reputational damage.
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Conduct Committees are responsible for ensuring that a
company’s actions and decisions, as well as those of its
personnel, are in line with its Code of Conduct and internal
policies, which are expressions of its culture. Their primary
objective is to prevent misconduct and address behavioural
issues, thus ensuring organisational integrity and transparency.

To maintain independence and effective oversight, these
committees should operate outside the executive line, reporting
directly to the strategic apex (e.g. board of directors, executive
leadership, management committee).

The Conduct Committee

Conduct Committees are responsible for ensuring that a
company’s actions and decisions, as well as those of ifs
personnel, are in line with its Code of Conduct and internall
policies, which are expressions of its culture. Their primary
objective is to prevent misconduct and address behavioural
issues, thus ensuring organisationalintegrity and transparency.

To maintain independence and effective oversight, these
committees should operate outside the executive line,
reporting directly to the strategic apex (e.g. board of
directors, executive leadership, management committee).

Functions of the Conduct Committee

Developing and updating the Code of Conduct.

Organising training programmes and seminars to
promote the principles outlined in the Code.

Monitoring adherence to the Code through regular
audits.

Investigating and addressing reports of inappropriate
behaviour, fraud, conflicts of interest or similar issues.

Providing guidance to employees and leadership on
ethical dilemmas.

Maintaining confidential open reporting channels for
behavioural concerns.

Evaluating non-compliance cases and recommending
corrective or disciplinary actions when necessary.

CODE OF CONDUCT
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Between 2015 and 2018, Spanish courts handed down 48 criminall
convictions against companies.

Source: Cinco Dias - El Pais
https://cincodias.elpais.com/legal/2019/04/18/
juridico/1555581770_860308.html

According to the 2024 Forética Report, six out of fen Spanish
citizens (based on a statistically representative sample) believe
that sustainability must be a corporate priority, while eight out of
ten consider it important.

The OTS Panel Study (Organisation of Work and Health), funded
by the Government of Catalonia and conducted by the POWAH-
UAB research group on psychosocial risks, presents concerning
data regarding working conditions in Spain and their impact on
workers’ health.

40% of employees report emotional distress; 22.6% are at risk of
moderate depression, and 2.5% are facing severe depression. This
is accompanied by a high rate of use of medication associated
with work-related issues.

Workplace absenteeism continues to rise in Spain. In the third
quarter of 2024, it increased by 0.5% compared to the previous
year, reaching a rate of 7.5% of the workforce. According to
the “10th Quarterly Report on Absenteeism and Workplace
Accidents” by Adecco, this figure means that 1,181,021 salaried
employees did not attend work during that period.

Source: Noticias Trabajo - Huffington Post
https://noticiastrabagjo.huffingtonpost.es/empleo/el-absentismo-
laboral-en-espana-sube-hasta-el-75-mas-de-un-millon-de-
personas-no-acudan-a-su-puesto-de-tfrabajo/.

The Current Status of Women in the Labour Market study,
conducted by Fundacién Personas y Empresas and Mutua
Universal (2023), reveals several key insights info women’s position
in the workplace:

Women represent the majority of those with higher education
qualifications (83% compared to 43% of men) yet they hold
only 35% of senior leadership positions.

Family caregiving responsibilities fall disproporfionately on
women:

e Women aged 35-55 account for 21% of part-time
employees, compared to just 6% among men.

e 87% of all leaves of absence for caregiving (whether for
children or elders) are taken by women in this age group.

The average gender pay gap has narrowed significantly over
the past decade, dropping from 22.5% to 18.7%. The Madrid
Autonomous Region stands out for having a lower-than-
average gap: 2% below the national average and below
other high-GDP regions such as Catalonia and Navarre.

Source: Fundacidon Personas y Empresas
www.fundacionpersonasyempresas.org/actualidad/vi-observa-
torio-de-la-mujer-trabajadora

W'y

OF WOMEN HOLD
HIGHER EDUCATION
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Use of clear and accessible language to ensure full understanding
by all personnel.

Integration of the Code of Conduct into corporate governance,
embedding it in policies, strategies and management processes
in order to make it an operational habit and the cornerstone of
corporate culture.

Clear communication of consequences in the event of any non-
compliance with the Code.

Establishment of a Conduct Committee, responsible for training,
guidance, auditing and evaluating the principles of the Code,
and ensuring its effective implementation and continual
improvement.

Creation of a whistleblowing channel, available to both internal
and external stakeholders, guaranteeing confidentiality and
anonymity for reports on unethical behaviour.

Planning and execution of monitoring, measurement and
improvement processes, including:

> Periodic, well-documented management reviews to assess
compliance with the Code.

> Implementation of preventive and corrective measures and,
where appropriate, proposals to improve the Code itself.

> Regular independent audits to validate adherence and
encourage fransparency.
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It had been a journey spanning four decades - one that began
as a dream and grew info Mercalocal, a regional supermarket
chain. Abel, its founder and a self-made entrepreneur, had built
his small empire from the ground up. He forged strong ties with
the communities where his stores operated. Employees were
neighbours, customers were loyal, and local suppliers - especially
those providing fresh products - were essential o his success.

But Abel had reached a crossroads. With no family to inherit
the business and retirement increasingly appealing, the arrival
of Occidental Market (a multinational retail chain) presented a
pivotal opportunity. Their goal: fo expand info new regions as a
gateway to broader international markets.

Occidental Market operated differently. Its model was based
on efficiency, agility and profitability. Employees were relocated
according to operational needs. Training was rigorous. Wages
were competitive. Prices were slightly higher, but centralised
procurement enabled economies of scale. The company was
publicly traded.

Alexia, the CEO of Occidental Market, was a highly accomplished
leader, fluent in multiple languages, an MBA graduate from
Harvard and an active participant in global executive education.
Her vision was unequivocally international.

Negotiations between Abel and Alexia, along with their
leadership teams, led to a comprehensive proposal: Occidental
Market would acquire Mercalocal. The offer was compelling:
Abel would receive shares in the acquiring entity plus a monetary
payment equivalent to 30% of his company’s value.

The merger would entail significant changes. Employees would
undergo retraining and adapt to Occidental’s work standards.
Local suppliers and customers would likely see their relationships
redefined. There were clear cultural and strategic differences
between the two companies: Mercalocal prized itself on local
roots, proximity and human connection, whereas Occidental
Market prioritized standardisation and scale.

Abel consulted with union representatives and listened to stories
of loyalty and long-standing service from employees, customers,
and suppliers, many of whom had become close friends over
the years.

Facing a difficult decision, Abel voiced his concerns in meetings
with Alexia and the negotiating teams. He emphasised that
Mercalocal’s strength lay in adaptability, empathy, flexibility
and community values. Alexia acknowledged these aspects,
but emphasised the need for consistency, growth and financial
sustainability.

The cultural divide was evident. Nevertheless, both leaders
recognised a shared purpose: to evolve in ways that would
better serve customers and increase their positive impact on all
stakeholders. In that shared vision, the real negoftiation had only
just begun.
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ER(,)A’:/ICE\EIESJR/T(L “We can change culture if we change behavior.” “Culture tells us what to do when the CEQ isn’t in the room, which
AUBREY DANIELS, AMERICAN PSYCHOLOGIST AND AUTHOR is of course most of the time.”
02 FRANCES FREI AND ANNE MORRISS, AUTHORS, SPEAKERS,
KEY DATA “The real competitive advantage in any business is one word EDUCATORS AND  ADVISORS ON  LEADERSHIP  AND
only, which is ‘people”.” ORGANISATIONAL TRANSFORMATION
03 KAMIL TOUME, LEADERSHIP CONSULTANT
THE ROLE OF . , . .
BUSINESS Shaping your culture is more than half done when you hire your
*| f you are lucky enough to be someone’s employer, then you team.”
04 have a moral obligation to make sure people do look forward to  JESSICA  HERRIN, AMERICAN ENTREPRENEUR, KNOWN FOR
E‘i\iﬁﬁﬁggwm coming to work in the morning..” EMPOWERING WOMEN THROUGH ENTREPRENEURSHIP
JOHN MACKEY, LEADER OF THE NATURAL FOODS MOVEMENT
05 AND AMERICAN AUTHOR “Maintaining an effective culture is so important that it, in fact,
gﬁg?g IONAL trumps even strategy.”
“So culture really only matters when there is a problem. In the HOWARD  STEVENSON, AMERICAN  ENTREPRENEUR  AND
06 same sense that personality only matters when things aren’t  ACADEMIC IN THE FIELD OF ENTREPRENEURSHIP
REFERENCES working right for you. Otherwise it’s just there. It's part of you.”
EDGAR SCHEIN, SWISS BUSINESS THEORIST AND PSYCHOLOGIST
07
UMANIUS “No matter how birilliant your mind or strategy is, if you're playing
EDITORIAL TEAM a solo game, you'll always lose to a team.”
REID HOFFMAN, CO-FOUNDER OF LINKEDIN
“"Engendering a culture of trust also does wonders.”
PATRICK CAMPBELL, CO-FOUNDER AND CEO OF PROFITWELL
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Talento, empresas y cultura, Mario Alonso & Javier Cantera.
Almuzara Editorial

¢ When Cultures Collide, Richard D. Lewis

e Infroduccion a la cultura de las organisaciones, Paloma Diaz
Soloaga. Ed. Sintesis

e The Culture Factor, Boris Groysberg, Jeremiah Lee, Jesse Pri-
ce, J. Yo-Jud Cheng - Harvard Business Review Series

* The New Analytics of Culture, Matthew Corritore, Amir Gold-
berg, Sameer B. Srivastava - Harvard Business Review

e How Corporate Cultures Differ Around the World, J. Yo-Jud
Cheng & Boris Groysberg - Harvard Business Review

e Keys to a Positive Corporate Culture, Joan Fontrodona & Pa-
blo Sanz - IESE Insight, Issue 27 (Q4 2015)

e Corporate Culture: What It Is and Why It Matters, Impulsa Em-
presa, Santander
www.impulsa-empresa.es/que-es-cultura-empresarial-impor-
tancia

* WhatlIs Corporate Culture? Definition, Benefits, and Examples
www.iebschool.com/blog/que-es-cultura-empresarial-rr-
hh-2-0

* The Coming Transformation and How It Will Shape the New
Corporate Culture, Diario Responsable
www.diarioresponsable.com/opinion/33105-la-fransforma-
cion-que-viene-y-como-modelara-la-nueva-cultura-empre-
sarial

e Organisational Culture in Spain, Alberto Vallejo Pena. Edito-
rial Tecnos, 2023

Websites

Corporate Culture, Manuel Jorge Lopez Mercadé.
https://materials.campus.uoc.edu/daisy/Materials/PID_00156575/
pdf/PID_00156530.pdf

What Is Corporate Culture?, Elena Bello
https://www.iebschool.com/blog/que-es-cultura-empresarial-rr-
hh-2-0/

Notes on Corporate Culture, Rafael Gomez Pérez
https.//dadun.unav.edu/bitstream/10171/3658/1/Cuaderno027.
pdf

Corporate Culture: An Empirical Study in Spanish and Portu-
guese Companies, ESE-IRCO

Pablo Cardona, Carlos Rey, Giuseppe Amoroso, Pierluigi
Mantovani, José Antonio Fonseca Pires, Eduardo Pereira
https://media.iese.edu/research/pdfs/ESTUDIO-42.pdf
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www.bing.com/videos/riverview/relatedvideo?&q=Reinventando+la+cultura+organizacional+%7c+Antonio+Arranz+%7c+TEDxYouth%40ASF&&mid=947381DD694477E7EBB4947381DD694477E7EBB4&&FORM=VRDGAR
www.youtube.com/watch?v=m5kcf0lzWM4&t=150s
www.youtube.com/watch?v=9z1-OCQ8cGg
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HI, DIDAC AND EDURNE! WHERE

{ = 1 OUR GUIDING PRINCIPLES
ARE INTEGRITY,

i

WE NEED A BODY

= THAT FOSTERS AND
- = SHOULD WE BEGIN? DO WE HAVE A CODE OF TRANSPARENCY, A RESPECT SAFEGUARDS THEIR 2
02 MET - - ~ CONDUCT? FOR HUMAN RIGHTS AND APPLICATION. e
KEY DATA ALURGI YES, RODRIGO, THIS IS =i TF e —— e = =
NECESSARY - AND WE’RE o 2 o~ e . N =
D | ALREADY BEHIND. BUT hO AR d - oK =1
03 NORTE I DON’T KNOW WHERE TO "/ - - m
THE ROLE OF e START. S
BUSINESS e ———_\ YES, IT’S BEEN PUBLISHED. S = #
e
= s I°LL SHARE OUR CODE OF
04 > =] BUT WE HAVEN’T IMPLEMENTED IT == CONDUCT WITH YOU.
PURPOSE-DRIVEN R _’__: [ | AS EFFECTIVELY AS WE’D LIKE. ‘._:;\\\\\ s .
NARRATIVES |

05

BELEN, WE NEED TO
SET UP AN ETHICS

IT SHOULD ALSO INCLUDE

DRAFT AND UPDATE THE CODE OF

EXTERNAL PROFESSIONALS
THE COMMITTEE SHOULD INCLUDE CONDUCT
COMMITTEE TO ENSURE
INSPIRATIONAL OUR PRACTICES ARE RESPECTED INDIVIDUALS FROM VARIOUS WITH EXPERTISE IN ORGANTSE TRAINING PROGRAMMES
QUOTES N LI T o DEPARTMENTS.. ORGANISATIONAL WONTTOR AND AUDIT COMPLIANCE
VALUES. BEHAVIOUR. ESTABLISH WHISTLE-BLOWING
06 ~\ CHANKELS
1 = INVESTIGATE AND ADDRESS
REFERENCES J ¢ COMPLAINTS
CAN HR SUPPORT US IN THIS . i j:: o\ = 0
{ P O oy : VISE ON ETHICAL DILEMMAS
PROCESS? \ (=3 RECOMHEND. CORRECTIVE AcTrOp
07 THIS WILL PROVIDE A BROADER AND S
UMAN'US = MORE BALANCED PERSPECTIVE. /
El
EDITORIAL TEAM LHETS CALLB LLPRDTHE BLEAR0s SHOULD REPORT DIRECTLY TO THE THESE ARE THE COMMITTEE’S
OARD. BOARD OR SENIOR MANAGEMENT. / TORE RESAUBUEAILIUES:
p— = )
THAT’S EXACTLY WHAT WE NEED!
I’M ALREADY THINKING OF SOME
CANDIDATES WE’LL CONDUCT GROUP DYNAMIC
. SESSIONS AND PERSONAL w
7 INTERVIEWS.
N N R ,:,S' e |AIEF,oLRL ED)fTFEIRNNEAJ HEEXPPERROTFSILE
=—= ; HOLD SESSIONS ON .
CONTENTS G - ”i {LNG ! ~— COMPANY PHILOSOPHY,
=3y = | N POLICIES, AND
k 5 al % & - STRUCTURES .
No 7 - HUMANISTIC »widh M= % \ 8
BUSINESS CULTURE i COULD YOU HELP US ASSESS ) g WE’LL ALSO NEED TO CARRY OUT - \
MOV B THEIR SUITABILITY? ‘ B AN ORGANISATIONAL ASSESSMENT. 9 ! WE’LL HOLD AN

BELEN MENTIONED
RODRIGO WANTS ONE
OF US TO BE PART OF
THE COMMITTEE.

INTERNAL SELECTION
PROCESS - HA-HA!

WE’LL PRESENT OUR PROPOSAL
IN A FEW DAYS.

THE UMANIUS BOARD INCLUDES FOUR CONSULTANTS.
AND PROVIDE TRAINING TO
SELECTED TEAM MEMBERS.
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