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I - INTRODUCTION  
 

This Code of Conduct and Ethics establishes the principles and standards that should guide the 

behaviour of “Favima - Sociedade Têxtil, Lda.” employees, thereby guaranteeing integrity, 

transparency and ethics in all their activities. This Code applies to all employees, directors, 

suppliers and other interested parties who have business relations with the company. 

II. PRINCIPLES AND VALUES  
 

FAVIMA is guided by the following fundamental principles and values: 

 Quality – Ensure quality and compliance in all operations. 

 Innovation – Foster the continuous improvement of processes, encouraging creativity 

and the adoption of new technologies 

 Trust – Build solid and transparent relationships with clients, employees and partners, 

based on ethics and integrity 

 Responsibility – Act with professional responsibility and commitment. 

 Skill – Continuously develop employee skills. 

 Dedication – Ensure good performance and commitment in all the duties performed. 
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III. RULES OF CONDUCT 
 

A. Interpersonal Relations and Work Environment  

 

All employees must promote a respectful working environment, free from discrimination, 

harassment or any form of intimidation. Diversity and inclusion are fundamental principles at the 

company. 

B. Compliance with Internal Standards  

 

Employees must comply with the company’s guidelines, regulations and internal policies, ensuring 

compliance with the Quality Management System and best practices in sustainability. 

C. Transparency in Commercial Relationships  

 

All relationships with clients, suppliers and external entities must be guided by transparency, 

impartiality and good faith, avoiding any unfair practice or one that conflicts with the company’s 

interests. 

D. Use of Company Resources  

 

Company assets and resources must be used efficiently and responsibly, and any use for personal 

or unauthorised purposes is prohibited. 

E. Protection of Confidential Information  

 

It is the duty of all employees to protect the company’s confidential information, including 

strategic, financial and personal data, ensuring that it is not disclosed or misused in any way. 
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IV. Prevention and combat against harassment in the workplace 
 

A. Interpersonal Relations and Work Environment  

 

Advise all employees (regardless of hierarchy), trainees, young apprentices, contractors/related 

third parties (clients, partners and suppliers) regarding the conduct, policy and procedures 

established by FAVIMA to combat and prevent harassment at work, promoting their 

dissemination and reporting channels. 

 

B. SCOPE OF APPLICATION 

 

The standards of conduct, policies and procedures established in this Code of Conduct and Ethics 

apply to all employees and partners, and they extend to the strategy of entering into contracts 

with product and service providers. 

 

C. Concepts 

 

HARASSMENT:  

This is unwanted behaviour (gestures, words, attitude, etc.) practiced with some degree of 

repetition and with the aim or effect of impacting a person’s dignity or creating an intimidating, 

hostile, degrading, humiliating or destabilising environment.  
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BULLYING:  

Bullying is an extreme process of hostility in the workplace. It is identified by the occurrence of 

embarrassing and serious situations and their continuity over time. Because it is a situation of 

extreme psychological violence, it is usually accompanied by the intense experience of humiliation 

and embarrassment that affects a person’s dignity.  

Occasional conflicts, even if they are harsh, cannot be considered as bullying, but they should also 

be reported and monitored.  

Bullying is characterised by persecution (action) or isolation (omission), through insistent, 

offensive and rude behaviour, whether overt or subtle, expressed in words, gestures, written 

messages or by managerial and organisational procedures. It can be practiced either by an 

employee of higher rank or by co-workers, regardless of hierarchy.  

 

RELIGIOUS HARASSMENT:  

Religious harassment is a type of bullying that occurs when discomfort is caused, in the workplace, 

by the imposition of religious beliefs in a repeated and prolonged manner. This type of 

harassment harms freedom of belief. 

 

SEXUAL HARASSMENT:  

Situations of sexual harassment occur through acts, insinuations, forced physical contact and 

impertinent invitations with the intention of obtaining a sexual advantage or favour, with the 

perpetrator taking advantage of his/her condition as an employee of higher rank or authority 

inherent in the exercise of employment, position or duty. For sexual harassment to be identified, 

there is no need for physical contact between those involved. 

Even if the situation does not legally constitute sexual harassment, inappropriate conduct can 

characterise serious disrespect. For this reason, the relationship must be respectful when there is 
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any type of professional relation, whether it involves employees, managers, clients or suppliers, 

among others, regardless of the hierarchical relationship. 

 

ABUSE OF POWER:  

This is characterised by the use of power in an illegal, coercive way or in a manner that is not in 

line with its purpose. In other words, power is abused by those who use their rights in an unlimited 

way, to the detriment of others.  

Abuse of power can occur within internal relations, in situations arising from subordination in the 

employment relationship, as well as externally, in relationships with suppliers, partners and 

others. 

 

D. ESSENTIAL ELEMENTS FOR CLASSIFYING A SITUATION AS HARASSMENT  

 

 It is a process, not a phenomenon or an isolated fact, however serious it may be (it may 

even be a crime if it is an isolated act, but it is not a harassment situation), and always 

presupposes a more or less linked set of acts and behaviours, which occur repeatedly;  

 Its aim is to affect the victim’s dignity and the deterioration of said victim’s moral and 

physical integrity, which can eventually lead to a reduction in his/her ability to resist 

something he/she does not want, which may lead him/her to give in;  

 It is an exploitation of the victim’s weakness or fragility or his/her hierarchically inferior 

professional position or the precariousness of his/her employment relationship and the 

need to maintain it in order to make a living;  

 There may be an intention by the aggressor to get rid of the victim, as a result of 

systematic behaviour.  
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E. EXAMPLES OF ACTS AND BEHAVIOURS THAT CAN BE CLASSIFIED AS 

HARASSMENT AT WORK  

 

Some examples of bullying:  

  Often using offensive words and hostile ways of addressing people (such as a loud, rude 

tone of voice) in order to intimidate;  

 Making threats of dismissal;  

 Imposing an excessive workload accompanied by inadequate conditions for the 

performance of exaggerated tasks and constant demands for productivity;  

 Disclosing negative results from the person or group for all to see, causing humiliation 

and shame;  

 Attributing derogatory nicknames to people;  

 Asking persistent questions about personal life or invading privacy by intruding on e-

mails, files and phone calls;  

 Systematically devaluing and discrediting the work done;  

 Promoting social isolation;  

 Systematically appropriating ideas, proposals, projects and work without identifying their 

author;  

 Spreading rumours and malicious comments or repeatedly criticising employees/work 

colleagues;  

 Systematically giving confusing and imprecise work instructions.  

 

Some examples of religious harassment:  

 Attempting to convert one or more people to a particular religion;  

 Insistence or imposition of compulsory attendance at religious services;  

 Discrimination through exclusion from professional activities because of belief or religion.  
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Some examples of sexual harassment:  

 “Compliments” or constant insinuations of a sexual or sensual nature, without the victim 

wanting them;  

 Caresses and malicious approaches with a sexual connotation;  

 Intimidation, reprisals, threats of dismissal, refusal of promotion or other types of 

injustice associated with denying an invitation of a sexual nature;  

 Comments and jokes of a sexual nature.  

 

Some examples of abuse of power:  

 Requesting, due to position or hierarchical rank, activities that are incompatible with the 

duties of colleagues or subordinate employees;  

 Using authority, notoriety, influence or hierarchical position to gain personal and/or 

professional advantage, whether or not this is to the detriment of other colleagues;  

 Failing to share knowledge or using professional information as a means of gaining a 

personal advantage;  

 Not assigning any professional duties (violation of the right to effectively perform a job);  

 Systematically setting targets and work objectives that are impossible to achieve or 

deadlines that are unachievable;  

 Systematically assigning duties that are alien or inappropriate to the professional 

category;  

 Systematically requesting urgent work that is not necessary;  

 Transferring employees from one sector or workplace to another with the clear intention 

of isolating them;  

 Applying abusive sanctions as mentioned in Article 331 of the Labour Code.  

Note: Requiring the completion of distributed tasks and achievement of agreed-upon targets does 

not constitute abuse of power. 
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F. SITUATIONS THAT SHOULD NOT BE CONFUSED WITH HARASSMENT  

 

It is important to note that not all situations of conflict in the workplace constitute harassment.  

What makes the difference between workplace conflict and harassment, particularly bullying, is 

intent. Behind any attitude of harassment there is always unwanted behaviour, carried out with 

the aim or effect of impacting a person’s dignity or creating an intimidating, hostile, degrading, 

humiliating or destabilising environment. Ultimately, there may be an intention on the part of the 

aggressor to push the victim away, as a result of systematic behaviour, which is not the case with 

mere conflict or impulsive action, regardless of the discomfort it may cause and the infraction it 

may represent (whether disciplinary, criminal or labour-related).  

 

For example, the following do not constitute moral harassment:  

 The occasional work conflict;  

 Occasional aggression, whether physical or verbal (which may constitute a crime, but 

does not, because it is not repeated, amount to harassment);  

 Pressure arising from positions of high responsibility.  

 For example, the following do not constitute religious harassment:  

 Free dialogue/exchange of opinions on beliefs, without the intention of converting to a 

particular religion or disrespecting religious convictions;  

 Use of religious symbols;  

 Use of religious language;  

 Posting religious messages/images in one’s own workspace;  

 Personal reading of religious articles/prayers during work breaks.  
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For example, the following does not constitute sexual harassment:  

 Romantic closeness between colleagues or involving hierarchical superiors, freely 

reciprocated or which is not unwanted and repelled;  

 

For example, the following do not constitute an abuse of power:  

 Legitimate decisions arising from work organisation, as long as they conform to the 

employment contract;  

 The legitimate exercise of hierarchical and disciplinary power (e.g. performance 

appraisals, the initiation of disciplinary proceedings, etc.).  

 

G. COMPANY POLICY ON PREVENTING AND COMBATING HARASSMENT AT 

WORK  

 

In the exercise of their activities, duties and responsibilities, all employees, trainees, young 

apprentices and contractors/related third parties (clients, partners and suppliers) must act with a 

view toward pursuing the interests of the organisation, respecting the principles of non-

discrimination and combating harassment at work.  

Discriminatory behaviour is not allowed, and this premise is applicable to all employees, 

regardless of the position/function held as well as all contractors/related third parties, namely on 

the basis of race, gender, age, physical disability, sexual orientation, political opinions, religion or 

belief.  
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H. DISCIPLINARY INFRACTIONS AND SANCTIONS  

 

Whenever the employer becomes aware of a breach of the provisions set out in this Code of 

Conduct and Ethics, it will proceed to open a disciplinary procedure within a maximum of one 

month, without prejudice to any civil, administrative or criminal liability that may arise. 

The Board of Directors and its employees shall report any irregular practices of which they 

become aware, and shall cooperate in any disciplinary proceedings or criminal investigations by 

the relevant authorities. 

V. PREVENTION OF CORRUPTION AND CONFLICTS OF INTEREST 
 

A. Bribery and Undue Payments  

 

Any practice of bribery, offering or accepting undue advantages in commercial negotiations or 

institutional relations, is strictly prohibited. 

B. Conflicts of Interest  

 

Employees must avoid situations in which personal interests could compromise impartiality in 

company decisions. If a potential conflict of interest arises, it must be reported immediately to 

Management. 

C. Relations with Suppliers and Clients  

 

All procurement and contracting processes must comply with objective and transparent criteria, 

guaranteeing equity and fair competition. 
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D. GOTS and GRS certifications 

 

FAVIMA is committed to ensuring full compliance with the GOTS (Global Organic Textile Standard) 

and GRS (Global Recycled Standard) certifications, ensuring that all processes and raw materials 

meet the requirements established by these standards. 

To this end: 

a. All suppliers must present valid documentation which proves the certification of 

the materials purchased. 

b. The company will conduct periodic internal audits to ensure traceability and 

compliance with the requirements of the GOTS and GRS certifications. 

c. Any attempts to falsify, omit or misuse GOTS and GRS certifications will be 

considered serious offences and may result in disciplinary measures or legal 

action. 

d. Transparency in communication with clients and partners regarding product 

certification will be maintained as a strategic priority. 

VI. SUSTAINABILITY AND SOCIAL RESPONSIBILITY  
 

FAVIMA is committed to sustainable business practices, adopting responsible environmental 

management policies, promoting the circular economy and ensuring compliance with 

environmental standards (GOTS and GRS). The company is also committed to respecting human 

rights and guaranteeing fair and safe working conditions. 

VII. COMPLAINTS CHANNEL AND DISCIPLINARY MEASURES 
 

Any FAVIMA employee who becomes aware of any breach of the rules outlined in this Code must 

report it to their line manager and the Human Resources Department, which will deal with the 

breach confidentially, impartially, efficiently, swiftly and safeguard the principle of innocence.  
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It is everyone’s duty to report suspected or potential violations of the Code. 

 

A. How to Report Violations  

 

FAVIMA has implemented a Complaints Channel within the company, under the terms and 

pursuant to the General Whistleblower Protection Regime (Law no. 93/2021, of 20 December). 

All employees can report situations or suspicions of wrongdoing, anonymously or confidentially. 

On the Complaints Page, employees can submit information about objectionable situations or 

report unethical, illegal actions or those that violate internal policies. The channel should be used 

to reveal situations that would not otherwise be revealed. 

Situations relating to human resources (HR) cannot be reported through this channel, but should 

instead be submitted to and discussed with a direct supervisor, manager or HR department. 

Complaints can be made confidentially, by providing a name and contact details or, if desired, 

100% anonymously. 

All requests for inquiries are handled confidentially and securely. 

On the page accessible via the link or QR code below, employees can safely file a new complaint 

or follow up on a complaint that has already been made. Following up on reports can be important 

for a number of reasons: 

a. verifying the status of the complaint to see if action is being taken; 

b. providing additional information regarding the complaint; 

c. channel administrators may request additional information to help them resolve the 

problem or take appropriate action. 

All the documentation relating to the Complaints Channel - the Complaints Channel Policy and 

the guide to creating a Complaint - can be found on the company’s website, as well as via the QR 

Code or link below: 
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https://whistleblowersoftware.com/secure/canaldenuncias-favima 

 

B. Protection against retaliation  

 

No employee will be harmed for reporting possible infractions or irregular practices within the 

company in good faith. 

C. Penalties for violating the Code  

 

Failure to comply with the guidelines established in this Code may result in disciplinary measures, 

including warnings, suspensions or, in serious cases, contract termination. 

 

D. Procedures in the event of an allegation of harassment 

 

An employee who is the target of harassment in the workplace by people with whom said 

employee has a professional relationship must report the situation to their line manager or to the 

Human Resources Department, who will guarantee confidential, impartial, efficient and swift 

handling of the reported situation, safeguarding the principle of innocence.  

https://whistleblowersoftware.com/secure/canaldedenuncias-a-morgado
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In the event of a possible harassment situation, the Company will initiate disciplinary proceedings 

against the Accused in question to investigate his/her conduct, based on the following principles:  

a. The interest of all parties in acting with the necessary discretion to protect each 

other’s dignity and privacy;  

b. The non-disclosure of any information to uninvolved parties;  

c. Complaints must be investigated and handled with the utmost secrecy and speed;  

d. All parties involved must be heard impartially and receive fair treatment;  

e. Complaints must be supported by detailed information;  

f. If harassment is proven to have occurred, appropriate action will be taken against 

the perpetrator(s), which may include disciplinary sanctions, including dismissal; 

and  

g. The perpetrators of false accusations may be subject to disciplinary proceedings 

on this basis.  

The employee and the witnesses indicated by him/her may not be disciplined, unless they act with 

malice, based on statements or facts contained in the case file, judicial or administrative, triggered 

by the harassment until a final decision is made, not subject to appeal, without prejudice to the 

person accused of harassment exercising the right to adversarial proceedings.  

In any case, there are competent bodies for receiving complaints, depending on the nature of the 

behaviour in question. 

VIII. MONITORING AND REVIEW OF THE CODE  
 

FAVIMA’s Management is responsible for implementing and complying with this Code. The 

document will be reviewed periodically to ensure that it is up to date and complies with best 

practices in the sector. 
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