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Independent verification report 
 
 
To the sole shareholder of Criteria Caixa, S.A.U.: 
 
 
Pursuant to Article 49 of the Code of Commerce, we have verified, under a limited assurance scope, 
the Consolidated Non-Financial Information Statement (“NFIS”) for the year ended 31 December 2020 
of Criteria Caixa, S.A.U. (the Parent company) and subsidiaries (hereinafter Grupo Criteria) which 
forms part of the accompanying Grupo Criteria’s consolidated management report.  
 
The content of the consolidated management report includes additional information to that required by 
the current mercantile legislation related to non-financial information reporting which has not been 
covered by our verification work. In this respect, our work has been restricted solely to verifying the 
information identified in the table included in the section “Index of contents of the Law 11/2018 and 
GRI Standards” of the NFIS. 
 
Responsibility of the Board of Directors of the Parent company 
 
The preparation of the NFIS included in Grupo Criteria's consolidated management report and the 
content thereof are the responsibility of the Board of Directors of Criteria Caixa, S.A.U. The NFIS has 
been drawn up in accordance with the provisions of current mercantile legislation and with the 
Sustainability Reporting Standards of the Global Reporting Initiative (“GRI Standards”) in line with the 
details provided for each matter in the table included in the section “Index of contents of the Law 
11/2018 and GRI Standards” of the consolidated management report. 
 
This responsibility also includes the design, implementation and maintenance of the internal control 
considered necessary to allow the NFIS to be free of any immaterial misstatement due to fraud or 
error. 
 
The directors of Criteria Caixa, S.A.U. are also responsible for defining, implementing, adapting and 
maintaining the management systems from which the information required to prepare the NFIS is 
obtained. 
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Our independence and quality control 
 
We have complied with the independence requirements and other ethical requirements of the Code of 
Ethics for Professional Accountants issued by the International Ethics Standards Board for 
Accountants (“IESBA”) which is based on the fundamental principles of integrity, objectivity, 
professional competence and due care, confidentiality and professional behaviour. 
 
Our firm applies the International Standard on Quality Control 1 (ISQC 1) and therefore has in place a 
global quality control system, which includes documented policies and procedures related to 
compliance with ethical requirements, professional standards and applicable legal and regulatory 
provisions. 
 
The engagement team has been formed by professionals specialising in non-financial information 
reviews and specifically in information on economic, social and environmental performance. 
 
Our responsibility 
 
Our responsibility is to express our conclusions in an independent limited verification report based on 
the work carried out. Our work has been carried out in accordance with the requirements laid down in 
the current International Standard on Assurance Engagements (ISAE) 3000 Revised, Assurance 
Engagements Other than Audits or Reviews of Historical Financial Information (ISAE 3000 Revised) 
issued by the International Auditing and Assurance Standards Board (IAASB) of the International 
Federation of Accountants (IFAC) and with the Guidelines for verification engagements on non-
financial statements issued by the Spanish Institute of Auditors (“Instituto de Censores Jurados de 
Cuentas de España”).  

 
In a limited assurance engagement, the procedures performed vary in terms of their nature and timing 
of execution, and are less extensive than those carried out in a reasonable assurance engagement. 
Accordingly, the assurance obtained is substantially lower. 
 
Our work has consisted of posing questions to Management and several Group Criteria’s units that 
were involved in the preparation of the NFIS, in the review of the processes for compiling and 
validating the information presented in the NFIS, and in the application of certain analytical procedures 
and review sampling tests, as described below: 
 

• Meetings with Grupo Criteria’s personnel to ascertain the business model, policies and 
management approaches applied, the main risks related to these matters and to obtain the 
information required for the external review. 

 

• Analysis of the scope, relevance and integrity of the contents included in the NFIS for 2020, 
based on the materiality analysis carried by Grupo Criteria and described in the section “About 
this Report”, considering the content required under current mercantile legislation. 

 

• Analysis of the procedures used to compile and validate the information presented in NFIS for 
2020. 
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• Review of information concerning risks, policies and management approaches applied in
relation to material issues presented in the NFIS for 2020.

• Verification, through sample testing, of the information relating to the content of the NFIS for
2020 and its adequate compilation using data supplied by the Grupo Criteria’s sources of
information.

• Obtainment of a management representation letter from the Directors and Management of the
Parent company.

Conclusions 

Based on the procedures performed and the evidence we have obtained, nothing has come to our 
attention that causes us to believe that Grupo Criteria's NFIS, for the year ended 31 December 2020 
has not been prepared, in all its significant aspects, in accordance with the provisions of current 
mercantile legislation and the Sustainability Reporting Standards of the Global Reporting Initiative 
(“GRI Standards”) in accordance with the details provided for each matter in the table included in the 
section “Index of contents of the Law 11/2018 and GRI Standards” of the consolidated management 
report. 

Use and distribution 

This report has been drawn up in response to the requirement laid down in current Spanish mercantile 
legislation and therefore might not be suitable for other purposes or jurisdictions. 

PricewaterhouseCoopers Auditores, S.L. 

Original in Spanish signed by 
Juan Ignacio Marull Guasch 

19th March 2021 
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 About this report 
This report contains non-financial information relating to CriteriaCaixa, S.A.U. (“Criteria”) and its 

subsidiaries, the most relevant of these being Grupo Inmo Criteria Caixa, S.A.U. (“InmoCaixa 

Group”), Mediterránea Beach & Golf Community, S.A.U. (hereinafter, "Mediterránea"), Caixa 

Capital Risc, SGEIC, S.A. and Criteria Venture Capital, S.A. (company managed by Caixa Capital 

Risc, hence, we will refer to both as "Caixa Capital Risc"), hereinafter, "the Group" or "Criteria 

Group", during 2020. 

As for Saba Infraestructuras, S.A., a company 99.52% owned by Criteria, it was considered 

appropriate to separately report the non-financial information on said business, in section 9. 

Statement of non-financial information of the Saba Group of this report, given the different 

nature of the Group's car park business, and the heterogeneity and volume of its non-financial 

metrics compared to those of the rest of the Group's activities,  

Likewise, and in order to facilitate the understanding of the data, it has been considered 

appropriate to report certain environmental information segmented by each of the other 

activities: 

1. Investment management: This is the Group's core business and is carried out by Criteria 

and Caixa Capital Risc.   

 

2. Real estate: Carried out mainly by the InmoCaixa Group, mainly including the 

development, sale and rental of real estate assets of the Criteria Group. 

 

3. Leisure: Carried out mainly by Mediterránea and Lumine Travel. 

Through this document, the requirements of non-financial and diversity reporting, under Law 

11/2018 of 28 December, are met. 

The following pages of this report contain relevant information relating to the environment, 

society, employees, human rights and the fight against corruption and bribery within the 

organisation. For each matter, it describes the policies implemented and actions undertaken, 

along with the risks resulting from the Group's business activities. 

This report has been drawn up in accordance with the Global Sustainability Report Presentation 

of the GRI (Global Reporting Initiative) in its "Standards" version. The principles of comparability, 

reliability, materiality and relevance prescribed by the Spanish Law on Non-financial Information 

have also been applied:  

- Principle of comparability: “The reporting organisation must select, compile and report 

information consistently. The reported information shall be presented in a manner that 

enables stakeholders to analyse changes in the organisation’s performance over time, 

and that could support the analyses relating to other organisations”. 

- Reliability principle: “The reporting organisation shall gather, record, compile, analyse 

and report information and processes used to prepare the report, so that they can be 

subject to examination and establish the quality and materiality of the information”.  

- Materiality and relevance principle: “The informant must cover topics that: reflect the 

reporting organisation’s significant economic, environmental and social impacts; or 

substantively influence the assessments and decisions of stakeholders”.  
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According to the principle of materiality and relevance, which varies among the different 

companies of the Group, the Identified material aspects have been structured based on six 

areas: Corporate Governance, Environment, Employment, Social, Economic and Provision of 

Services. We will now describe each of the points identified under each of these areas: 

 

MATERIAL ASPECTS DESCRIPTION 
CORPORATE GOVERNANCE 

Transparency, ethics and 
integrity 

Policies to ensure that the organisation operates transparently, ethically and with 
integrity. 

Risk management 
Due diligence processes to ensure correct risk management through policies and 
procedures communicated to employees. 

Corruption, money 
laundering and bribery 

Measures in place to combat corruption, money laundering and bribery. 

Regulatory compliance 
Policies and procedures to ensure strict compliance with applicable laws and 
regulations, including continuous monitoring of any change that may occur in 
relation to such matters.  

ENVIRONMENTAL  

Efficient management of 
resources 

Suitable management of the consumption and supply of water, materials and 
energy in relation to the activities undertaken by the Criteria Group. 

Pollution 
Measures to prevent, reduce or repair carbon emissions that seriously impact the 
environment, with due regard for any form of atmospheric pollution specific to an 
activity, including noise and light pollution. 

Circular economy 
Commitment to prevention, recycling, reuse and other forms of waste recovery 
and elimination. 

Protection of biodiversity Measures in place to conserve or restore biodiversity. 

EMPLOYMENT 

Work-life balance Fostering measures to ensure a suitable work-life balance for employees.  

Equality and diversity 
Measures put in place throughout the organisation to foster diversity, ensure 
equal opportunities and inclusion and guarantee fair and equitable remuneration 
for all employees. 

Training and retaining 
talent 

Programmes to help develop the capabilities of employees through continuous 
training tailored to individual needs. 

Employee health and 
safety 

Ensuring suitable working conditions so as to guarantee the health and safety of 
our employees. 

Human rights 
Measures defined and implemented to protect and uphold the human rights of all 
employees of the organisation and of those persons who have some form of 
employment relationship with the organisation. 

SOCIAL 

Social commitment 
Contribution to the sustainable development of the community in which it 
operates through the Welfare Project programmes supported by the "la Caixa" 
Banking Foundation. 

ECONOMIC 

Long-term sustainability of 
the business 

Measures to ensure business profitability and continuity in the long run.  

PROVISION OF SERVICE 

Relations with customers 
Communication channels set up to ensure transparent and fluid communication 
with customers in relation to the activities performed by the InmoCaixa Group 
and Mediterránea. 

Customer health and 
safety 

Commitment to ensuring the utmost protection of customer privacy and health. 

 

This report includes all the significant aspects of the Criteria Group's non-financial information 

for the 2020 financial year, based on Law 11/2018 of 28 December, and it forms an integral part 

of the Management Report of the Criteria Group's 2020 Financial Statements. 
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 Business Model  
Criteria's business model is described in detail in section 1. Information on the CriteriaCaixa 

Group, of the management report accompanying the 2020 consolidated financial statements. 

To sum up, Criteria's mission is to manage the business assets of its sole member, the Fundación 

Bancaria Caixa d’Estalvis i Pensions de Barcelona, "la Caixa" ("la Caixa" Banking Foundation or 

"la Caixa"), derived from its over 115 years of history, with the two-fold objective of: 

✓ Generating the necessary resources to finance the Welfare Projects (developed 

exclusively from "la Caixa"), which has made a social investment that exceeded 500 

million euros in 2020. 

✓ Making Welfare Projects a permanent endeavour, by preserving and growing the 

Foundation's assets by creating value.  

Wealth management is carried out under the framework of prudent investment, financial and 

risk policies that have made it possible to build a portfolio of assets in strategic sectors such as 

banking, energy, services and real estate, among others, which combines the generation of 

recurring cash flows and, although to a lesser extent, growth. 

Specifically, and as described in section 1.3. Investment and financial policy of the management 

report accompanying the 2020 consolidated financial statements; the investment principles 

include the analysis of environmental, social and corporate good governance (ESG) issues, both 

for making new investment decisions and for monitoring existing investments 

At 2020 year-end, the Criteria Group's listed equity portfolio is made up of companies across 

different sectors that have well-defined corporate social responsibility strategies and regularly 

report in accordance with best practices in relation to the implementation of their sustainability 

strategies. In this regard, at 2020 year-end and per Bloomberg data, 88% of the listed equity 

portfolio (more than 13,000 million euros) had an ESG Robeco Sam rating, with the weighted 

average being 87.8 points out of 100.  

Below are some of the most significant milestones, in ESG aspects, obtained by the main 

companies in the Criteria Group's listed equity portfolio: 

• CaixaBank (35% listed equity portfolio): First IBEX-35 bank to eliminate its carbon 

footprint, and a signatory of the United Nations Global Compact and the Equator 

Principles. In 2020, it has mobilised more than 12,000 million in green operations, and 

after the COVID crisis, it has supported companies and families, granting 17,000 million 

euros in extensions and 13,000 million in loans as part of the COVID-19 facilities of the 

Spanish Official Credit Institute (ICO).   

Its involvement with the environment and society is reflected in the rankings that it 

maintains in the main sustainability indices, such as the Dow Jones Sustainability Index, 

the MSCI ESG Leader Indexes, Stoxx Global ESG Leaders Indices, Euronext Vigeo index 

Eurozone 120, the Ethibel Sustainability Index (ESI) Excellence Europe and the 

FTSE4Good index, forming part of the companies that perform the best thereon. 

Likewise, in January 2021, it obtained the highest score in the world on the Bloomberg 

2021 Gender Equality Index, highlighting the entity's initiatives to promote gender 

equality, a work-life balance and to improve the situation of women in management 

positions and female leadership. 
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• Naturgy (31% listed equity portfolio): It has a climate change management model in 

place and its sustainability practices make it a global leader in the gas sector according 

to the Dow Jones, MSCI, FTSE4Good and Sustainalytics sustainability indices. 

 

• Cellnex (8% listed equity portfolio): A member of the United Nations Global Compact 
since November 2015, it also participates in the Carbon Disclosure Project (CDP), one of 
the benchmark indexes on a global scale to measure and rate the transparency of 
companies in environmental and sustainability matters. It is part of the FTSE4Good 
sustainability index and participates annually in the Dow Jones Sustainability Index as a 
guest company, ranking above the sector average in all three dimensions assessed: 
economic, environmental and social.  Additionally, in December 2020, the Cellnex Board 
approved the creation of the Cellnex Foundation, aimed at promoting actions to combat 
the digital, territorial and social divide. 
 

• Suez (4% listed equity portfolio): Committed to the development of the circular 

economy, the preservation of the environment and the fight against climate change, it 

has been recognised several times by the United Nations for its role in the transition 

towards a circular economy that preserves the climate and natural resources. It is part 

of the Dow Jones Sustainability Index, Vigeo Eiris (1st in the Water and Waste utilities 

sector), MSCI and the CDP A list, among others.   

The main risks to which the Group is exposed and their management are included in Note 4. Risk 

management of the 2020 consolidated financial statements, to which this Statement of Non-

Financial Information has been attached, together with the Management Report. 

In 2020, the Criteria Group posted a consolidated attributable profit of314 million euros and 

paid a total of 390 million euros in dividends to the "la Caixa" Banking Foundation (FBLC). 
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 Environmental reporting 

3.1 Company policy 

The Criteria Group is committed to environmental protection; a commitment that goes beyond 

its legal obligations.  

Criteria (the parent company), in its role as a long-term investor and from where it carries out 

most of the Group's share management activity, considers it important to contribute, as far as 

possible, to the transition to an emission-free economy that mitigates the effects of climate 

change. In this regard, the approach is not to exclude certain activities, but to identify the risks 

and opportunities presented by climate change and integrate them into the investment process, 

with the ultimate aim of investing in companies with a well-articulated long-term strategy and 

with a clear plan that addresses the transition to a zero-emission economy. Likewise, Criteria 

has an integrated environmental management system at its branches that is ISO 14001:2015 

certified. 

The Criteria Group's commitment to the environment is explained in article 5.3 of its Code of 

Ethics and is based on the following principles: 

- Complying with environmental law and regulations applicable to its activities, while also 

fulfilling other pledges undertaken voluntarily by Criteria.  

- Applying, as closely as possible, environmental principles and best practices in all its 

actions.  

- Employee training and awareness raising, making them part of the Group's 

environmental policy and campaigns.  

- Ensuring a sustainable use of resources and working to mitigate climate change.  

- Establishing, monitoring and promoting the on-going improvement of the 

environmental management system, so as to enhance the Group's environmental 

performance, and calling on its subsidiaries to follow suit.  

- Preventing polluting activities by gradually implementing suitable improvement 

measures and by addressing all aspects needed to protect the environment.  

- Posting its Environmental Policy on the corporate website to make suppliers of goods 

and services aware of the need to comply with good environmental practices when 

performing any kind of work at Criteria's work centre.  

- Making the Environmental Policy available to all stakeholders. This can be consulted 

at: 

https://www.criteriacaixa.com/deployedfiles/CriteriaCaixa/POL_01_30_Politica_Medi

oambiental_CAST.pdf 

 

 

 

https://www.criteriacaixa.com/deployedfiles/CriteriaCaixa/POL_01_30_Politica_Medioambiental_CAST.pdf
https://www.criteriacaixa.com/deployedfiles/CriteriaCaixa/POL_01_30_Politica_Medioambiental_CAST.pdf
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When it comes to Criteria's governing bodies, the Board of Directors is the most senior decision-

making body. It is aided in this task by the Management Committee, which has the ultimate say 

on matters relating to the environment and which approves the environmental goals and assigns 

the resources needed to accomplish them. The Environment Committee oversees the 

implementation of the Environmental Management System (EMS) with the support of the head 

of the environment unit.  

 

 

 

Mediterránea, which engages in leisure activities, has an integrated environmental 

management system that has the ISO 14001:2015 certification and it also has the international 

certification "Audubon International Gold Signature Sanctuary", which places a special focus on 

ecological design, habitat restoration and sustainable development. This certification recognises 

the Company's commitment to responsible water management, a state-of-the-art waste 

management system, and the protection of elements of geological, hydrological and wildlife 

interest relating to the golf courses under the Company's management. Further, as a result of 

its unique approach to the integration of human action and natural landscapes, it has obtained 

the prestigious GEO Certificate of sustainability for the LUMINE Golf Club courses. 

The InmoCaixa Group, which carries on the Group's real estate activities, invests in new 

construction developments that comply with the most stringent energy efficiency standards 

(exceeding legal standards). In addition, it continually carries out exhaustive studies and 

comparisons to ensure the use of materials and facilities with sustainability criteria, aspects that 

are transferred throughout the entire value chain and, in particular, to construction suppliers. 

All this effectively shows that the Criteria Group is sensitive to the environmental impact of its 

activities by seeking to protect the environment and to become as efficient as possible in the 

use of the resources it needs.  
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3.2 Main environmental risks 

Criteria does not identify any environmental risk in the risk management framework, however, 

it is aware that its activity has certain environmental impacts and tries, as far as possible, to 

minimise them. 

The main environmental impacts identified are described below: 

• Greenhouse gas emissions due to energy consumption produced by travel (car, train 

and plane), which applies to all activities. 

• Greenhouse gas emissions from electricity consumption at the work centres of leisure 

sites. Investment and real estate management activities do not carry this risk, since 

100% of the electricity consumed comes from renewable sources.  

• Waste generation, mainly urban solid, construction waste (debris, bricks and wood), 

cardboard, paper and organic waste. 

• Activities in areas that include a protected natural space. Specifically, leisure activities 

are performed in an area that includes a natural interest area of 16.9 hectares (see 

section 3.3.5 Biodiversity protection). 

Table 1: Main environmental impacts by activity 

 Activities 

Main environmental impacts: 
Investment 

management 
Real estate Leisure 

Greenhouse gas emissions from energy 
consumption due to travel 

x x x 

Greenhouse gas emissions from electricity 
consumption at workplaces 

100% 
renewable 

energy 

100% 
renewable 

energy 
x 

Waste generation - x x 

Activities in areas that include a protected 
natural space 

- - x 

 

At year-end 2020, the Group had no environmental expenses, claims, fines, provisions or 

contingencies that might be material with respect to its equity, financial position and results. 

 

3.3 Environmental management and performance 

Climate change is one of the great challenges facing society and has been recognised by a large 

majority of nations, after signing the Paris Agreement, which aims to prevent the increase in the 

global average temperature of the planet from exceeding 2ºC with respect to at pre-industrial 

levels and seeks to promote additional efforts that make it possible for average global warming 

to stay below 1.5ºC.  
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To achieve this goal, a swift change in the world's development model is needed in the coming 

decades. Therefore, through its activities and based on the environmental policies and 

procedures implemented by its companies, the Criteria Group seeks to reduce both direct and 

indirect CO2 emissions. 

3.3.1 Energy efficiency consumption and measures  

The energy consumed by the various Group companies depends on the type of activity that they 

carry out, but mainly comes from electricity and natural gas.  

Below we present the main energy resources used by the organisation in 2020 and its 

comparison with 2019 to carry out its activities.  

Table 2: Direct consumption by energy source and activity in 2020 and 2019 

a) 2020  

 Activities 

TOTAL 
Total changes 

2020-2019 kWh 
Investment 

management 
Real estate Leisure 

Electricity (100% 
renewable) 

666,582 251,954           -    918,536 -7% 

Other electricity                      -         -    2,508,600 2,508,600 -15% 

Natural gas                     -                   -    345,101 345,101 -42% 

Petrol1                      -                    -    204,810 204,810 16% 

Diesel1                   -                -    542,463 542,463 34% 

Total 666,582 251,954 3,600,974 4,519,510 -12% 

% of total 15% 6% 80% 100% NA 

m2 operations 3,859 1,694 1,090,600 1,096,153 0% 

Intensity factor 
(KWh/m2) 

172.8 148.7 3.3 4.1 -13% 

1 The consumption of petrol and diesel were respectively: 21,992 liters that have been converted to kWh with the conversion 
factor 9.313 and 51,000 liters that have been converted to kWh with the conversion factor 10.637. Source of conversion 
factors: U.S. Energy Information Administration (EIA) 
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b) 2019 

 Activities 

TOTAL 
kWh 

Investment 
management 

Real estate Leisure 

Electricity (100% 
renewable sources) 

719,007 270,760 - 989,767 

Other electricity - 75,288 2,876,196 2,951,484 

Natural gas - - 590,771 590,771 

Petrol1 - - 176,983 176,983 

Diesel1 - - 404,188 404,188 

Total 719,007 346,048 4,048,138 5,113,193 

% of total 14% 7% 79% 100% 

m2 operations 3,859 1,852 1,090,600 1,096,311 

Intensity factor 
(KWh/m2) 

186.3 186.8 3.8 4.7 

1 The consumption of petrol and diesel were respectively: 19,004 liters that have been converted to kWh with the 
conversion factor 9.313 and 38,000 liters that have been converted to kWh with the conversion factor 10.637. 
Source of conversion factors: U.S. Energy Information Administration (EIA). The conversion factors used correspond 
to the same ones used for fiscal year 2020 in order to facilitate comparability. 

 

In absolute terms, direct energy consumption during the 2020 financial year has decreased by 

12%. In this vein, it should be noted that the variations in energy consumption in 2020 compared 

to 2019 are basically the result of the impact of the restrictions imposed to alleviate the effects 

of the pandemic. 

Renewable electricity consumption has decreased by 7% and corresponds to the work centres 

of Criteria, Caixa Capital Risc and the InmoCriteria Group. 

However, given the significant impact of the pandemic on leisure activity, there has been a 42% 

decline in energy consumption, whose source of origin is natural gas and which is related, to a 

greater extent, to the catering business. 

Moreover, the consumption of petrol and diesel has increased mainly due to the work carried 

out on the golf courses, taking advantage of the lower activity, to improve their playability. 

As part of its drive to achieving greater energy efficiency and, consequently, preventing, 

reducing or offsetting carbon emissions that affect the environment, the Criteria Group 

promotes actions focused on energy savings, which vary according to each company's economic 

activities.  
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Investee management activity and real estate activity: 

All direct electricity consumption by the real estate and investment management lines (at its 

branches) is of 100% renewable origin. Furthermore, we seek to ensure consumption is efficient. 

Some of the measures taken to promote efficient consumption are: 

• LED lighting in most rooms. 

• Promotion of guidelines, such as working with natural light whenever possible and 

keeping air conditioning at reasonable settings. 

• Selective purchase of computer equipment that meets high standards of energy 

efficiency. Specifically, in 2020, all computer equipment was renewed, the new 

equipment being more energy efficient than the replaced equipment. 

• Environmental training actions, to raise awareness among employees in the workplace 

and at home.  

• Office lights are automatically switched off at 9pm and for the whole of the weekend. 

• Participation in the global initiative "Earth Hour", promoted by the World Wildlife 

Foundation, in which member organisations simultaneously turn the lights off for one 

hour around the world. 

Leisure: 

Mediterránea implements a series of measures focused on energy efficiency to reduce energy 

consumption and, in turn, direct and indirect carbon emissions. Some of the measures taken to 

promote efficient consumption are: 

• Regular review of the electricity grid and specific actions, including replacement of 

equipment, to improve energy efficiency. 

• Regulation of maximum and minimum building temperatures. 

 

3.3.2 Water consumption  

Within the Criteria Group, most of the direct water consumption (99.0%) is in the leisure 

segment, so this section focuses mainly on that segment.  

The remaining 1.0% relates to water consumption at branches and workplaces by the 

investment management and the real estate segments, which includes managing the 

development of new real estate assets and rentals. 

The use of water from the leisure segment is mainly earmarked to water reclaiming activities, 

bathing and human consumption. Water for human consumption is used in the shower area, 

club houses, restaurants and bars.  

Bathing water is taken from the water distribution grid, but is used solely for recreational use in 

swimming pools. Golf courses, access routes to the Club houses and the gardens of the Beach 

Club are watered with water regenerated from purifiers. Specifically, in the case of golf courses, 

the reclaimed water goes through an osmotisation and mixing process to acquire the required 

quality conditions. 
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In 2020, the total water consumption was 1,379,863 m3 (1,563,893m 3 in 2019), representing a 

fall of 12%. Despite the lower activity due to the pandemic, the golf courses have continued their 

usual irrigation regime. 

Table 3: Water consumption by activity 2020 and 2019 

a) 2020 

 Activities 

TOTAL 
Total 

changes 
2020-2019 

m3 
Investment 

management 
Real estate Leisure 

Non-reclaimed water 3,280 1,233 9,217 13,730 -28% 

Reclaimed water -  - 1,366,011 1,366,011 -12% 

Total 3,280 1,233 1,375,228 1,379,741 -12% 

% of total 0.2% 0.1% 99.6% 100% N/A 

m2 operations 3,859 1,694 1,090,600 1,096,153 0% 

Intensity factor m3/m2 0.8 0.7 1.3 1.3 -12% 

 

b) 2019 

 Activities 

TOTAL 
m3 

Investment 
management 

Real estate Leisure 

Non-reclaimed water 3,191 1,483 14,498 19,171 

Reclaimed water - - 1,544,722 1,544,722 

Total 3,191 1,483 1,559,220 1,563,893 

% of total 0.2% 0.1% 99.7 % 100% 

m2 operations 3,859 1,852 1,090,600 1,096,311 

Intensity factor m3/m2 0.8 0.8 1.4 1.4 
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3.3.3 Circular economy and waste prevention and management  

The different companies in the Group seek to make responsible use of resources by minimising 

waste and, as far as possible, selecting waste management that prioritises recycling or reuse.  

Waste generated is of various kinds depending on the activity carried out. 

The reduction in waste in 2020 compared to that generated in 2019 is the result of the impact 

of the remote working measures taken to alleviate the effects of the pandemic. 

Non-hazardous waste: 
Investee management activities: 

The main non-hazardous waste in 2020 was cardboard with 990kg (11,169kg in 2019), followed 

by plastic with 215kg (377kg in 2019), both of which are recycled.  With regard to plastic, it 

should be noted that due to COVID, and for hygienic reasons, the measures implemented in 

2019 to eliminate the use of water bottles with plastic containers have been temporarily 

suspended. 

Real estate: 

In 2020, real estate activity has completed a total of four developments, with land being the 

main waste generated (18,703m3).  

Regarding waste generation in 2020 on the office front, cardboard has risen to 3,670kg (6,929kg 

in 2019), followed by plastic with 77kg (106kg in 2019), both of which are recycled.  

Leisure: 

The main waste from this leisure activity in 2020 was urban solid waste with 22,203 kg (-61% on 

2019), which is managed in a landfill where, as far as possible, metals and plastics are reclaimed. 

It is followed by cardboard, which amounted to 5,657 kg (-60% on 2019), and organic waste, 

which amounted to 5,157 kg (44% of the Group's total cardboard). Both forms of waste are 

recycled.   

Regarding the Other waste item, it should be noted that taking advantage of the low influx of 

visitors, improvements and reforms have been made to pedestrian paths and buggy tracks, 

which has meant a higher-than-normal generation of waste. 
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Table 4: Non-hazardous waste by activity 

a) 2020 

Waste (kg) 
Type of 

treatment 
Investment 

management 
Real estate Leisure  TOTAL 

Total 
changes 

2020-
2019 

Urban solid waste Landfill     22,203 22,203 -61% 

Cardboard waste Recycling 990 3,670 5,657 10,317 -68% 

Organic waste Recycling     5,157 5,157 -67% 

Glass Recycling     2,000 2,000 -76% 

Plastic waste Recycling 215 77 2,718 3,009 -33% 

Other waste Recycling 4,124 1,439 34,477 40,040 93% 

 

b) 2019 

Waste (kg) 
Type of 

treatment 
Investment 

management 
Real estate Leisure TOTAL 

Urban solid waste Landfill     56,445 56,445 

Cardboard waste Recycling 11,169 6,929 14,244 32,342 

Organic waste Recycling     15,540 15,540 

Glass Recycling     8,260 8,260 

Plastic waste Recycling 377 106 3,981 4,464 

Other waste  Recycling 8,321 3,477 8,940 20,738 

 

Table 5: Typology of construction material waste by completed promotion 

Methodological note: Given the diversity of promotions carried out, as well as the land on which 

it is built, the intensity factor m3 of waste per m2 built has been discarded, as it is considered not 

comparable. Likewise, a calculation of the variations for the same reason is not shown. 

a) 2020 

Waste generated in the 
delivery of four 
developments 

m3 

Earth 18,703 

Concrete mixes and 
bricks 

5,668 

Debris and mixed const. 
waste  

2,381 

Total 26,752 
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b) 2019 

Waste generated in the delivery 
of two developments 

m3 

Earth 34,790 

Concrete mixes and bricks 3,554 

Debris and mixed const. waste 1,359 

Total 39,703 

 

Paper consumption: 
In 2020, the investment management activity consumed 875kg of bleached paper (2,857 kg in 

2019). 

The Real estate activity in 2020 succeeded in recycling all of its paper, standing at 1,018 kg 

(1,400 kg of recycled paper and 1,150 kg of bleached paper in 2019). Additionally, the following 

measures have been promoted to reduce paper consumption: 

Initiative Savings 

Replace daily publications using physical media 

(Expansión, La Vanguardia, etc.) with online 

subscriptions 

69% subscriptions are electronic 

in 2020 (55% in 2019). 

 

Leisure activity, by its nature, has the lowest consumption. Specifically, in 2020 it consumed  

380 kg of bleached paper (723 kg in 2019). 

Table 6: Paper consumption by type and activity 

a) 2020 

Waste (kg) 
Investment 

management 
Real estate Leisure TOTAL 

Total 
changes 

2020-
2019 

Bleached paper 
consumption 

875 0 380 1,255 -73% 

Consumption of brown 
recycled paper  

0 1,018 0 1,018 -28% 
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b) 2019 

Waste (kg) 
Investment 

management 
Real estate Leisure TOTAL 

Bleached paper 
consumption 

2,857 1,150 723 4,730 

Consumption of brown 
recycled paper  

10 1,400 0 1,410 

 

Hazardous waste: 
The following table lists the different types of hazardous waste - by activity segment - and the 

treatment applied. As can be seen, given the nature of the activities carried out by the Group, 

these are not material compared to the rest of the waste. 

Table 7: Hazardous waste and treatment by activity 

a) 2020  

Waste (Kg) 
Type of 

treatment 
Investment 

management 
Real estate Leisure TOTAL 

Total 
changes 

2020-
2019 

Waste printer cartridges  Recycling 37 17 4 58 -61% 

Fluorescent 
lightbulb/LED waste  

Recycling 0 0 0 0 -100% 

Electronic equipment 
waste 

Recycling 0 0 0 0 -100% 

Waste batteries Recycling 33 11 0 44 N/A 

 

b) 2019 

Waste (Kg) 
Type of 

treatment 
Investment 

management 
Real estate Leisure TOTAL 

Waste printer cartridges  Recycling 85 65 - 150 

Fluorescent 
lightbulb/LED waste  

Recycling 32 0 - 32 

Electronic equipment 
waste 

Recycling 0 389 - 389 
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3.3.4 Carbon footprint 

The carbon footprint generated by the Group during 2020 and its comparison with 2019 are 

presented below.  

The reductions in CO2 emissions in 2020 compared to 2019 are the result of the impact of the 

restrictions imposed on the mobility of people, their impact on economic activity and also the 

measures taken by the Group to alleviate the effects of the pandemic. These measures have 

very significantly restricted both leisure activity, which is the most intensive activity in terms of 

energy needs, and travel by train or plane (scope 3 emissions). 

Table 8: Calculation of the carbon footprint: 

Methodological note:  
Management of investees and real estate activity: scope 1 emissions are non-existent given that they 
do not have their own fleet of vehicles or electrical or thermal generation equipment. For Scope 2 
emissions, electricity consumption other than from 100% renewable sources are considered, and for 
Scope 3 emissions, consumption of white and recycled paper, train and air travel, water consumption 
and rental vehicle fleet mileage are considered. Investee and real estate management activities use the 
Government of Aragon calculator (http://calcarbono.servicios4.aragon.es/) for the conversion to tons of 
CO2. 
 
Leisure: envisages for scope 1 emissions, direct consumption of fossil fuels (diesel, petrol and natural gas), 
for scope 2 emissions, electricity consumption not from 100% renewable sources, and for Scope 3 
emissions, indirect emissions from the waste generated by the Golf and the Beach Club and the 
consumption of non-reclaimed water. The factors used for the conversion to tons of CO2 have been 
provided by an independent expert and are aligned with those published by the "Catalan Office of the 
Canvi Climàtic", except for the consumption of non-reclaimed water, which has used the same factor of 
conversion than that of investee and real estate management activities. 
 

a) 2020  

In tons of CO2      

Activity 
Scope 1 

emissions 
(tCO2eq) 

Scope 2 
emissions 
(tCO2eq) 

Scope 3 
emissions 
(tCO2eq) 

TOTAL 
Total 

changes 
2020-2019 

Investee management - - 43.5 43.5 -60.2% 

Real estate - 0.0 23.6 23.6 -68.2% 

Leisure 235.7 604.6 139.7 980.0 -33.2% 

Total 235.7 604.6 206.9 1,047.1 -36.6% 

Total changes 
2020-2019 

-8.7% -36.5% -53.0% -36.6% 
 

 

  

http://calcarbono.servicios4.aragon.es/
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b) 2019 

In tons of CO2     

Activity 
Scope 1 

emissions 
(tCO2eq) 

Scope 2 
emissions 
(tCO2eq) 

Scope 3 
emissions 
(tCO2eq) 

TOTAL 

Investee management - - 109.4 109.4 

Real estate - 29.0 45.3 74.2 

Leisure 258.0 923.3 285.5 1,466.8 

Total 258.0 952.2 440.2 1,650.5 
Note: In 2020 the leisure activity consumption perimeter has been extended and includes all the 
consumptions incurred, while in 2019 it only contemplated the Golf and the Beach Club (operating 
activities) and did not contemplate scope 3 of non-reclaimed water. In addition, an error in a conversion 
factor for natural gas consumption has been detected and corrected, which affects scope 1 emissions, and 
explains the change in said value to 258 tons (from the 1,423 tons reported in fiscal year 2019). 

Investee management activities: 

As has been observed in section 3.3.1 Energy consumption, the energy consumption of the 

investee management activity is of electrical origin and comes from 100% renewable sources. 

Thus, as reflected by the carbon footprint shown, the emissions produced are mainly due to 

travel by train, car and plane and, to a lesser extent, from paper and water consumption.  

The measures implemented to minimise the impact in a normal situation and without prejudice 

to the exceptional measures taken to mitigate the effects of COVID-19 are: 

• Promotion of public transport use by employees by enabling them to take out the 

Transport Pass. 

• Rooms equipped with audio and video conference systems to allow for remote meetings 

and minimise travel. 

• As far as possible, prioritise the use of rail over air travel. 

• Replace cooling towers with adiabatic air coolers to mitigate pollution risks and reduce 

the climate impact of greenhouse gases. 

• Mature waste management system as indicated by the ISO 14001:2015 certification 

(obtained since 2011).  

Real estate: 

Energy consumption from the real estate activity is of electrical origin and comes from 100% 

renewable sources. Thus, as reflected by the carbon footprint shown, the emissions produced 

are mainly due to travel by train, car and plane and, to a lesser extent, from paper and water 

consumption.  

In addition to the measures implemented in the investee management activity, the real estate 

activity promotes new construction buildings with high energy efficiency ratings, using cutting-

edge materials. 

Leisure: 

As has been commented and detailed in point 2.3.1 Energy consumption, Mediterránea seeks 

to be the most energy efficient company in the reduction of direct and indirect carbon 

emissions.  
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3.3.5 Protection of biodiversity 

The Criteria Group conducts part of its leisure business in an area that includes a space of natural 

interest spanning a total of 16.9 hectares. To minimise human intervention in this space of 

natural interest and to make it sufficiently self-managing and self-regulating, in 2016, the Group 

drew up a management plan that pursues the following objectives: 

• Establish the guidelines to ensure that the objectives defined for this space are met, 

thus guaranteeing protection of the plant and animal species that inhabit the area, along 

with the different ecosystems, natural resources and natural landscape. 

• Define a set of regulations on permitted uses so as to protect the space from any kind 

of activity that might threaten or harm its natural value and worth, while allowing it to 

be used by the public. 

• Describe and appraise the actions needed to ensure the proper functioning of the space 

and of the control systems in place. 

• Devise an investment and funding plan to accomplish the objectives of the Management 

Plan, while also drawing up a schedule to perform the different actions. In this regard, 

the Action Plan finalised in 2016 has already been executed and, at present, the 

Company marks maintenance actions and small regular and periodic investments to 

comply with the general guidelines established by the Agreement. 

• Establish the remit and responsibilities of each of the parties involved.  
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 Information on corporate matters and employees 

4.1 Group company policies and procedures 

The Criteria Group companies have defined and deployed an all-embracing people management 

model, which seeks to develop professional skills and improve satisfaction among employees.  

As set out in the human resources policy of Criteria Caixa S.A.U. and of the main Group 

subsidiaries, the Group's management and leadership principles describe our management style 

and culture, particularly in terms of human relations. The Criteria Group believes its employees 

are its most valued assets and it therefore spares no effort in honing their competencies and 

expertise and giving them the skills needed to respond to business needs at Group companies, 

while effectively tackling the challenges relating to their job position and ensuring that each and 

every employee feels more satisfied when at work. 

This policy establishes as its guiding principles: respect and trust in labour relations; equal 

opportunities; open communication; proactivity and excellence in the workplace. 

In addition, the policy on labour relations, equality and work-life balance, together with the 

policy on diversity and inclusiveness, and the policy on the prevention of harassment, extend 

and specify the organisation's commitments and procedures, including: 

• Career development: to promote the maintenance of stable quality jobs, with 

occupational content that ensure the continuous improvement of employee skills and 

aptitudes. 

• Equal opportunities: ensuring effective equality among women and men within the 

Group in relation to employability, training, promotion prospects and wage and working 

conditions, promoting gender diversity as an expression of society and cultural reality.  

• Diversity and employment inclusion: rejection and prohibition of all forms of 

discrimination, harassment and inappropriate treatment based on gender, race, colour, 

nationality, creed, religion, political opinion, affiliation, age, sexual orientation, status, 

disability, incapacity and other situations that are protected by law with regard to 

employees, managers and directors, as well as customers, potential customers and 

suppliers. In addition, Group companies have a protocol for the prevention of gender-

based harassment and other discriminatory behaviour. 

• Work-life balance: achieve a favourable environment that supports a good work-life 

balance for employees. Work-life balance measures have been implemented to 

encourage respect for personal and family life, such as: 

o Flexible working hours: According to the employee's functions, a system whereby 

he or she can establish his or her own working time within a particular timeslot, 

thus making login and logout times a more flexible affair. 

o Paid and unpaid leave: Certain leave may be extended to deal with those personal 

matters that may arise during working hours. 

When it comes to occupational risk prevention, the Occupational Risk Prevention Policy of 

Criteria Caixa Capital Risc and the InmoCaixa Group states that one of the main objectives is the 
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continuous improvement of working conditions in a bid to raise to maximum levels the health 

and safety and well-being of all employees and personnel who work at the Organisation1.  

In 2020, specific protocols have been created and extraordinary measures have been applied to 

prevent, detect and control SARS-CoV-2 infections, always prioritising the health and safety of 

the entire workforce following the recommendations of the health authorities. 

Section 4.5.2 provides details on the protocols and actions taken to deal with COVID-19. 

4.2 Risk factors identified 

The principal risks identified in relation to employees relate to health and safety. To manage and 

implement control measures to prevent occupational risks, the Criteria Group relies on external 

protection services.  

The main risks by activity and the actions taken to mitigate them are detailed below: 

 

 

In addition to these risks, and after the health crisis that occurred as a result of COVID-19, lies 

the risk of contagion. In this regard, section 4.5.2 Protocols and measures following COVID-19 

explains all the actions to mitigate this risk. 

The Group monitors health and safety indicators on a regular basis. For more details, check the 

section 4.3 Management and social performance. 

  

                                                           
1Criteria held the OHSAS 18001:2007 certification until May 2020, when it was discontinued and 
replaced by ISO 45001. In this regard, Criteria still does not have this new certification and is conducting 
a study to become certified in the future. 

 Activities  
 

Mitigation  Investment 
management 

Real estate Leisure 

Ergonomic risk 

   
■ Ergonomics training 
■ Ergonomic chairs 
■ Weekly stretching classes(1) 

Risk of lack of professional skills and 
expertise    

■ Implementation of specific 
training programmes based 
on identified needs 

■  

Service provision risk 

   
■ Application of protocols 
■ Specific training 
■ Investment in machinery 

with high safety standards 
 
(1) Only Criteria Caixa S.A.U. and Caixa Capital Rise, SGEIC, S.A. Temporally suspended as a result of COVID-19. 

 

Actividades

MitigaciónGestión de 
participaciones

Inmobiliaria Ocio

Riesgo Ergonómico

▪ Formación en ergonomía
▪ Sillas ergonómicas
▪ Clases semanales de 

estiramientos(1)

Riesgo de ausencia de competencias 
profesionales y conocimientos

▪ Implementación de 
programas de formación 
específicos en base a 
necesidades detectadas

Riesgo de prestación de servicios 

▪ Aplicación de protocolos
▪ Formación específica
▪ Inversión en maquinaria con 

altos estándares de 
seguridad

(1) Sólo Criteria Caixa SAU y Caixa Capital Risc, SGEIC, S.A. Temporalmente suspendidas a raíz del Covid-19.
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Riesgo de ausencia de competencias 
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▪ Implementación de 
programas de formación 
específicos en base a 
necesidades detectadas

Riesgo de prestación de servicios 

▪ Aplicación de protocolos
▪ Formación específica
▪ Inversión en maquinaria con 

altos estándares de 
seguridad

(1) Sólo Criteria Caixa SAU y Caixa Capital Risc, SGEIC, S.A. Temporalmente suspendidas a raíz del Covid-19.
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4.3 Social performance and management 

The following sections disclose the key indicators relating to information on social matters and 

employees. 

4.3.1 Employment 

In this section, the Criteria Group discloses information on indicators relating to the composition 

of its team of people and existing types of contract, as well as indicators on equality and non-

discrimination. 

Preference for hiring women and men on a full-time permanent basis 

For the Criteria Group, it is essential to maintain a diverse workforce and offer job stability and 

security. At year-end 2020, 89% (87% in 2019) of the Group's workforce held permanent 

contracts, and there were no significant differences between men and women.  

All employees have their workplace in Spain except two employees, who have permanent 

contracts in Mexico and Hong Kong, respectively. 

Table 9: Employees by type of employment contract, type of working day and gender 

a) Year-end 2020: 

Type of contract Men Women Total 
Changes 

2020-2019 

Permanent 152 142 294 8.5% 

Full-time 148 138 286 11.3% 

Part-time 4 4 8 -42.9% 

Temporary 20 16 36 -14.3% 

Full-time 19 15 34 -15.0% 

Part-time 1 1 2 0.0% 

TOTAL 172 158 330 5.4% 

% of total 52% 48% 100%  
 

b) Year-end 2019: 

Type of contract Men Women Total 

Permanent 136 135 271 

Full-time 133 124 257 

Part-time 3 11 14 

Temporary 22 20 42 

Full-time 20 20 40 

Part-time 2 0 2 

TOTAL 158 155 313 

% of total 50% 50% 100% 
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c) Average2 in 2020: 

Type of contract Men Women Total 
Changes 

2020-2019 

Permanent 148 138 286 0.7% 

Full-time 143 135 278 4.1% 

Part-time 5 3 8 -52.9% 

Temporary 21 15 36 -25.0% 

Full-time 20 14 34 -19.0% 

Part-time 1 1 2 -66.7% 

TOTAL 169 153 322 -3.0% 

% of total 52% 48% 100%  

d) Average in 2019: 

Type of contract Men Women Total 

Permanent 144 140 284 

Full-time 140 127 267 

Part-time 4 13 17 

Temporary 26 22 48 

Full-time 22 20 42 

Part-time 4 2 6 

TOTAL 170 162 332 

% of total 51% 49% 100% 

 

  

                                                           
2 Average calculated based on the effective hours of the contract in the reported period over those that 
said contract would have in an annual period, or if temporary and with a duration of less than one year 
until its completion. 
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Table 10: Employees by type of employment contract, type of working day and age 

In absolute terms, temporary employees are concentrated in the 30-45 age range (19 employees 

at year-end; 10% of the employees in this age group). However, in relative terms, temporary 

employment is concentrated in employees under 30 years of age, representing 23% of jobs in 

that age group at the end of 2020 (42% in 2019). No significant changes are observed when the 

average workforce is analysed. 

a) Year-end 2020: 

Type of contract 
Less than 
30 years 

From  
30-45 years 

From  
45-55 

55 or over Total 

Permanent 17 162 96 19 294 

Full-time 17 158 92 19 286 

Part-time 0 4 4 0 8 

Temporary 5 19 10 2 36 

Full-time 5 19 8 2 34 

Part-time 0 0 2 0 2 

TOTAL 22 181 106 21 330 

b) Year-end 2019: 

Type of contract 
Less than 
30 years 

From 30-45 
From 45- 

55 
55 or over Total 

Permanent 15 162 78 16 271 

Full-time 15 153 73 16 257 

Part-time 0 9 5 0 14 

Temporary 11 18 11 2 42 

Full-time 9 18 11 2 40 

Part-time 2 0 0 0 2 

TOTAL 26 180 89 18 313 

 

c) Average in 2020: 

Type of contract 
Less than 
30 years 

From  
30-45 years 

From  
45-55 

55 or older Total 

Permanent 15 155 97 19 286 

Full-time 15 152 92 19 278 

Part-time 0 3 5 0 8 

Temporary 8 19 8 2 37 

Full-time 7 19 7 2 35 

Part-time 1 0 1 0 2 

TOTAL 23 174 105 21 323 
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d) Average in 2019: 

Type of contract 
Less than 
30 years 

From  
30-45 

From  
45-55 

55 or over Total 

Permanent 17 172 79 16 284 

Full-time 16 161 74 16 267 

Part-time 1 11 5 0 17 

Temporary 20 18 8 2 48 

Full-time 16 17 7 2 42 

Part-time 4 1 1 0 6 

TOTAL 37 190 87 18 332 

 

Table 11: Employees by type of employment contract, type of working day and occupational 
category  

If we look at the types of contract by occupational category, we find that the category of 

qualified technician is the one with the highest number of permanent contracts, with 143 

employees at year-end 2020 (127 in 2019), which represents 43% of total employees (41% in 

2019).  

In contrast, the administrative category concentrates the temporary work among 22 employees 

at 2020 year-end (30 in 2019), representing 7% of total employees (10% in 2019), of which it 

should be noted that 18 come from the leisure activity and 3 from the real estate activity. These 

activities are of a seasonal nature and so they require temporary contracts. This is demonstrated 

by concentrating 94% of total temporary jobs at the end of 2020 (15 temporary jobs at the 

InmoCaixa Group and 19 at Mediterránea) compared to 95% last year (12 temporary jobs at the 

InmoCaixa Group and 28 at Mediterránea). 

 

a) Year-end 2020: 

Type of contract Executive Manager 
Qualified 

Technician 
Unskilled 

Technician 
Clerical staff Total 

Permanent 24 22 143 25 80 294 

Full-time 24 22 143 25 72 286 

Part-time 0 0 0 0 8 8 

Temporary 0 1 11 2 22 36 

Full-time 0 1 11 2 20 34 

Part-time 0 0 0 0 2 2 

TOTAL 24 23 154 27 102 330 
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b) Year-end 2019: 

Type of contract Executive Manager 
Qualified 

Technician 
Unskilled 

Technician 
Clerical staff Total 

Permanent 18 30 127 22 74 271 

Full-time 18 30 121 21 67 257 

Part-time 0 0 6 1 7 14 

Temporary 1 0 11 0 30 42 

Full-time 1 0 11 0 28 40 

Part-time 0 0 0 0 2 2 

TOTAL 19 30 138 22 104 313 

 

c) Average in 2020: 

Type of contract Executive Manager 
Qualified 

Technician 
Unskilled 

Technician 
Clerical staff Total 

Permanent 23 25 137 25 76 286 

Full-time 23 25 137 25 68 278 

Part-time 0 0 0 0 8 8 

Temporary 0 0 9 1 27 37 

Full-time 0 0 9 1 25 35 

Part-time 0 0 0 0 2 2 

TOTAL 23 25 146 26 103 323 

 

d) Average in 2019: 

Type of contract Executive Manager 
Qualified 

Technician 
Unskilled 

Technician 
Clerical staff Total 

Permanent 18 30 132 23 81 284 

Full-time 18 30 126 22 71 267 

Part-time 0 0 6 1 10 17 

Temporary 1 0 7 0 40 48 

Full-time 1 0 7 0 34 42 

Part-time 0 0 0 0 6 6 

TOTAL 19 30 139 23 121 332 
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Table 12: Distribution of employees at year-end by age and gender 

With regard to the distribution by age and gender of the workforce at year-end 2020, no 

significant differences were observed, nor were any observed with respect to 2019. 

a) 2020: 

Gender 
Less than 30 

years 
From 30-45 From 45-55 55 or over Total 

Men 3% 31% 14% 4% 52% 

Women 3% 24% 19% 2% 48% 

Total 6% 55% 33% 6% 100% 

 

b) 2019: 

Gender 
Less than 30 

years 
From 30-45 From 45-55 55 or over Total 

Men 4% 31% 12% 3% 50% 

Women 4% 26% 17% 3% 50% 

Total 8% 58% 28% 6% 100% 

 

Table 13: Distribution of employees at year-end by gender and professional category 

There are also no significant differences in the distribution by professional category and 

gender. 

a) 2020: 

Gender 
Executiv

e 
Manager 

Qualified 
Technician 

Unskilled 
Technician 

Clerical staff Total 

Men 5% 3% 25% 4% 15% 52% 

Women 2% 4% 22% 4% 16% 48% 

Total 7% 7% 47% 8% 31% 100% 

b) 2019: 

Gender 
Executiv

e 
Manager 

Qualified 
Technician 

Unskilled 
Technician 

Clerical staff Total 

Men 4% 6% 22% 3% 16% 50% 

Women 2% 4% 22% 4% 18% 50% 

Total 6% 10% 44% 7% 33% 100% 

 

Finally, and to conclude the employment section, it should be noted that during 2020 there have 

been 11 dismissals (8 dismissals in 2019) at the Organisation which, together with a total of 5 

resignations (3 in 2019) and an average of around 323 employees (332 in 2019), representing a 

turnover of 5.0% (4.7% in 2019). Below are details of dismissals by gender, age and professional 

category: 
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Table 14: Dismissals at the organisation by gender, age and professional category 

a) 2020: 

Type of contract 
Less than 
30 years 

From 
30-45 

From 
45-55 

55 or over Total 

Executive 0 0 1 1 2 

Men 0 0 1 0 1 

Women 0 0 0 1 1 

Manager 0 1 2 0 3 

Men 0 0 2 0 2 

Women 0 1 0 0 1 

Qualified Technician 0 1 0 0 1 

Men 0 0 0 0 0 

Women 0 1 0 0 1 

Unskilled Technician 0 1 0 0 1 

Men 0 1 0 0 1 

Women 0 0 0 0 0 

Clerical staff 1 3 0 0 4 

Men 0 3 0 0 3 

Women 1 0 0 0 1 

TOTAL 1 6 3 1 11 

 

b) 2019: 

Type of contract 
Less than 
30 years 

From 
30-45 
years 

From 
45-55 

55 or over Total 

Qualified Technician 0 2 0 0 2 

Men 0 2 0 0 2 

Women 0 0 0 0 0 

Unskilled Technician 0 0 2 0 2 

Men 0 0 1 0 1 

Women 0 0 1 0 1 

Clerical staff 2 2 0 0 4 

Men 1 1 0 0 2 

Women 1 1 0 0 2 

TOTAL 2 4 2 0 8 
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4.3.2 Impact of COVID-19 on employment 

During 2020 and as a result of the restrictions imposed to mitigate the effects of  

 COVID-19, the leisure activity carried out a total of three temporary redundancy plans (ERTEs) 

due to force majeure. The following table details their start and end dates: 

Table 15: Initiation and termination of ERTEs due to force majeure carried out within the 
framework of leisure activities  

ERTE Start date End date 

ERTE #1 14/03/2020 01/07/2020 

ERTE #2 17/10/2020 23/11/2020 

ERTE #3 23/11/2020 In force 

 

As a result of these ERTEs, up to a total of 63 leisure activity employees, as a whole, have been 

affected at some point. However, at the end of the year, only 18 employees were in this 

situation.  

In order to protect all workers affected by one of these ERTE, the following measures have been 

taken: 

• The social security benefits received by the affected workers have been supplemented 

up to 100% of the salary of each of the employees. 

• Extra payments have continued to be paid during ERTEs. 

Regarding the metrics reported in section 4.3.1 Employment, it should be noted that the average 

employee metric for 2020 has been affected downwards by said redundancy plans as the 

effective hours worked by the affected employees have been reduced compared to that 

established by their contracts. However, the year-end metrics remain unchanged when, 

regardless of whether or not the employee is affected by an ERTE, they continue to maintain 

employment relationships with the Group and, therefore, form part of the workforce.  

 

4.3.3 Average remuneration 

The organisation takes into account the following general aspects when setting remuneration: 

• Job position assessment. 

• The level of responsibility of the position. 

• Market practice, which is partly dependent on the activity carried out by the company 

of the Group to which the employee belongs. 

• Work experience. 

• Job performance. 
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The gross annual salary is paid on a pro-rata basis in 12 payments3 For certain job positions, the 

Criteria Group pays variable annual remuneration tied to the attainment of a set of individual 

targets and to the results obtained individually and by the wider team. 

The Group also offers a flexible remuneration plan.4 This flexible remuneration system allows 

employees to voluntarily receive part of their gross remuneration by arranging and receiving 

certain in-kind products and/or services. This effectively lets them increase their net 

remuneration because these products and services often come with significant personal income 

tax benefits. 

The following tables show the total average remuneration of the Group's employees, separated 

by men and women on an equal full-time basis. Likewise, the information is broken down by age 

group and professional category. 

Table 16: Average annual remuneration by gender and age at year-end (euros) 

a) 2020: 

Gender Less than 30 years 
From 30-45 

years 
From 45- 

55 
55 or older Total 

Men 22,975 46,165 81,184 156,648 62,194 

Women 24,802 45,318 56,890 91,967 50,719 

Total 23,889 45,800 67,203 132,008 56,700 

 

b) 2019: 

Gender Less than 30 years 
From 30-45 

years 
From 45- 

55 
55 or older Total 

Men 17,829 51,728 80,800 168,577 63,143 

Women 22,952 46,441 56,879 120,410 51,791 

Total 20,391 49,320 66,824 147,169 57,521 

 

Table 17: Average annual remuneration at year-end by gender and professional category 
(euros) 

a) 2020: 

Gender Executive Manager 
Qualified 

Technician 
Unskilled 

Technician 
Clerical staff Total 

Men 179,021 121,737 63,275 29,473 17,530 62,194 

Women 133,512 93,986 51,109 36,887 31,558 50,719 

Total 163,852 107,258 57,666 33,318 24,819 56,700 

 

 

                                                           
3 It excludes Mediterránea where, depending on the type of contract, payment may be made in 12, 14 or 
15 instalments 
4 It excludes Mediterránea  
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b) 2019: 

Gender Executive Manager 
Qualified 

Technician 
Unskilled 

Technician 
Clerical staff Total 

Men 199,299 106,055 64,234 25,871 17,347 63,143 

Women 184,293 99,616 50,866 36,539 31,405 51,791 

Total 194,560 103,479 57,453 31,690 24,781 57,521 

 

Table 18: Average remuneration at year-end by gender and professional category (euros per 
hour) 

a) 2020: 

Gender Executive 
Mana

ger 
Qualified 

Technician 
Unskilled 

Technician 
Clerical staff Total 

Men 105.56 72.37 37.30 16.66 9.93 36.53 

Women 76.55 54.93 29.86 20.99 18.38 29.49 

Total 95.89 63.27 33.87 18.90 14.32 33.16 

 

b) 2019: 

Gender Executive Manager 
Qualified 

Technician 
Unskilled 

Technician 
Clerical staff Total 

Men 117.87 62.27 37.87 14.60 9.82 37.06 

Women 105.40 58.06 29.69 20.62 18.29 30.07 

Total 113.93 60.58 33.72 17.88 14.30 33.60 

 

Remuneration of the Board of Directors: 

Each member of the Board of Directors receives exactly the same remuneration, in their capacity 

as such, though without prejudice to any further remuneration they may receive: (i) due to seats 

held on the various Board of Directors' committees; and (ii) due to the time they dedicate to the 

Company and whether or not they are executives. 

Details of the remuneration received by the members of the Board of Directors of CriteriaCaixa 

from CriteriaCaixa in 2020 and 2019 are as follows: 

Table 19: Remuneration of the Board of Directors by gender (in thousand euros) 

a) 2020: 

Gender 
Average 

employees 
Total remuneration 
(in thousand euros) 

Men 12.29 4,634 

Women 2.75 280 

Total 15.04 4,914 
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b) 2019: 

Gender 
Average 

employees 
Total remuneration 
(in thousand euros) 

Men 14.88 4,572 

Women 1.88 234 

Total 16.76 4,806 

 

The remuneration of senior management, comprising four men, includes a fixed and a variable 

portion. For further details, see section 25. Information on related parties under "Remuneration 

to Senior Executives" in the consolidated financial statements of the CriteriaCaixa Group for 

2020. 

4.3.4 Salary gap 

This section shows the salary gap at the organisation. The calculation is as follows: difference 

between the average hourly pay of men and women, over the average hourly pay of men, 

reflecting how much less (if the gap is positive) or how much more (if the gap is negative) women 

earn with respect to men.  

The results show that in the Unskilled Technician and Clerical Staff categories, women earn 

26.0% and 85.1% more than men, respectively, while in the Executive, Manager and Qualified 

Technician categories, women earn 27.5%, 24.1% and 19.9% less, respectively.  

Table 20: Salary gap by professional category 

a) 2020: 

Executive Manager 
Qualified 

Technician 
Unskilled 

Technician 
Clerical staff Total 

27.5% 24.1% 19.9% -26.0% -85.1% 19.3% 

b) 2019: 

Executive Manager 
Qualified 

Technician 
Unskilled 

Technician 
Clerical staff Total 

10.6% 6.8% 21.6% -41.2% -86.2% 18.9% 

 

4.3.5 Remuneration for same jobs or company average 

This section shows the ratio of the Organisation's lowest wage (starting wage), which is part of 

the leisure activity salary, to the minimum wage in force in Spain during 2020. 
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Table 21: Initial Group salary ratio to the minimum wage 

a) 2020: 

Country 
Initial 
salary 

Local 
minimum 

wage 

Ratio 
(starting 
salary / 

minimum 
wage) 

Spain 13,949 13,300 1.05 

b) 2019: 

Country 
Initial 
salary 

Local 
minimum 

wage 

Ratio 
(starting 
salary / 

minimum 
wage) 

Spain 13,500 12,600 1.07 

 

4.3.6 Employees with functional diversity 

The Group is fully compliant with the requirements of the General Law on Disabilities, whether 

by hiring disabled people directly or by dealing with special employment centres. It also makes 

donations to foundations working to improve the job prospects and labour-market inclusiveness 

for disabled people. A list of the measures taken by activity and company is given below. 
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Table 22: Employees with functional diversity or equivalent at year-end by activity 
 

a) 2020: 

Activity Company 
Total 

employees 
12/31/2020 

Number of 
functionally 

diverse 
employees 
required by 

law 

Measure 
applied 

Employees 
with functional 

diversity or 
equivalent 

12/31/2020 

Investee 
management 

Criteria 89 2 Outsourcing 2 

Caixa Capital 
Risc 

20 - - - 

Real estate InmoCaixa 127 2 

Direct 

recruitment 

Donations 

1 

 

1 

Leisure Mediterránea 94 2 
Direct 
recruitment 

3 

 Group total 330 6  7 

b) 2019: 

Activity Company 
Total 

employees 
12/31/2019 

Number of 
functionally 

diverse 
employees 
required by 

law 

Measure 
applied 

Employees with 
functional diversity 

or equivalent 
12/31/2019 

Investee 
managemen
t 

Criteria 87 2 Outsourced 2 

Caixa Capital 
Risc 

18 - - - 

Real estate 
InmoCaixa 68 1 Donations 1 

Other 
subsidiaries 

48 - - - 

Leisure Mediterránea 92 2 
Direct 
recruitment 

2 

 Group total 313 5  5 

 

Although the "la Caixa" Banking Foundation, the Criteria Group's sole shareholder, is not 

included in the scope of consolidation reported in this Statement of Non-Financial Information, 

it is worth highlighting the efforts made by the Foundation each year to integrate disabled 

people into society, both directly and indirectly. This effort is only made possible by Criteria's 

mission: to provide the Foundation with the dividends it needs to carry out its "Welfare 

Projects".  Hence, in 2020, the Banking Foundation contributed a total of 5 million euros (5 

million euros in 2019) to social projects and initiatives in the area of disability. 
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4.4 Work organisation 

4.4.1 Working time and work-life balance: 

The organisation is ultimately seeking to create a propitious working environment that will 

provide a healthy work-life balance for Criteria Group employees, in accordance with Law 

39/1999 of 5 November, on ensuring a work-life balance for workers. In particular, it focuses on 

achieving effective equality between women and men, all while complying with applicable 

legislation and observing best practices in order to achieve a suitable work-life balance. 

The working hours of the Group's employees depend on the type of activity they perform and 

comply with the criteria set out in the respective collective bargaining agreements, with the rest 

periods established by law.  

In addition, in order to make a work-life balance a reality for their employees, the different 

Group companies design, propose and implement actions, based on the activity they carry out, 

which allow for compatibility. Some of these actions are: 

1. Flexible remuneration, employee wellness and benefits programmes to improve the 

lives of workers through the following initiatives: 

 Activities 

Initiatives 
Investment 

management 
Real estate Leisure 

Flexible Compensation x x  - 

Nursery vouchers x x  - 

Luncheon vouchers x x  - 

Transport passes x x  - 

Improvement in the 
temporary disability 
allowance 

x x x 

Loans and advances with 
special terms and 
conditions for employees 

x x  - 

Medical insurance x x x 
Life and accident 
insurance 

x x x 
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2. Emotional wellness and work-life balance initiatives to allow for a healthier balance 

between work, personal and/or family life. Below are those initiatives implemented in 

a normal situation given that after the pandemic, exceptional measures have been taken 

(details of which are explained in section 4.5.2 Protocols and measures implemented 

after COVID-19): 

• Flexible working hours: a system whereby employees can establish their own working 

hours within a particular timeslot, thus making login and logout times a more flexible 

affair.  

• Condensed working time: 7-hour day in July and August and 6-hour day on the eve of 

four public holidays.  

• Remote connection: a laptop and a mobile phone with connectivity are available for 

those who require them to carry out their functions, respecting the right to the digital 

disconnection of employees. 

• Paid and unpaid leave: the Group may grant leave so that employees can tend to certain 

personal needs that may arise while at work. This includes leave to take care of sick 

family members, for maternity/paternity, marriage, breast/bottle feeding and to 

provide a better work-life balance. 

 

 Activities 

Initiatives 
Investment 

management 
Real estate Leisure 

Flexible working hours x x -  

Condensed working time x 
(July and August) 

x 
(August) - 

Working from home x x x 

Extension of paid and 
unpaid leave  

x x x 

 

4.4.2 Number of hours of absenteeism 

High levels of absenteeism can be a sign of serious problems in people management within an 

organisation. For the Criteria Group, absenteeism refers to absences that are justified using 

supporting documents. Thanks to employment flexibility and work-life balance measures 

implemented, the current level of absenteeism stood at 2.2% (2.9% in 2019), that is, a total of 

11,743 hours of absenteeism in 2020 (16,566 hours of absenteeism in 2019). 
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4.4.3 Measures to improve a work-life balance and to promote the shared 

responsibility of parenting duties 

During 2020, a total of 11 employees (16 in 2019) were entitled to parental leave, which they 

took in full.  

Table 23: Parental leave entitlement and percentage taken and returns by gender 

a) 2020: 

Item Men Women Total 

Maternity-paternity leave 5 6 11 

Maternity-paternity leave actually 
taken 

5 6 11 

Return from maternity-paternity 
leave* 

5 6 11 

* At the end of the financial year, one employee continued to enjoy parental leave 

 

b) 2019: 

Item Men Women Total 

Maternity-paternity leave 8 8 16 

Maternity-paternity leave actually 
taken 8 8 

 

16 

Return from maternity-paternity 
leave 8 8 

 
16 

 

Likewise, within the organisation, some companies extend their leave of absence in the case of 

paternity/maternity during the first years of the child's life. 
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4.5 Health and safety 

4.5.1 Health and safety conditions at work in a normal situation 

Criteria is aware of how important working conditions are for the health and safety of its 

employees. It therefore channels significant efforts, within the framework of its responsibilities, 

to promoting and rolling out initiatives to improve this important aspect. In order to raise the 

levels of safety, health and well-being of employees and staff working for the Company.  

The different Group companies have an occupational health and safety management system 

suited to the activities that they carry out. 

As part of this management system, the various Group companies drew up an Occupational Risk 

Prevention Policy, which stipulates: 

• Guidelines to ensure the health and safety of workers in all work-related aspects. 

• Courses of action and rules to entrench a preventive culture within the Company and to 

adopt any measures that may prove necessary, in compliance with article 16 of the 

Spanish Law 31/95 on Occupational Risk Prevention Law. 

• Actions to prevent, eliminate or minimise any risks to which Company employees and 

other interested parties may be exposed. 

• The implementation, maintenance and continuous improvement of its occupational 

health and safety (“OHS”) management system. 

• Compliance with the OHS policy in place. 

• OHS certification from an external organisation. Meanwhile, the Criteria Group carries 

out the following actions and activities to implement the foregoing principles and 

commitments: 

• Making preventive action an integral part of all conduct and decisions across all 

hierarchical levels, based on a correct planning and implementation of the 

Occupational Risk Prevention Plan. 

• Ensuring the proper control and quality of the health surveillance system for all 

Company employees and collaborators. 

• Training, providing useful information and engaging all Company employees and 

collaborators. 

• Encouraging queries from employees and getting them actively involved in 

managing occupational risk prevention by promoting actions that are not purely 

responsive (i.e. not limited to correcting any risk situations that may be detected). 

• Ensuring that all employees and personnel who work for the Company comply with 

the rules and measures in place. 

• Ensuring that adequate resources are available to meet the OHS targets by 

complying with applicable law and regulations on occupational risk prevention. 

The Group companies also designed and implemented an Occupational Risk Prevention Plan, as 

an integral part of its Occupational Health and Safety Management System. This plan sets out 

the organisational structure, responsibilities, duties, practices, procedures, processes and 

resources needed to manage occupational risk prevention at each Criteria Group company. The 

system undergoes regular independent reviews and audits. 
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The Group also relies on an External Prevention Service to perform certain health-related 

activities that the Company cannot carry out with its own resources. For instance, the external 

services draw up the annual preventive action plan and the annual prevention report, performs 

certain highly specific medical examinations, issues fitness certificates after conducting the 

pertinent medical tests and issues medical assessments for especially sensitive workers. 

Meanwhile, to improve communication and reporting among the parties involved, the Group 

has appointed an intermediary with the prevention services, whose main functions are to: 

• Act as the Company's permanent contact person with the prevention services so that 

they can receive information and pass it on to the Management's representative. 

• Organise health surveillance for workers based on existing risks and establish an 

effective system for responding to emergencies. 

• Carry out regular monitoring of corrective measures and preventive actions. 

• Keep a log of all accidents and incidents at the Criteria Group and compile accident rate 

statistics with the support of the accidents mutual insurance company. 

• Take part in preparing any preventive programmes that may be designed and in 

planning the measures envisioned in those programmes. 

In relation to training, all employees involved in the prevention of occupational risks must 

possess sufficient professional expertise obtained through appropriate training and/or work 

experience. This must be the case not only when they are hired or engaged, but also whenever 

their functions or responsibilities change, when new technologies are introduced or when 

changes are made to their work teams. The heads of the various activities detect the training 

needs of the personnel in their charge. They shall then instruct the designated trainer to provide 

the employee with the specific training they require. 

 

4.5.2 Protocols and measures implemented following COVID-19 

The COVID-19 pandemic has led to the creation of specific protocols and the deployment of 

extraordinary measures for the prevention, detection and control of  

SARS-CoV-2 infections in the workplace, following the recommendations of the health 

authorities and in a bid to protect the health and safety of the entire workforce.  

The protocols and measures have been defined with the maximum prudence and have been 

adapted at all times to the gravity of the situation, following the guidelines emanating from the 

competent authorities. 

The most significant measures to have been deployed are essentially as follows: 

Management of investees and real estate activity: 

o Establishment of an Emergency Committee for COVID-19, in charge of planning the 

response to the pandemic situation with prevention, health and communication actions, 

ensuring that the Group's activity is carried out reliably and maintaining the usual quality 

standards. 

o Establishment and permanent updating of action protocols for the prevention, 

detection and control of infections by SARS-CoV-2 in the workplace. 
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o Identification of especially sensitive and critical groups to adapt prevention and action 

measures to the characteristics and needs of each group and the organisation. In this 

regard, personnel considered to be vulnerable or sensitive have carried out telework 

indefinitely, taking into account the restrictions recommended by the Ministry of Health 

and the criteria determined by the Health Surveillance service. 

o Adaptation and improvement of facilities, for example, installing disinfection 

equipment that purifies, disinfects and sanitises the air and surfaces of pollutants, 

reducing the initial concentration of viruses by between 92% and 99%.  

o Reinforcement of hygiene and cleaning measures: increasing the frequency of cleaning 

and disinfection at work centres. Implementing prevention and hygiene measures for 

lifts, lobbies, offices, toilets, meetings and workstations and employees have been 

provided with masks, hydro-alcoholic gels, disposable wipes and infrared 

thermometers. 

o Adaptation of work spaces to guarantee the application of the security measures 

defined by the authorities. 

o Adaptation of work organisation, incorporating teleworking and face-to-face work in 

shifts with tight groups. In the latter case, the groups alternate weekly between the 

branches and remote work. 

In addition, employees who attend the branch will remain at it for six hours, graduating 

their departure based on the assigned time, to avoid crowds. These employees will 

complement their working hours through remote work. 

o Information and awareness actions for staff. 

o Performance of periodic COVID tests: prior to the reincorporation of the employees 

following the lockdown, the return to travel and also after returning from holiday 

periods (summer and Christmas) serological tests are carried out on the entire 

workforce. Likewise, the Company provides employees with the possibility of taking 

tests when they have COVID-19 symptoms or have been in close contact with an 

infected person. 

o Limitation to face-to-face meetings and intensification and promotion of the use of 

software to hold virtual meetings. 

o Promotion of safe mobility for those employees who need to work in person, through 

various measures such as: parking space rental subsidy (which reaches 100% in the case 

of the investment management activity), providing the work centres with parking for 

bicycles / scooters, assuming taxi costs, as well as making transport kits available to 

employees (gel, mask and gloves)  

o Collective benefits and advantages (only real estate activity): Preferential prices for 

conducting diagnostic tests for employees' relatives. 

Leisure: 

o Remote working: the necessary means have been organised and put in place to be able 

to carry out the functions of the top teleworking posts. 

o Team reorganisation: to minimise the contact between them and create small bubbles 

of coexistence. 

o Temporary redundancy programmes: due to the prohibition of or limitation on sports 

and catering activities, a temporary redundancy programme has been applied to a total 

of 65 people, of which 18 still formed part of such programmes at 12/31/2020. All of 



 
 

43 

them have had their salary supplemented up to 100% of their usual net amount under 

their contract. 

o Support in the collection of benefits: employees have been accompanied in the 

resolution of incidents regarding the collection of benefits. 

o Payroll advances: employees have been offered the possibility of requesting payroll 

advances without having accrued the payroll due to the possible problems they may 

experience regarding the receipt of benefits under the temporary redundancy 

programmes. 

o Communication channels: a telematic means of company-employee communication 

has been launched. Through this resource, we have been able to send documentation 

and information related to the operational norm that was previously sent on paper 

(contracts, payroll, settlements, etc.), as well as important information on COVID 

matters, such as the contingency plan, and other types of information related to other 

matters, such as data protection (informative capsules, authorisations to use the media, 

user communication, among others), money laundering and the updating of the ethical 

code.  

o Contingency plan: preparation of the Plan and its implementation. Investment of 

prevention resources to guarantee the safety of all employees, customers and suppliers, 

among others, masks, gloves, waste baskets and posters.  

o Capacity reduction: circulation and rest spaces have been limited and the capacities of 

the facilities have been reduced, even above those established by law. 

o Increased cleaning: beyond that established by law, both regarding the services offered 

by subcontracted personnel and internal personnel. 

o Obtaining Bureau Veritas Safe Site certification: the company has obtained the Safe 

Installation Certification with respect to COVID. This certification analyses the response 

and performance of the company in all areas (employees, customers and suppliers) 

regarding security in the face of the pandemic. 

o PCR and anti-body tests: anti-body tests have been performed on all personnel and PCR 

tests on personnel who, at some point, are suspected to have had possible contact with 

the virus.  
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4.5.3 Occupational accidents (frequency and severity) 

The following table shows the frequency rate and severity rate of all accidents to have occurred 

within the organisation in 2020 and 2019, broken down by gender. It also includes the total 

number of occupational diseases and deaths. 

Table 24: Occupational accidents and diseases 

a) 2020: 

  Men Women Total 

Total number of occupational 
accidents 

3 2 5 

Frequency rate (*) 10.61 7.79 9.27 

Number of days lost due to sick 
leave 

851 1,044 1,895 

Severity rate (**) 3.01 4.06 3.51 

Deaths in occupational accidents 0 0 0 

Occupational diseases 0 1 1 
 (*) Calculation used = (number of workplace accidents involving medical leave x 1,000,000) / number of actual hours worked by 

the employees 

(**) Calculation used = (number of sick leave days lost x 1,000) / number of actual hours worked by employees 

 

b) 20195: 

  Men Women Total 

Total number of occupational 
accidents 

6 2 8 

Frequency rate (*) 23.96 8.24 16.22 

Number of days lost due to sick 
leave 

73 281 354 

Severity rate (**) 2.72 3.99 3.34 

Deaths in occupational accidents 0 0 0 

Occupational diseases 0 0 0 
 (*) Calculation used = (number of workplace accidents involving medical leave x 1,000,000) / number of actual hours worked by 

employees 

(**) Calculation used = (number of sick leave days lost x 1,000) / number of actual hours worked by employees 

4.5.4 Labour relations 

The structures established to guarantee the employee relations within the organisation are a 

key management area since they guarantee that all the incidents affecting employees are logged 

and managed. At present, 100% of job positions, except senior management positions, are 

covered by a collective agreement. 

                                                           
5The figures for 2019 have been re-stated under the new calculation method used in 2020 that takes 
into account all the people who have been serving employees at some point, while the previous method 
only considered employees as of December 31, 2020. 
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The investment and real estate management activities do not have workers' representatives 

and, consequently, there are no Prevention Officers or Health and Safety Committees. All 

incidents relating to employees are reported to and managed by the health and safety 

intermediary. 

The leisure activity has a Works Council and hence it has prevention officers. It also has a Health 

and Safety Committee that meets regularly throughout the year. The Committee is made up of 

workers from different areas (two appointed by the company, two by the Committee and one 

company representative). The external prevention service attends these meetings as a guest.  

The minimum advance notice periods ahead of operational changes are those stipulated by law 

or those agreed upon by collective agreement in each of the countries in which the Group 

operates. In Spain, the notice period for substantial operational changes is 15 days. 

4.5.5 Training 

The organisation is firmly committed to people and seeks to develop their talent over the course 

of their career. The Human Resources areas of each subsidiary are responsible for coordinating 

training activities. 

Every year, the necessary training actions are carried out based on the priorities detected, in 

line with the business objectives defined by the company. 

The Annual Training Plan includes sufficient information on the budget needed for the plan to 

succeed. 

The organisation uses electronic platforms to provide certain training courses. 

Below is a breakdown of the total number of training hours taught to Criteria Group employees 

during the year. 

Table 25: Hours of training per employee by professional category 

a) 2020: 

Gender Executive Manager 
Qualified 

Technician 
Unskilled 

Technician 
Clerical staff Total 

Men 207 335 2,710 195 715 4,161 

Women 275 278 2,061 182 934 3,729 

Total 482 613 4,771 377 1,649 7,890 

 

b) 2019: 

Gender Executive Manager 
Qualified 

Technician 
Unskilled 

Technician 
Clerical staff Total 

Men 152 571 3,381 113 150 4,366 

Women 361 496 2,180 259 871 4,166 

Total 513 1,067 5,560 372 1,021 8,532 
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A breakdown of training hours by type of training is provided, in which it is observed that 72% 

of hours are devoted to technical training, skills and languages. 

Table 26: Hours of training by training type 

a) 2020: 

 

 

Techniques and 
skills 

Languages Other training  Total 

Hours 4,042 2,043 1,805 7,890 

% of total 51% 26% 23% 100% 

 

b) 2019: 

 

 

Techniques and 
skills 

Languages Other training  Total 

Hours 4,197 3,474 862 8,533 

% of total 49% 41% 10% 100% 

 

When an employee joins the organisation, they are given an onboarding schedule and proper 

training activities to help them gradually find their feet within the organisation. This takes the 

form of an Onboarding Manual, which explains all the measures to help new employees find 

their feet. Among these measures is the realisation of online courses and personalised support 

sessions, which include training on Occupational Risk Prevention.  

4.5.6 Accessibility 

The Criteria Group makes sure that disabled people are able to access its central offices and all 

the different work centres. It also complies with all applicable law and regulations governing 

accessibility to buildings and service centres at all the assets managed by the InmoCaixa Group 

and Mediterránea Beach & Golf Community. To ensure this is the case, it undertakes any 

construction or reform work to adapt spaces.  
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4.5.7 Equality 

The Criteria Group is fully committed to diversity, equal opportunities and the inclusion of all 

workers, in line with the principles of its Code of Ethics. To accomplish those objectives, the 

Group embraces and fosters the following fundamental principles:  

• Respect for diversity, advocating non-discrimination among its employees on the 

grounds of race, origin, colour, age, gender, marital status, ideology, political views, 

nationality, religion, sexual orientation, or any other personal, physical or social 

circumstance. 

• Championing the principle of equal opportunities. This principle, which is one of the 

cornerstones of professional development, calls on the Company to practise and 

demonstrate equal treatment among all employees and in doing so to aid with the 

personal and professional development of the entire human team at the Criteria 

Group. Here, the Group focuses on the following aspects:  

a) Determining the knowledge and skills needed to perform the work in question 

by assessing objectives and performance. 

b) Not establishing salary or contractual differences due to personal, physical or 

social circumstances, such as gender, race, marital status and ideology. 

c) Recruiting and selecting the best workers through a selection process based on 

the merits and capabilities of the candidates. 

d) Ensuring that each employee receives training in the knowledge and skills 

required to perform their job. 

e) Supporting workers with different capabilities by helping them effectively 

perform their work. 

f) Fostering transparent communication while encouraging employees to 

innovate and granting them the autonomy they need and deserve when going 

about their work. 

g) Establishing measures to ensure that recruitment and internal promotion 

processes do not favour or discriminate against employees with family or 

personal ties, preventing them from holding positions that report directly —

hierarchically or functionally— to the employees with whom they have such 

family or personal ties. 

• Take part in business forums, specifically the Catalan employers' association for the 

promotion of employment ("Foment del Treball"), chairing an advisory committee on 

equality. 

• Ensuring effective equality among women and men within the Group in relation to 

employability, training, prospects for promotion and wage and working conditions, 

promoting gender diversity as an expression of society and cultural reality, in particular: 

a) Strengthening the Criteria Group's commitment to effectively achieving equal 

opportunities between women and men, both within the organisation and in 

society in general, while also raising awareness of this need in two areas. 

b) Ensuring the professional development of women within the Criteria Group by 

eliminating any obstacles that may hinder or limit them in their career. 
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c) Helping ensure the existence of working conditions that are gender sensitive, 

allowing the women and men who work at the Criteria Group to reconcile and 

balance their personal, work and family lives, while eliminating any kind of 

gender-based discrimination. 

 

• The organisation has devised a Harassment prevention policy, which contains the 

measures needed to prevent, avoid and eradicate harassment in the workplace. This 

policy explains how the Organisation shall investigate, confirm and sanction any such 

conduct, providing employees with a suitable procedure for whistle-blowing and 

submitting their grievances by relaying them via internal communication channels.  

The Criteria Group is therefore fully committed to providing support and assistance to any 

person within the organisation who may be suffering from any kind of harassment. In this 

regard, it has a confidential and / or anonymous whistle-blowing channel. In the event of 

receiving a complaint, each company implements the pertinent actions to support the person 

making a complaint and coordinate the pertinent investigation and resolution thereof. 
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 Disclosures on respect for human rights 

5.1 Company policy 

The Criteria Group is firmly committed to defending human rights. It has drawn up various 

policies and reference documents to guide the conduct of all people and steer all activities within 

the organisation so as to protect and ensure respect for human rights and remedy any possible 

breach.  

In preparing these documents, the organisation has endorsed international rules and principles, 

including the Universal Declaration of Human Rights adopted by the United Nations in 1948 and 

associated instruments, especially the International Covenant on Civil and Political Rights of 

1966, the International Covenant on Economic, Social and Cultural Rights of 1966 and the 

Convention for the Protection of Human Rights and Fundamental Freedom of 1950. It also 

honours the Tripartite Declaration of Principles concerning Multinational Enterprises and the 

Social Policy of the International Labour Organisation, as well as the principle of labour union 

representation among employees. 

Below are some of these documents drawn up by the various companies belonging to the 

Criteria Group: 

• Code of Ethics. 

• Environmental Policy. 

• Crime Prevention Policy. 

• Diversity and Inclusiveness Policy. 

• Harassment Prevention Policy. 

• Policy on labour relations, equality and work/life balance. 

• Human Resources Policy. 

• Occupational Risk Prevention Policy. 

It is therefore clear to see that the Criteria Group promotes a climate of absolute respect for the 

dignity of all persons who work within or in the scope of the organisation, whether shareholders, 

directors, employees, suppliers, customers, competitors or others. To make all this a reality, the 

Group seeks, at all times, to maintain: 

• A work environment that is free from harassment, intimidation and or improper or 

offensive conduct, including sexual proposals or suggestions, offensive jokes and 

conversations, graphic material and other actions that may offend the dignity of any 

person. 

• Consideration of opposing views in a positive light, encouraging the full development of 

employee potential, in accordance with the principles of merit, capability and 

professional conduct. 

• Respect for diversity in all areas, whether relating to employment, training or 

promotion. 



 
 

50 

• A philosophy of attracting and retaining the most talented individuals so as to continue 

competing successfully in the sector, regardless of origin or status. 

• Constant rejection of all forms of discrimination, harassment and inappropriate 

treatment based on gender, race, colour, nationality, creed, religion, political views, 

affiliation, age, sexual orientation, status, disability, incapacity and any other 

circumstance protected by law with regard to employees, managers and directors, as 

well as customers, potential customers and suppliers. 

• Respect for the necessary balance between the professional and personal lives of the 

individuals who make up the Criteria Group. 

• Respect for equal opportunities for employees of both sexes, in accordance with the law 

and the agreements signed with the workers' representatives. 

The Criteria Group carries out regular communication and training activities, related to the 

principles and guidelines of the code of ethics, and courses on the prevention of occupational 

risks, among others. 

 

5.2 Risks identified 

The Criteria Group has identified no significant risk of any human rights breach occurring in 

relation to the direct activities carried out by the organisation. Nor has it received any complaint 

or report of any such breach. 
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 Information on the fight against corruption, money 

laundering and bribery 

6.1 Company policy 

To help prevent corruption and bribery within the organisation, the Criteria Group has set up a 

regulatory compliance and crime prevention system, which is mainly there to define procedures 

for preventing, detecting and responding to any criminal conduct that may occur at companies 

operating in Spain. All this is achieved through internal actions and controls throughout the 

Group so as to lower the risk of any such criminal activity materialising. 

The key features of this system are as follows:  

• Code of Ethics, which explains how the Criteria Group’s corporate business activities 

should be carried out and the specific values it aims to uphold in order to fulfil its 

mission. This ethical behaviour is ultimately what the Company expects to see from all 

persons who work for it. 

• Group Crime Prevention Committee: a body granted independent powers of action and 

control to supervise the functioning of and compliance with the Crime Prevention 

Model. 

• Catalogue of crimes and risk behaviour sorted by criticality, flagging those company 

activities that are more prone to preventable criminal activity. 

• Control channels for compliance with anti-corruption, anti-laundering and anti-bribery 

regulations, which allow for periodic testing of the correct functioning and effectiveness 

of the prevention model.  

• Communication channels, enabling people to report risks and breaches to the body 

tasked with supervising the operation of and adherence to the prevention model. 

• Disciplinary system setting out the rules and criteria for sanctioning directors, 

executives, employees and other persons associated with the Criteria Group in response 

to any breach by them of the Crime Prevention Model. 

On the subject of money laundering, Criteria has a General Anti-Money Laundering and Counter 

Terrorist Financing Policy ("AML/CTF") in place throughout the "la Caixa" Banking Foundation 

Group, which is binding on all Criteria Group employees with AML/CTF obligations and which 

seeks to: 

• Establish a general framework containing the standards needed to develop the rules 

and procedures for each Criteria Group employee and company subject to the policy. 

All control bodies set up and all procedures implemented in this regard must comply at 

all times with Spanish and international regulations governing AML/CTF. They must also 

be suitably rapid, secure, effective and well-coordinated when relaying information 

internally and when analysing and communicating the information.  

• Entrench and promote a culture of compliance across the organisation, ensuring that all 

employees, agents, managers and members of the governing bodies know of and 

respect the relevant policies and procedures, focusing resources on prevention through 

proper knowledge of the customer, refusing to carry out any transaction that appears 
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suspicious and detecting and communicating suspicious operations by continuously 

monitoring the business relationship.  

• Establish an explicit policy governing the admission of customers so as to ensure that 

the services offered by the Group cannot be used by unauthorised persons or entities 

and to fully implement customer know-how and customer identification procedures.  

• Ensure the confidentiality of all AML/CTF activities, particularly with regard to 

customers, such as the identities of employees and managers in correspondence.  

• Set down in writing and apply suitable policies and procedures to ensure high ethical 

standards in the recruitment of employees, executives and agents.  

• Guarantee full cooperation with the authorities.  

• Generate value for the community in which the Criteria Group operates by making an 

active contribution to public security by helping prevent, detect and report suspicious 

transactions.  

6.2 Risk factors identified 

Having now completed the process of defining and implementing the crime prevention model, 

the Criteria Group has identified the following material risks based on the activities carried out 

by the Group:  

• Crimes related to the market and customers. 

• Crimes concerning the discovery and disclosure of secrets. 

• Criminal bankruptcy. 

• Bribery. 

• Money laundering. 

• Crimes committed against the exercise of fundamental rights and public freedom 

enshrined in the Spanish Constitution. 

• Fraud. 

• Tax and Social Security crimes. 

• Influence trafficking. 

• Business corruption. 

• Crimes against natural resources and the environment. 

• Crimes against land planning and development. 

• Crimes against public health. 

The Criteria Group regularly analyses these crimes and offences to ensure they are suitably 

monitored through specific activities carried out by the Group's Internal Audit function. 

Furthermore, no reports were received on this subject, nor were any suspicious transactions 

reported to the supervisory authorities in the area of AML/CTF.  
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 Society information 

7.1 Company commitments to sustainable development  

The Criteria Group's commitment to sustainable development is mainly through its sole 

shareholder, the "la Caixa" Banking Foundation, whose mission is to build a better and fairer 

society, creating more opportunities for those who need them most.  

Year after year, the Criteria Group distributes the necessary financial resources in the form of a 

dividend so that the Foundation can execute the "Welfare Projects" budget and thus fulfil its 

mission.  

Specifically, in 2020, the Criteria Group has distributed a total of 390 million euros to "la Caixa" 

Banking Foundation (420 million euros in 2019), to finance most of the "Welfare Projects" 

budget. 

Welfare Projects focus on 4 areas: social, culture and science, education and scholarships and 

research and health. For more information on the activities carried out by the Foundation visit 

the section 1.2. "La Caixa" Foundation our reason for being of the management report attached 

to the consolidated financial statements for 2020. 

To foster local economic development, and in addition to all the programmes carried out by the 

"la Caixa" Banking Foundation, the Criteria Group is committed to purchasing from local 

suppliers, i.e. those located in Spain.  

In 2020, the volume of purchases from the Group's suppliers was over 140 million euros (130 

million euros in 2019), and 95% (95% in 2019) was from Spanish suppliers. 

Table 27: Total volume of purchases and weight of Spanish suppliers 

a) 2020: 

 

 Activities 

TOTAL 

 

Investment 
management 

Real estate 
Leisur

e 

Total volume of purchases 2020 
(millions of euros) 

15 97 28 141 

% from Spanish suppliers 89% 97% 99% 95% 

 

 

b) 2019: 

 Activities 

TOTAL 

 

Investment 
management 

Real estate 
Leisur

e 

Total volume of purchases 2019 
(millions of euros) 18 101 12 130 

% from Spanish suppliers 82% 97% 97% 95% 
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7.2 Subcontracting and suppliers 

To encourage a responsible value chain, the procurement policy, or otherwise the purchasing 

procedures, of the various Criteria Group companies stipulate that the environmental and social 

performance of suppliers must be taken into account in the supplier selection process. 

The "la Caixa" Foundation, the sole shareholder of CriteriaCaixa, complies with the United 

Nations Global Compact, for which reason the Criteria Group companies are committed to 

complying with the principles of conduct and action in matters of human and labour rights, 

environment and the fight against corruption. 

7.3 Consumers  

Before looking at this heading, it must be highlighted that the Criteria Group's main activity, 

investment management, does not have any clients as all management is carried out for the sole 

shareholder, "la Caixa" Banking Foundation. 

7.3.1 Measures to improve customer health and safety: 

Turning to the physical security of customers, the Criteria Group companies have set up 

protection mechanisms at swimming pools, as well as fire extinguishers and fire detection 

measures at operating centres and buildings, among other initiatives, all in strict compliance 

with the current laws and regulations. 

The Criteria Group considers data protection to be an overriding priority to comply with the EU 

General Data Protection Regulation (“GDPR”), along with other rules and regulations on data 

protection effective in the countries in which the Group operates. The Group also strives to 

ensure compliance with applicable data protection law at all companies that it controls. Each 

Group company has therefore set up a Personal Data Protection Policy, which sets out the 

guidelines to be followed in relation to personal data protection and describes the key elements 

—human and organisational, technological and documentary— that the Criteria Group 

companies and all external companies that provide services to the Group must honour and 

observe, no matter their location or the functions entrusted to them. All this ultimately helps 

prevent any possible breaches or violations of the rights and freedom of data subjects. The 

Group has the following structures in place for these purposes: 

• Data Protection Officer: duties assigned under the GDPR.  

• Data Protection and Information Security Committee: Monitors and updates the data 

protection and information security model and oversees the way it is applied, with 

decision-making authority and powers of control. 

• Data Protection Controller: functions assigned under the GDPR. 

• Security Officer: coordinates and steers all Group efforts in relation to information 

security. 

  



 
 

55 

7.3.2 Systems for lodging and resolving claims and grievances  

The Criteria Group companies provide the following information and reporting channels:  

Investee management: 

• Corporate website (www.criteriacaixa.com), which provides information mainly on the 

Group's investment portfolio, issuing activity, governance bodies and yearly and half-

yearly financial information. 

• Two electronic mailboxes: one intended for institutional investors and analysts 

(investor.relations@criteria.com) and the other for general information 

(info@criteria.com). The company also provides a form for queries relating to the real 

estate portfolio. 

Given the nature of the investment management activity and as there are no customers, no 

complaints have been received in relation to this activity. 

Real estate: 

• Contact format (https://www.inmocaixa.com) for general questions. 

• Web-based complaint form, to report incidents regarding assets held under lease. 

• Web form to request additional information about real estate developments under 

construction. 

No complaints were made in 2020. 

 

Leisure: 

• General-purpose mailbox, info@lumine.com. 

Due to the pandemic in 2020, it was not possible to collect a representative sample of customer 

surveys. Despite this situation, a mystery shopper exercise has been carried out with an external 

company, obtaining satisfactory results.  

Likewise, it must be highlighted that an automation plan for the collection of customer 

satisfaction surveys has been put in place to be compatible with COVID-19 health regulations, 

which will be fully implemented by 2021. 

In addition, in order to ensure compliance with the Code of Ethics and established policies, all 

Group companies operate a confidential and/or whistle-blower and complaints channel to 

report possible breaches or queries about the interpretation or application of the Code of Ethics, 

and its related policies and procedures. During 2020, no complaint or inquiry was received in 

this regard. 

7.4 Tax information 

All companies belonging to the Criteria Group aid social and economic progress and hence make 

the following contributions. When it comes to taxation, all Group companies are fully committed 

to paying their taxes to the public administrations. 

http://(www.criteriacaixa.com)/
file://///sanficifscri.dacfi.es/Data/Usuaris/Departaments/Comptabilitat/Comptabilitat%20Filials/CRITERIA%20CAIXAHOLDING/PLANIFICACIO%20I%20CONTROL%202016/16%20INFORME%20DE%20GESTION%20DE%20CRITERIA/4_DICIEMBRE%202016/00_VERSIONES%20DEFINITIVAS/(investor.relations@criteria.com)
file://///sanficifscri.dacfi.es/Data/Usuaris/Departaments/Comptabilitat/Comptabilitat%20Filials/CRITERIA%20CAIXAHOLDING/PLANIFICACIO%20I%20CONTROL%202016/16%20INFORME%20DE%20GESTION%20DE%20CRITERIA/4_DICIEMBRE%202016/00_VERSIONES%20DEFINITIVAS/(info@criteria.com)
https://www.inmocaixa.com/ayuda-a-usuario/contacto
https://www.inmocaixa.com/Incidencias/SolicitudWeb/comunicarIncidenciasSingular.do?do=inicio&idioma=ca
mailto:info@lumine.com
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The following table shows profits earned, income taxes paid and government subsidies received 

by the Criteria Group. 

a) 2020: 

 

 Amount in millions of euros 

Net consolidated profit or loss attributable to the 

Parent (after tax) 

313.8 

Income tax paid/collected 38.8 

FINANCIAL AID RECEIVED 

Subsidies 4.2 

 

b) 2019: 

 

 

 Amount in millions of euros 

Net consolidated profit or loss attributable to the 

Parent (after tax) 

1,098 

Income tax paid/collected 36.5 

FINANCIAL AID RECEIVED 

Subsidies 4.3 
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 Index of contents of the Law 11/2018 and GRI Standards 
 

Contents of Law 11/2018, on non-financial information and diversity Standard Reference Chapter 

BUSINESS MODEL   

Description of the 
Group's business 
model 

Brief description of the Group's business model, which 
should include its business environment, organisation 
and structure, the markets in which it operates, its 
objectives and strategies, and the main factors and 
trends that might affect its future performance. 

GRI 102-1 

2. Business model 

GRI 102-2 

GRI 102-3 

GRI 102-4 

GRI 102-6 

GRI 102-7 

GRI 102-14 

GRI 102-15 

ENVIRONMENTAL REPORTING 

Policies 

Policies applied by the Group, including due diligence 
procedures implemented to identify, assess, prevent and 
mitigate significant risks and impacts and to verify and 
control those aspects, as well as the measures that have 
been adopted. 

GRI 103 
3.1. Company policy 

Principal risks 

Principal risks related to those matters linked to the 
Group's activities, including, where relevant and 
proportionate, its business relationships, products or 
services that are likely to cause adverse impacts in those 
areas, and how the Group manages those risks, 
explaining the procedures used to detect and assess 
them in accordance with reference domestic, European 
or international frameworks for each area. It must 
include a breakdown of all impacts to have been 
detected, particularly in relation to the principal short-, 
medium- and long-term risks. 

GRI 102-15 

3.2. Main environmental risks 

GRI 102-30 

General 

1.) Detailed information on the current and foreseeable 
effects of the company's activities on the environment 
and, where appropriate, the health and safety, and the 
Environmental assessment or certification procedures. 
2.) Resources dedicated to preventing environmental 
risks. 
3.) The application of the precautionary principle, the 
amount of provisions and guarantees for environmental 
risks. (eg dedicated to the environmental responsibility 
law). 

GRI 103 

3.1. Company Policy 
3.2. Main environmental risks 

GRI 102-11 

GRI 102-15 

Pollution 

Measures to prevent, reduce or repair carbon emissions 
that seriously impact the environment, with due regard 
to any form of atmospheric pollution specific to an 
activity, including noise and light pollution. 

GRI 103 
3.3.4. Carbon footprint 

GRI 302-4 

GRI 305-5 3.3.4. Carbon footprint 

Circular Economy 
and waste 
prevention and 
management 

Measures to prevent, recycle, reuse and other forms of 
waste recovery and elimination. Actions to combat food 
waste. 

GRI 103 3.3.3. Circular economy and 
waste prevention and 
management GRI 301-3 

GRI 306-2 

Sustainable use 
of resources 

Water consumption and supply with respect for local 
limitations and constraints 

GRI 303-1 3.3.2. Water consumption 

Consumption of commodities and measures adopted to 
use them more efficiently 

GRI 103 
3.3.3. Circular economy and 
waste prevention and 
management 

GRI 301-1 

Energy: Consumption, both direct and indirect; Measures 
adopted to improve energy efficiency; Use of renewable 
energies 

GRI 103 3.3.1. Energy efficiency 
consumption and measures GRI 302-1 

GRI 302-2 

GRI 302-3 

GRI 302-4 
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Climate Change Greenhouse gas emissions GRI 103 3.3.4. Carbon footprint 

GRI 305-1 

GRI 305-2 

GRI 305-3 

GRI 305-4 

Measures adopted to adapt to the consequences of 
climate change 

GRI 103 3.3. Environmental 
management and performance 
(introduction) 

Medium- and long-term reduction targets assumed 
voluntarily to reduce GHG emissions and resources 
dedicated to that purpose 

GRI 103 3.3. Environmental 
management and performance 
3.3.4. Carbon footprint 

Protection of 
biodiversity 

Measures in place to conserve or restore biodiversity GRI 103 3.3.5. Protection of 
biodiversity GRI 304-3 

Impacts caused by activities or operations in protected 
areas 

GRI 304-1 3.3.5. Protection of 
biodiversity GRI 304-2 

INFORMATION ON CORPORATE MATTERS AND EMPLOYEES 

Policies Policies applied by the Group, including due diligence 
procedures implemented to identify, assess, prevent and 
mitigate significant risks and impacts and to verify and 
control those aspects, as well as the measures that have 
been adopted. 

GRI 103 4.1. Group company policies 
and procedures 

Principal risks Principal risks related to those matters linked to the 
Group's activities, including, where relevant and 
proportionate, its business relationships, products or 
services which are likely to cause adverse impacts in 
those areas, and how the Group manages those risks, 
explaining the procedures used to detect and assess 
them in accordance with reference domestic, European 
or international frameworks for each area. It must 
include a breakdown of all impacts to have been 
detected, particularly in relation to the principal short-, 
medium- and long-term risks. 

GRI 102-15 4.2. Risk factors identified 

GRI 102-30 

Employment Total number and distribution of employees by gender, 
age, country and professional category GRI 103 

4.1. Group company policies 
and procedures 
4.2. Identified risks 

GRI 102-8 4.3.1. Employment 

GRI 405-1 

Total number and distribution of employment contract 
types 

GRI 102-8 4.3.1. Employment 

Annual average number of permanent, temporary and 
part-time contracts by gender, age and professional 
category 

GRI 102-8 4.3.1. Employment 

GRI 405-1  

Number of dismissals by gender, age and professional 
category 

GRI 401-1b 4.3.1. Employment 
4.3.2. Protocols and measures 
implemented following COVID-
19 

Average remuneration and changes broken down by 
gender, age and professional category, or equivalent 
value 

GRI 405-2 4.3.3. Average remuneration 

Salary gap GRI 103 4.3.4. Salary gap 

GRI 405-2 

Remuneration for same jobs or company average GRI 202-1 4.3.5. Remuneration for same 
jobs or company average 

Average remuneration of directors and executives, 
including variable remuneration, attendance fees and 
allowances, termination and severance pay, payments 
into long-term retirement and savings plans and any 
other amount or item received, broken down by gender 

GRI 103  
4.3.3. Average remuneration 

Implementation of work disconnection measures GRI 103 4.4.1. Working time and work-
life balance 

Employees with disabilities GRI 405-1 4.3.6. Employees with 
functional diversity 

Work 
organisation 

Scheduling of working hours GRI 103 4.4.1. Working time and work-
life balance: 

Number of hours of absenteeism GRI 403-9 4.4.2. Number of hours of 
absenteeism 

Measures to improve the work-life balance and to 
promote shared responsibility of parenting duties.. 

GRI 103 4.4.3. Measures to improve a 
work-life balance and to 
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promote the shared 
responsibility of parenting 
duties 

Health and safety Health and safety conditions in the workplace GRI 103 4.5.1. Health and safety 
conditions at work in a normal 
situation 
4.5.2. Protocols and measures 
implemented following COVID-
19 

Occupational accidents (frequency and severity), broken 
down by gender 

GRI 403-9 4.5.3. Occupational accidents 
(frequency and severity) 

Occupational diseases (frequency and severity), broken 
down by gender 

GRI 403-10 

Labour relations Structure of employee dialogue and communication, 
including procedures for sharing information and 
consulting and negotiating with employees 

GRI 103 4.5.4. Labour relations 

GRI 403-4 

Percentage of employees covered by collective 
bargaining agreement, by country 

GRI 102-41 4.5.4. Labour relations 

List of collective agreements, especially in the realm of 
occupational health and safety 

GRI 403-4 4.5.4. Labour relations 

Training Policies implemented in relation to training GRI 103 4.5.5. Training 

Total number of training hours by professional category GRI 404-1 4.5.5. Training 

Accessibility Universal accessibility by people with disabilities GRI 103 4.5.6. Accessibility 

Equality Measures adopted to promote equal treatment and 
opportunities between men and women 

GRI 103 4.5.7. Equality 

Equality plans GRI 103 4.5.7. Equality 
Measures adopted to foster employment GRI 103 4.5.7. Equality 
Protocols against sexual and gender-based harassment GRI 103 4.5.7. Equality 
Integration and universal accessibility by people with 
disabilities 

GRI 103 4.5.7. Equality 

Policy against discrimination in all its forms and, where 
appropriate, diversity management 

GRI 103 4.5.7. Equality 

Policies Policies applied by the Group, including due diligence 
procedures implemented to identify, assess, prevent and 
mitigate significant risks and impacts and to verify and 
control those aspects, as well as the measures that have 
been adopted. 

GRI 103 4.5.1. Health and safety 
conditions at work in a normal 
situation 

Principal risks Principal risks related to those matters linked to the 
Group's activities, including, where relevant and 
proportionate, its business relationships, products or 
services that are likely to cause adverse impacts in those 
areas, and how the Group manages those risks, 
explaining the procedures used to detect and assess 
them, in accordance with reference domestic, European 
or international frameworks for each area. It must 
include a breakdown of all impacts to have been 
detected, particularly in relation to the principal short-, 
medium- and long-term risks. 

GRI 102-15 4.5.1. Health and safety 
conditions at work in a normal 
situation 
4.5.2. Protocols and measures 
implemented following COVID-
19 

GRI 102-30 

DISCLOSURES ON RESPECT OF HUMAN RIGHTS 

Human rights Use of due diligence procedures covering human rights. 
Preventing the risks of human right violations and, where 
appropriate, measures to mitigate, manage and repair 
possible abuses 

GRI 103 5.1. Company policy 
5.2. Risks identified GRI 102-16 

GRI 102-17 

GRI 412-2 

Reported breaches of human rights GRI 406-1 5.2. Risks identified 

Promotion of and compliance with the provisions of the 
fundamental conventions of the ILO in relation to respect 
for freedom of association and the right to collective 
bargaining, the elimination of discrimination in respect of 
employment and occupation, the abolition of forced or 
compulsory labour and the effective abolition of child 
labour 

GRI 103  

INFORMATION ON THE THE FIGHT AGAINST CORRUPTION, MONEY LAUNDERING AND BRIBERY 

Policies Policies applied by the Group, including due diligence 
procedures implemented to identify, assess, prevent and 
mitigate significant risks and impacts and to verify and 
control those aspects, as well as the measures that have 
been adopted. 

GRI 103 6.1. Company policy 
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Principal risks Principal risks related to those matters linked to the 
Group's activities, including, where relevant and 
proportionate, its business relationships, products or 
services that are likely to cause adverse impacts in those 
areas, and how the Group manages those risks, 
explaining the procedures used to detect and assess 
them, in accordance with reference domestic, European 
or international frameworks for each area. It must 
include a breakdown of all impacts to have been 
detected, particularly in relation to the principal short-, 
medium- and long-term risks. 

GRI 102-15 

6.2. Risks factors identified 

GRI 102-30 

Corruption and 
bribery 

Measures in place to help prevent corruption and bribery GRI 103 6.1. Company policy 
6.2. Risks factors identified GRI 102-16 

GRI 102-17 

GRI 205-2 

Measures to combat money laundering GRI 103 6.1. Company policy 
6.2. Risks factors identified 

Contributions to foundations and non-profit entities GRI 413-1 7.1. Company commitments to 
sustainable development 

SOCIETY INFORMATION 

Policies Policies applied by the Group, including due diligence 
procedures implemented to identify, assess, prevent and 
mitigate significant risks and impacts and to verify and 
control those aspects, as well as the measures that have 
been adopted. 

GRI 103-2 7.1. Company commitments to 
sustainable development 

Principal risks 

Principal risks related to those matters linked to the 
Group's activities, including, where relevant and 
proportionate, its business relationships, products or 
services that are likely to cause adverse impacts in those 
areas, and how the Group manages those risks, 
explaining the procedures used to detect and assess 
them in accordance with reference domestic, European 
or international frameworks for each area. It must 
include a breakdown of all impacts to have been 
detected, particularly in relation to the principal short-, 
medium- and long-term risks. 

GRI 102-15 7.1. Company commitments to 
sustainable development 

GRI 102-30 7.1. Company commitments to 
sustainable development 

Company 
commitments to 
sustainable 
development 

Impact of the undertaking's business activities on 
employment and local development 

GRI 103  7.1. Company commitments to 
sustainable development GRI 203-1 

GRI 203-2 

GRI 413-1 

Impact of the undertaking's business activities on local 
populations and territories 

GRI 203-1 7.1. Company commitments to 
sustainable development GRI 203-2 

GRI 413-1 

Relations with local community representatives and 
channels of communication 

GRI 102-43 7.1. Company commitments to 
sustainable development GRI 413-1 

Association and sponsorship actions GRI 102-12 7.1. Company commitments to 
sustainable development GRI 102-13 

Subcontracting 
and suppliers 

Making social matters, gender quality and environmental 
concerns part of the procurement policy. Concern for 
social and environmental responsibility when screening 
and dealing with suppliers and contractors 

GRI 103 
GRI 308-1 
GRI 414-1 

7.2. Subcontracting and 
suppliers 

Supervision systems and audits and their results  
 
 

GRI 103 7.1. Compromisos de la 
empresa con el desarrollo 
sostenible 

Customers Measures to improve customer health and safety GRI 103 7.3.1. Measures to improve 
customer health and safety 

Systems for lodging and resolving claims and grievances GRI 103 7.3.2. Systems for lodging and 
resolving claims and 
grievances  

Tax information Profits obtained by country GRI 103 7.4. Tax information 

Public subsidies or aid received GRI 201-4 7.4. Tax information 
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1. Non-financial information statement 

This non-financial information statement (NFIS) was prepared in accordance with Spanish Non-

Financial Information and Diversity Law 11/2018, of 28 December, amending the Spanish 

Commercial Code, the Consolidated Spanish Limited Liability Companies Law approved by 

Legislative Royal Decree 1/2010, of 2 July, and Spanish Audit Law 22/2015, of 20 July (preceded 

by Royal Decree-Law 18/2017, of 24 November).  

The Global Reporting Initiative's sustainability reporting guidelines (GRI Standards) were used 

to prepare this NFIS.   

The principles of comparability, reliability, materiality and relevance set out in Spanish Law 

11/2018, of 28 December, on non-financial information and diversity, were also applied: 

- Comparability principle: The reporting organisation shall select, compile, and report 

information consistently. The reported information shall be presented in a manner that 

enables stakeholders to analyse changes in the organisation's performance over time, 

and that could support analysis relative to other organisations. 

 

In this regard, when interpreting the indicators and the changes therein, the impact on 

activity generated by the covid-19 pandemic and the measures adopted by the Group 

should be taken into account. Those clarifications required are therefore included where 

necessary.  

 

- Reliability principle: The reporting organisation shall gather, record, compile, analyse 

and report information and the processes used in the preparation of the report in a way 

that they can be subject to examination, and that establishes the quality and materiality 

of the information.  

 

- Materiality and relevance principle: The report shall cover topics that: reflect the 

reporting organisation's significant economic, environmental and social impacts; or 

substantially influence the assessments and decisions of stakeholders.  
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Also, Saba has conducted a materiality analysis on the most important aspects of the Group in 

relation to those matters that are the subject of this report. Specifically, those matters of most 

significance in terms of corporate responsibility and, in particular, for Saba's various 

stakeholders, were taken into account, prioritising those matters of most importance to the 

Group. 

Saba's aim with the NFIS is to report on matters related to the environment, society, respect for 

human rights, combating corruption and bribery, and personnel. 

The reporting scope of this NFIS is the same as that of the consolidated financial statements and 

consolidated directors' report for the year ended 31 December 2020. 

2. Business model  

Saba is a benchmark industrial operator in the development of solutions in the field of urban 

mobility, specialising in car park management. The Group carries out its activity from an 

industrial perspective in all areas of the car park sector and has excellent locations, the result of 

a policy of selective growth to guarantee the highest standards of quality, innovation and 

experience. All this under the guiding principle of customer service as a central pillar, Saba's 

differentiating factor. 

At 2020 year-end, Saba had a workforce of 2,068 people (2019: 2,409 people), is present in 182 

cities (2019: 188 cities) in nine European and Latin American companies and manages 1,155 car 

parks (2019: 1,231 car parks) and 387,379 parking spaces (2019: 403,003 parking spaces). 

Saba’s business model is based on the privileged geographical location of its assets, the excellent 

quality of its service and its business approach, in addition to the proactive introduction of 

technology, the management of its contracts and maintaining an appropriate size that enables 

efficiency, competitiveness and internationalisation. The Group has a combination of assets in 

various stages of their lifecycle, the majority of which are at an advanced stage thereof and 

generate high margins, a circumstance that makes it possible to finance the assets that are in a 

development phase. The average contract term is currently 20 years (2019: 21 years); thereby 

securing Saba’s future. 

Saba's goal is to become a leading European operator in public urban mobility services and 

infrastructure management through continuous, selective and sustainable growth. Upholding 

an industry profile committed to, responsible for and that actively participates in management 

is part of Saba's operating and development philosophy, and it therefore adopts a long-term 

approach to the development of its business interests. 
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At Saba we are confident that we adopt the most cutting-edge innovation and newest business 

strategies, thus incorporating smart services related to the mobility of people and vehicles. Saba 

was a pioneer in the installation of OBE payment systems in Spain (Via T), successfully promoting 

this system in Chile (TAG), Italy (Telepass) and Portugal (Via Verde), and in smart toll payment 

using QR technology. Saba has rolled out a website and an app in several of the countries where 

it has a presence which can be used to purchase fully digital products. In addition, Saba has 

promoted new control systems, automated ATM discounts, automatic number plate recognition 

when entering and exiting car parks and the development of other services associated with cars, 

in particular in relation to electric vehicles, and car parks (3G coverage, remote management, 

among others) as well as new activities in the field of sustainable last mile urban micro 

distribution. The objective, therefore, is to understand car parks as a sustainable urban mobility 

service hub; All this within a framework of actions focusing on energy efficiency that result in 

greater savings and optimised management. 

Saba is also aware that the best results are obtained through the best practices. Progressing 

towards sustainable and socially responsible competitiveness is a challenge for leading 

companies. It is by advancing towards these sustainable and socially responsible criteria that 

Saba will attain an appropriate level of excellence that enables the Company to consolidate its 

position as the leader that it is and aims to continue being. 

Saba is a member of the United Nations Global Compact and carries on its activity within the 

framework of the United Nations Sustainable Development Goals (SDGs), especially those 

concerning climate action; sustainable cities and communities, with the development of 

solutions in the field of urban mobility and the innovation, improvement and technology of 

infrastructures. 

In 2020, the Group's people and activities have been affected covid-19. At the end of 2019, China 

warned the World Health Organisation of the covid-19 virus, which was classified as a pandemic 

in March 2020 following the increase in cases in China and the threefold increase in the number 

of countries affected in the two preceding weeks. 

As a result of this widespread pandemic, a series of extraordinary measures were introduced in 

2020 to restrict companies’ activities and the free movement of persons and vehicles in each of 

the countries in which Saba carries on its business activity; these restrictions have had a huge 

impact on the car park services provided by Saba. 
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However, Saba, as a provider of public parking services, which are relevant as an accessory 

activity and necessary to facilitate the performance of critical and essential services, has 

continued to offer this service to citizens and its customers, with the exception of certain private 

centres and, in the initial months of the pandemic, in the vast majority of the regulated on-street 

zones, in which activity was suspended following instructions from the related municipalities. 

Throughout 2020, the Group has been monitoring the pandemic on an ongoing basis in order to 

minimise its impact, protect employee security, provide customer services and ensure that it 

has sufficient liquidity to be able to operate normally. 

In this regard, in the initial stages of the pandemic a series of extraordinary measures were 

introduced and remained in place through the whole year: 

• Prevention measures 

o Monitoring employee health by means of a single channel of inquiry and 

communication on covid-19 (internal action protocols with employees, customers 

and suppliers), personal hygiene measures and updated information via the 

intranet. 

o Remote working strategy and suspension of travel and meetings. 

• Business continuity 

o Implementation of the Business Continuity Plan to maintain the operations of the 

car park network and the Customer Support and Control Centre (CAC in Spanish), 

with the minimum structure required and physical separation of teams (in the case 

of the CAC) as explained in the Customers/Consumers section below. 

o Permanent contact (i) with the authorities in order to safeguard and guarantee that 

car park and CAC employees can reach their workplace; and (ii) with our customers, 

tailoring products and services to the exceptional circumstances prevailing in each 

case. 

o In the area of social responsibility, Saba has made its facilities available to the health 

authorities, in particular those located near health care institutions and other 

dedicated centres in order to respond to the needs that have arisen for their staff. 
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On this basis, Saba has adapted its business processes, always prioritising employee health 

protection whilst implementing a series of measures intended bring health and safety 

requirements into line with business needs. 

Mission, Vision and Values 

Saba's mission, vision and values are the pillars that underpin the management principles of 

SABA as a whole. 

• Mission: To address sustainable mobility needs by offering parking space and 

complementary services to customers. 

• Vision: To be a world leader in the car park and sustainable mobility service industry 

and a benchmark for its service quality, innovation and technology. 

 

 

Commitment

Cooperation

Trust in 
others

InnovationContinuous 
improvement

Customer 
service

Proactivity

Result 
oriented

VALUES
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The Group's management and development philosophy is as follows: 

• Forward-looking perspective and vision in managing its businesses and developing new 

investments. 

• Maintaining an industrial profile, with commitment, responsibility and involvement in 

management. Consequently, the Group does not engage in financial investments. 

• Efficient management optimising management know-how through the pursuit of best 

practices and achieving economies of scale. 

• Excellence in service quality and customer service. 

• Territorial and local relations: dialogue with and responsiveness to local authorities and 

potential incorporation of local partners. 

 

2.1. Main risks 

Saba has a Corporate Risk Management (CRM) model in place to ensure that all the related 

managers are informed of Saba’s risks and establish control measures in order to anticipate and 

mitigate their impact. 

The risk identification process aims to detect those risks that might impede the achievement of 

Saba's corporate objectives, placing particular emphasis on the most significant risks prioritised 

on the basis of the impact risk thereof (financial, continuity of operations/services, 

reputational/corporate social responsibility) and the probability of occurrence. 
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Risk identification comprises the following risk categories: 

  

 

  

The Corporate Risk Management (CRM) model integrates control activities designed to mitigate 

the risks identified, thus ensuring the existence of a comfort environment in the performance 

of corporate activities that entail significant risks for Saba. Specific professionals are assigned 

responsibilities in relation to the control activities and they include those responsible for 

performing the control on a day-to-day basis, those in charge of overseeing its actual 

performance, as well as others who control the frequency, type (preventive or detective control) 

and effectiveness of the control activity through regular audits of the control activity and its 

supporting evidence. 

All control activities must be documented and reported appropriately and will be carried out by 

those areas responsible for their performance as defined in the performance deadlines.  

Covid-19 has posed important challenges for business activities and generated a high level of 

uncertainty as regards the pandemic's foreseeable evolution and its associated collateral impact 

on the economic and financial system both at European and international level. The pandemic 

has accentuated the existing risks, putting them in a new focus and forcing us to think about 

them in different ways or to assign them new priorities.  

Operating

Financial and 
reporting

Legal, compliance 
and reputational

Strategic
Risks in relation to losses resulting 

from errors or from inappropriate 

internal processes, individuals, 

systems, use of assets or operating 

infrastructure

Risks arising as a result of the main 

financial variables and the 

reliability of the financial 

information and the quality of the 

information

Risks in relation to compliance with 

laws, regulations or standards of 

the market in which the 

organisation operates and also with 

internal policies, and in relation to 

the Group’s reputation

Risks in relation to the achievement 

of the strategic objectives
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Against this backdrop, the main strategic risks identified relating to the business model in the 

car park service industry are as follows: 

• Mobility ecosystem: Changes in the authorities and zoning policy in cities (new urban zones, 
traffic restrictions in central areas, etc.) and also changes in people’s mobility and movement 
patterns (new alternative transportation services, electric vehicles, car sharing, etc.).  
 

• Time horizon of the agreements: Risks arising from the age of the concessions and 
agreements in the portfolio and the ability to replace them with new business opportunities 
that ensure Group growth. In addition, the agreements are subject to rescission by the 
awarding authority on grounds of public interest, in circumstances set out in public law or 
as agreed upon in the contractual terms and conditions. 
 

• Technological innovation: Proactive medium- and long-term development of technological 
innovation in line with the corporate strategy and taking into account the needs of all of 
Saba’s departments. 
 

• Competitiveness and efficiency: Ensuring business sustainability taking into account 
competitors in the industry. Also the Company's products and value proposition must be 
aligned with customer’s needs in each country, ensuring the required levels of quality. In 
addition, cost and management efficiency is also needed as an additional strategic element 
of the value proposition (products and services) to customers. 

 

• Transformation of the Organisation and Talent: The new digital technologies, strategic 

changes and/or project consolidation require joint action plans. The entire organisation 

needs to be equipped to assume the challenge of the new digital technologies and the 

adaptation of the current environment to the technological transformation, which gives 

rise to a change in the strategies to be implemented and project consolidation, all of which 

requires shared action plans and demands that the organisation be capable of attracting 

the required talent (recruitment, retention, training, promotion and succession). 



 

12 
 

On the other hand, the main operating risks identified are as follows: 

• Business continuity: These risks include potential interruption of business due to asset 

availability issues, discontinued operations, incidents in the data processing centres (CPD 

and CAC room), availability of resources, reputational damage as a result of operating 

malfunctions, natural disasters, pandemics, strikes or other types of contingencies that 

affect business continuity. 

 

• Cybersecurity: These risks relate to the organisation's ability to protect the business' 

information assets from cyber attack (which may disrupt operations, damage the 

organisation's reputation and/or cause significant loss of income), taking into account the 

current digital transformation towards cloud service models. 

 

• Systems: Risks derived from the design and implementation of the systems map, which may 

give rise to the existence of manual operating processes that require a high level of fluidity 

from the communications (robustness), and risks arising from the adaptation of the systems 

to the business logic (product flexibility and reliability). 

 

• Project portfolio management: Risks due to the large volume of projects that go hand in 

hand with the Company's transformation process, which imply identifying needs, 

prioritising for the execution and implementation thereof, with cross-cutting effects 

requiring the participation of many players and points of contact throughout the entire 

Group. 

 

• Security of the car parks: Contingencies associated with the security of the individuals in 

the facilities (theft, intruders in the car parks, etc.) and appropriate support for customers 

in these situations. 
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In the current climate, the following most significant regulatory compliance and reputational 

legal risks were also observed: 

• Data protection: Risks arising from the security, integrity and confidentiality of information 

in relation to the protection of the personal data of natural persons (processing and 

movement of such data), as well as access to this information by personnel. 

 

• Labour related: Risks relating to the creation of conflicts due to the labour climate and 

labour disputes, absenteeism, strikes or collective bargaining, or, if any, labour inspection 

or court proceedings. During the year the Group has implemented various furlough-type 

arrangements (Spanish ERTE) in the Group companies and in various countries, in order to 

mitigate the impacts of covid-19, affecting core and business personnel in the car parks. 

 

• Adaptation to legislation and litigation: Risks arising from the increase and continual 

changes in legislation, particularly due to covid-19, with the legal insecurity this may entail. 

At the same time, and also as a result of covid-19, an increase in the negotiations involved 

in the various contracts and certain litigation with third parties has been observed. 

 

3. Information on environmental matters 

 

3.1. Saba policy 

In 2020, due to the global pandemic situation we are experiencing, the full scale of the significant 

impact our Company's activities have on the environment, both at corporate and private level, 

is demonstrated by the drastic decrease in the CO2 emissions at worldwide level. Saba, at its 

level, has been able to assess what those impacts are, as indicated in the preceding sections.  

Climate change is one of the biggest challenges of our time and greenhouse gases are the 

primary cause of the environmental degradation blighting our planet. CO2 emissions are causing 

global warming that must be checked as quickly as possible. Aware of this need, the Group 

integrates climate change as part of it business strategy, driving initiatives that help advance 

towards ecological transition and the adoption of a low-carbon economy. 
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In particular, Saba is committed to the Sustainable Development Goals (SDGs), more specifically 

to SDG 11 - Sustainable cities and communities and SDG 13 - Climate action.  

This serves to strengthen Saba’s position in terms of the environment and energy efficiency 

through its integrated management system (IMS) and the achievement of ISO 14001:2015 – 

Environmental management systems certification in Spain, the UK, Italy, Portugal and Chile and 

ISO 50001:2011 – Energy management certification in Spain, Italy and Portugal, with 

implementation in the UK and Chile envisaged in the short to medium term. 

Saba identifies the environmental issues caused by its activities, performing an in-depth analysis 

of its process map, and determines their impact through the calculation, and subsequent 

verification by a qualified third party, of the carbon footprint in accordance with internationally 

recognised standards.  

This procedure makes it possible to outline the most suitable goals and implement initiatives 

that combat climate change with regard to sustainable mobility, energy efficiency and the 

environment in general. Among the initiatives undertaken, the following are of particular note: 

• The implementation of an energy efficiency system. 

• The commitment to sustainable mobility through the adaptation of parking spaces in our 

car parks for use by sustainable vehicles and also our fleet of vehicles. 

• The implementation of efficient lighting systems. 

• Training and awareness raising actions for our employees in relation to sustainability and 

energy efficiency. 

• Efficient management of hazardous and non-hazardous waste. 

• Implementation of devices to reduce water consumption. 

• Preparation of a manual that integrates eco-design in our car-park construction 

guidelines.  

• Renewal of ventilation equipment with more energy efficient models. 

The Environment and Certifications Department, which forms part of the People and 

Organisation Management, manages all the certifications mentioned above and drives Saba’s 

environmental policy through regulations, awareness raising initiatives and training courses. 

Furthermore, Saba includes environmental and energy efficiency matters in its procedures 

through process mapping. 
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In this connection, the Services and Supplies and Energy Efficiency Departments, which form 

part of the Technical Management, foster and implement different measures aimed at 

guaranteeing optimum energy management, such as the transition to more efficient lighting. 

Similarly, the General Services and Procurement Departments, which form part of the Economic 

and Financial Management, include environmental considerations, among others, in tenders. 

Each year Saba establishes environmental sustainability and energy efficiency objectives. In 

2020, despite the exceptional situation in which we find ourselves and with certain adjustments 

to the calendar, progress continued as defined in prior years. 

1.- Monitoring: 

Saba has a system in place to control and manage usage through more efficient remote 

monitoring systems, as well as through the implementation of a system to measure energy use 

and analyse the characteristics of the energy supply, especially electricity. This objective, which 

had already been adopted in Spain and Italy, was implemented in Portugal in 2019 and in Chile 

at the beginning of 2020 and its deployment to the remaining Group companies is scheduled. 

This system provides real-time data on each of the management parameters, using online 

software (a web platform) with various ranges and distinct levels of access to the various types 

of information selected.  

To obtain this data, Saba installs three-phase system analysers in all its car parks which use an 

energy manager to connect to the Saba network and transmit the data to the web server. Once 

these elements have been installed, the web platform will be configured to enable monitoring 

of all the electricity parameters of the network analysis systems. 

All the data on retailer billings will also be regularly uploaded to the web platform.  

Once the stored data is available and the selected alerts and ratios have been configured, the 

parameters are analysed, the most significant of which are as follows: 

• Daily, monthly and annual energy consumption (kWh): historical lows, averages and highs 

of each car park.  
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• Daily, weekly, monthly and seasonal usage trends (comparison of day vs night, week days 

vs weekend, summer vs winter). 

• Analysis of variances and comparison with historical series to establish corrective 

measures (e.g. misuse, impact of construction and maintenance work, supervisory 

support, etc.). 

• Voltage and current: grouping of voltages by phase; detection of irregular voltages that 

could lead to electrical and electronic equipment failure; and grouping of currents by 

phase and alerts for imbalances that could lead to power line and equipment failure. 

This control system enables adequate cost and consumption control and, moreover, places the 

responsibility for containing and reducing costs and consumption, both in purely energy-related 

terms and in monetary terms, in the hands of each centre's staff. 

2.- Energy efficiency system: 

Saba implements a continuous improvement policy based on an Integrated Management 

System (IMS), which, adopting a systemic perspective of the Group and its processes, integrates 

the regulatory aspects relating to the various ISO standards applicable. This system has been 

certified for Quality (ISO 9001), Occupational Health and Safety (ISO 45001), and the 

Environment (ISO 14001) for more than fifteen years and, since 2018, the Group has set itself 

the goal of progressively achieving Energy Efficiency (ISO 50001) certification in each 

country. This objective, which had already been adopted in Spain and Italy, was implemented in 

Portugal in 2019 and in Chile at the beginning of 2020 and its deployment to the remaining 

Group companies is scheduled.  

 3.- Training and awareness: 

Saba has deployed an e-learning process for all personnel on the environment and energy 

efficiency which is available online in each country. The geographical dispersion of Saba's car 

parks requires that it commit to digital transformation in order to train all its employees.  
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The training programme includes content relating to the environment, biodiversity, energy 

efficiency, waste management and sustainable mobility, the goal being to raise awareness of 

Saba's commitment to the environment and its lines of action in offices and car parks, thus 

contributing to individual awareness raising through the promotion of tools and initiatives that 

help us create more sustainable cities and make us more aware of the importance of the 

environment. At present this system is implemented in Spain and a pilot was rolled out in 

Portugal in 2020, with the aim of continuing its deployment in the other countries in the coming 

years.  

In 2020, mention should be made of the deployment of a second advanced training module on 

the environment, in which energy management topics are studied in greater detail with the aim 

of constructing a virtual sustainable car park. 

Various awareness raising campaigns were also conducted in the main workplaces of the 

countries where Saba has a presence to promote more sustainable behaviour, in particular 

conducts relating to the use of plastic and the recycling of waste. 

4.- Energy saving: 

In line with the steps already taken in Spain, Italy and Portugal, measures with a direct impact 

on reducing electricity consumption were taken in Chile in 2020. The most important measures 

were as follows: 

• Transition to programmable LED lighting. 

• Installation of highly energy efficient lifts. 

• Capacitor batteries. 

• Renewal of ventilation equipment with more efficient models. 

These measures have proven to be efficient in those countries where they had been 

implemented earlier, achieving laudable energy savings. 

In addition, fittings in washrooms for public use have been changed to push taps and the classic 

toilet flush cisterns have been replaced by a dual flush system, thereby achieving savings in 

water consumption. 

5.- Sustainable mobility and emission reductions: 

In 2020 Saba set a target of a 5% reduction in emissions from the fleet in the UK through the 

replacement of the old fleet of vehicles with energy efficient vehicles as well as using more 

electric vehicles.  
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In addition, Saba continued deployment of an electric mobility model in cooperation with a third 
party in Spain in 2020 to provide customers with 227 charging points for electric vehicles. This 
model is both scalable and extendible and the type of EV charging point in each car park varies 

on the basis of on the demand observed, based on the following technologies:  

 
• Roaming pool - Group of mode 3 charging points for roaming customers delivering a 

charging capacity of up to 22 kW.  
• Contracted charging - Group of mode 3 charging points for subscribers and owners 

delivering a charging capacity of up to 7.4 kW.  

 
In turn, Saba has negotiated implementation of a similar model in Chile and Portugal to be rolled 

out in 2021. Also, proceedings were initiated for the transfer of an analogous model to Italy. 

Moreover, the provision of electric vehicle spaces for customers, electric bicycles, motorcycles 

and scooters in car parks and urban micro-distribution partnerships has been extended. 

6.- Facility design: 

Saba has a construction guidebook that is updated regularly to include energy efficiency 

improvements that impact on energy performance, consumption reduction and climate change. 

Any construction initiative undertaken by Saba is in accordance with these specifications. 

This project, named META, is scheduled to end in 2021. 

Environmental impact 

Saba calculates and verifies the carbon footprint of its activity every year to ascertain its 

environmental impact and engage its stakeholders in reducing it, and groups the sources of 

emissions (consumption) into scope categories on the basis of the impact that its activity may 

have on each:  

• Scope 1: heating oil, diesel for the vehicle fleet and refrigerant gases;  

• Scope 2: electricity consumption; and 

• Scope 3: purchases of goods and services (water, paper and toner consumption), 

hazardous and non-hazardous waste, business travel and transport and distribution.  

Saba has calculated its carbon footprint since 2011 and verified it since 2016.  
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The most significant environmental impact in terms of the services provided by Saba, confirmed 

by the carbon footprint calculation, is energy consumption (Scope 2), which accounts for around 

95% of Saba's emissions. 

Scope 1 included gas consumption for the first time in 2019 and the Czech Republic and Slovakia 

were included in the scope in 2020. 

3.2. Risks identified 

 

As indicated above, Saba's most significant environmental impact, confirmed by the carbon 

footprint calculation, is energy consumption (Scope 2), which accounts for around 95% of Saba's 

emissions. In this regard, Saba has implemented the initiatives mentioned in the preceding 

section with the aim of reducing energy consumption and, as far as possible, mitigating climate 

change.  

No changes are planned in the locations where the Group operates due to environmental 

impacts. 

Waste 

Group's carbon footprint 

Scope 1 Scope 2 Scope 3 

Heating oil  

Diesel (corporate 

fleet and leased 

vehicles) 

Petrol (corporate 

fleet) 

Leaks  

(air conditioning 

units) 

Electric power Business travel (air, 

sea and rail, as well 

as road travel in 

employees' own 

vehicles) 

Toner 

Paper 

Water 

Gas 
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The ISO 14001 and ISO 50001 management systems implemented include audits to measure 

compliance with environmental and energy management standards.  No fines have been 

received to date in relation to environmental standards. Saba has recognised no provisions or 

guarantees for environmental risks. 

Saba has taken out third-party environmental liability insurance policies which cover 

environmental damage, legal defence costs, clean-up costs and third-party claims for damages. 

The aforementioned risks are included in Saba’s risk map as sustainability risk, in accordance 

with SABA’s risk management model. 

 

3.3. Environmental management and performance 

 

The Group has put in place an energy efficiency system to be implemented in the countries 

where it has consumption monitoring systems. The energy efficiency and consumption 

monitoring systems are already in place in Spain, Italy and Portugal and implementation is 

envisaged in Chile in 2021 and subsequently in the other countries. 
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The table below shows the Group's energy savings and reductions in emissions of greenhouse 

gases in 2020 with respect to 2019: 

 

 ENERGY SAVINGS REDUCTION OF GREENHOUSE GASES 

Country 

Energy 

efficiency 

programme 

implemented 

Energy 

saving 

Unit of 

measure

ment 

(kWh) 

Change in 

greenhouse 

gas 

Emissions 

(CO2, SO, 

NO) 

Methodology 

Spain 
Systems 

implementation 
-9% kWh -11% CO2 

Carbon foot-

printing 

Italy 
Systems 

implementation 
-12% kWh -15% CO2 

Carbon foot-

printing 

Portugal 
Systems 

implementation 
-12% kWh -14% CO2 

Carbon foot-

printing 

Chile 
Systems 

implementation 
-3% kWh -36% CO2 

Carbon foot-

printing 

UK 

Not 

implemented in 

2020 

-3% kWh -5% CO2 
Carbon foot-

printing 

Germany 

Not 

implemented in 

2020 

-15% kWh -16% CO2 
Carbon foot-

printing 

As indicated in the results for 2020, there was a significant reduction in electricity consumption, 

due mainly to the substantial decrease in the activity in the car parks as a result of the covid-19 

pandemic. This decrease in activity was accompanied by a series of actions communicated in 

writing in the initial days of the pandemic aimed at reducing consumption in the various 

workplaces. Saba was sensitive to this and saw that the decrease in activity was accompanied 

by a substantial reduction in the associated consumption, due to ongoing monitoring by means 

of the applications available for this purpose and applying sound judgement to the use of car 

park electrical infrastructure. 
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In 2020 Saba had already monitored the changes in the UK and Germany as these countries were 

added to the scope of the indicator measurement initiative in 2019.   In 2020 the Czech Republic 

and Slovakia were included in the scope of the measurement initiative and, accordingly, the 

Group will be able to monitor their performance in this regard from 2021 onwards. 

The table below shows the Group's energy savings and reductions in emissions of greenhouse 

gases in 2019 with respect to 2018, except in the case of the figures for Chile which refer to 

2017: 

  ENERGY SAVINGS REDUCTION OF GREENHOUSE GASES 

Country 

Energy  

efficiency 

programme 

implemented 

Energy savings 

(calculated, 

estimated, etc.) 

Unit of 

measurement 

(GJ, kWh) 

Change in 

greenhouse 

gas 

Emissions 

(CO2, SO, 

NO) 

Methodology 

Spain 
Systems 

implementation 
11% kWh 14% CO2 

Carbon foot-

printing 

Italy 
Systems 

implementation 
8% kWh 1 CO2 

Carbon foot-

printing 

Portugal  
Systems 

implementation 
9% kWh 73% CO2 

Carbon foot-

printing 

Chile 
Systems 

implementation 
-8 kWh -5% CO2 

Carbon foot-

printing 
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3.3.1. Circular economy and waste prevention and management 

Saba manages hazardous and non-hazardous waste in accordance with the law in force in each 

jurisdiction. The climate change initiatives implemented help to reduce the quantity of waste 

that requires treatment. The table below shows the amount of hazardous waste managed and 

the treatment method: 

YEAR 

HAZARDOUS WASTE MANAGED 
EWC  

15 02 02 
 BSORBENTS 

 (kg) 

EWC 

 13 05 02 

Sludges 

from 

oil/water 

separators 

EWC 
16 05 04 

 GASES IN 
PRESSURE 

CONTAINERS 
 (kg) 

EWC 
 08 03 17 
 WASTE 

EQUIPMENT 
AND 

COMPONENTS 
 (kg) 

EWC 
 14 06 02 

 USED 
SOLVENTS 

 (kg) 

EWC  
20 01 21 

FLUORESCENT 
TUBES 
 (kg) 

EWC  
20 01 33 

BATTERIES AND 
ACCUMULATORS 

 (kg) 

EWC  
08 01 11 

 WASTE PAINT, 
VARNISH, DYE 
AND ADHESIVE 

 (kg) 

EWC 
15 01 10 
 MIXED 

CHEMICAL 
WASTE 

 (kg) 

2019 332 - 5 286 40 1,749 1,703 976 476 

2020 1,015 36,380 227 80 87 1,434 165 31 189 

 

In 2020 collection of absorbents (EWC, ABSORBENTS) increased due to one-off fossil fuel losses 

in the vehicles of users in certain car parks in Spain. As a result of the reduction in occupation 

due to the pandemic, it was possible to reinforce the collection of those fossil fuel losses in 

locations that would normally be occupied, which also accounts for the observed increase. 

 

A new EWC, Sludges from oil/water separators, was added in 2020 since in accordance with 

regulations in Portugal sludge decanting equipment was installed and this waste was collected 

regularly.  

 

Due to the pandemic, Saba generally strengthened its cleaning to ensure the health and safety 

both of its teams and of customers and suppliers with access to our spaces. As a result, an 

increase in the use of aerosols (EWC, GASES IN PRESSURE CONTAINERS) arose at the car parks 

in the various countries. 
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The table below shows the types of non-hazardous waste managed: 

 

YEAR 

NON-HAZARDOUS WASTE MANAGED 

EWC 20 01 
01 

PAPER AND 
CARDBOARD 

(kg) 

EWC 20 03 01 
MIXED 

MUNICIPAL 
WASTE 

(kg) 

EWC 16 01 03 
CONSTRUCTION 

AND 
DEMOLITION 

WASTE 
(kg) 

EWC 20 01 36 
DISCARDED 

ELECTRICAL AND 
ELECTRONIC 
EQUIPMENT 

(kg) 

2019 24,458 2,838 7,324 3,729 

2020 37,030 5,365 3,741 4,342 

The foregoing indicators do not include information for the Czech Republic where waste is 

managed on an aggregate basis.  In this particular case, non-hazardous waste managed in the 

Czech Republic amounted to 27,360 kg and is included in the global carbon footprint calculation.  

3.3.2. Sustainable use of resources 

In 2020, global energy consumption was 30,750,745 kWh and the energy intensity ratio was 

152.02kW/space, while global energy consumption in 2019 amounted to 34,398,477 kWh.  

The Group's global energy consumption decreased by more than 10%, even if the Czech Republic 

and Slovakia are included in the scope in 2020. Without doubt, the main reason was the 

exceptional global pandemic situation we are experiencing; however, the energy efficiency 

measures implemented by Saba through the year also contributed to this decrease. 

In 2020: 

 

 

Electricity 

Consumption 

(kWh)

Gas 

Consumption 

for Heating 

(m
3
)

Heating Oil 

Consumption 

of Engine-

Generators

Fleet Petrol 

Consumption 

(l)

Fleet Diesel 

Consumption 

(l)

Consumption 

in kg

Type of 

Coolant

Consumption 

of Water 

Supplied (m
3
)

Consumption 

of Recycled 

or Reused 

Water (m
3
)

Spain 16,349,192 0 852 12,558 24,515 15 23,911

Italy 5,175,614 15,959 10,255 4,138 7,648 0 48,942

Portugal 2,731,960 0 1,857 4,053 8,682 1 4,202

Chile 2,378,085 0 523 430 0 0 10,822

UK 2,079,921 19,917 0 33,679 90,911 0 0

Germany 1,494,707 0 0 75,038 173,287 0 1,126

Slovakia 204,697 0 0 1,328 6,761 0 707

Czech 

Republic
336,569 1,268 0 1,564 4,071 0 461

Total 30,750,745 37,144 13,487 132,788 315,875 16 Various 90,171 N/A

Country

ENERGY COOLANTS (leaks) WATER 

Various N/A
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In 2019: 

 

In general terms a decrease in consumption was observed as a result of the situation caused by 

the covid-19 pandemic as indicated above. However, specific mention should be made of the 

decrease in the indicator of gas consumption for heating as intensive use of heating systems in 

the UK was not necessary due to the increase in temperature.  

We should also bear in mind that due to the situation caused by the covid-19 pandemic, Saba 

has implemented contingency operating models that have resulted in increased use of private 

vehicles, instead of public transport, to ensure the health and safety of its employees, mainly in 

Spain and Germany.  As a result, an increase in the fleet petrol consumption indicator was 

observed. 

In the specific case of electricity consumption in Spain, although a 10% decrease was reported, 

it should be noted that in 2020 417,887 kWh were used to charge electric vehicles parked in our 

car parks, up 790% on 2019.  The reason for this increase is the extension of the network of 

conventional and fast charging points, managed by Saba or third parties, reaching agreements 

for the installation of superchargers in some of our car parks, which is in line with the 

aforementioned sustainable mobility and emission reduction target.  

Following is a detail of the main indicators associated with electric mobility managed by Saba in 
Spain, and of the increase therein, reflecting Saba's strategic commitment to sustainable 
mobility: 
  

 

Electricity 

Consumption 

(kWh)

Gas 

Consumption 

for Heating 

(m3)

Heating Oil 

Consumption 

of Engine-

Generators

Fleet Petrol 

Consumption 

(l)

Fleet Diesel 

Consumption 

(l)

Consumption 

in kg

Type of 

Coolant

Consumption 

of Water 

Supplied (m3)

Consumption 

of Recycled 

or Reused 

Water (m3)

Spain 17,926,543 0 705 2,902 8,176 19 25,869

Italy 5,871,931 0 34,969 6,031 16,059 0 43,347

Portugal 3,092,796 0 2,149 5,306 11,327 1 4,329

Chile 3,610,268 0 310 0 503 0 10,662

UK 2,139,445 967,387 0 37,929 135,032 0 0

Germany 1,757,464 0 0 16,060 0 0 0

Slovakia N/A N/A N/A N/A N/A N/A N/A

Czech 

Republic
N/A N/A N/A N/A N/A N/A N/A

Total 34,398,447 967,387 38,133 68,228 171,097 20 Various 84,207 N/A

Country

ENERGY COOLANTS (leaks) WATER 

Various N/A

Charging spaces

Charging 

time

kWh 

delivered

kg CO
2 

avoided

2020 227 31,525 82,678 59,975

2019 164 15,176 48,277 35,020

38% 108% 71% 71%
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Water consumption in 2020 amounted to 90,171 m3, a 7% increase compared with 2019 when 

water consumption amounted to 84,207 m3. The increase was mainly due to a general increase 

in cleaning, caused by the pandemic, in order to maximise the health and safety of employees, 

customers and suppliers in the various countries.  

3.3.3. Climate change 

The table below shows the intensity of direct GHG emissions (in tCO2eq): 

Year Scope 1 emissions 
(tCO2eq) 

Scope 2 emissions 
(tCO2eq) 

Scope 3 emissions 
(tCO2eq) 

2019 1,009 13,306 1,743 

2020 444 8,753 267 

In 2020 the scope was increased to include the Czech Republic and Slovakia. 

Key: 

- Scope  1: heating oil, diesel for the vehicle fleet and refrigerant gases. 

- Scope  2: electricity consumption. 

- Scope 3: purchases of goods and services (water, paper and toner consumption), 

hazardous and non-hazardous waste, business travel and transport and distribution. 

As indicated above, the decrease in activity caused by the covid-19 pandemic has substantially 

reduced both electricity consumption and consumption in terms of transport and distribution 

as evidenced by the reductions in tCO2eq in all the scopes.  

Similarly, the intensity of emissions, calculated on the basis of the kg/CO2/space ratio, fell to 

47.86 kg C02/space in 2020 (2019: 72.5kg C02/space). 

Since 2018, all the new service vehicles in Spain have been electric. 
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4. Information on labour and personnel-related matters 

 

4.1. Saba policy 

Saba’s People Management Policy is based on reference models of excellence, which enable the 

conversion of Saba’s strategy (set out in its Mission, Vision and Values) into efficient operations 

and activities, while consistently ensuring the development of the Company’s workers and the 

processes they perform, as part of a systemic vision. 

Saba’s Organisational Model is designed to be in line with the main strategies of Operating 

Efficiency, Continuous Innovation and Growth, all under the premise of “Think globally, Act 

locally”, due to the nature of our business and the geographical dispersion that characterises us. 

Saba’s organisational structure is based on a symmetrical deployment of the various functional 

areas in the different territories in which it operates, facilitating functional alignment and 

flexibility to encourage growth in the various countries in which the Company operates and 

maintain focus on the Customer and Service. 

The eight strategic lines of action in relation to people management are as follows: talent 

acquisition and development; organisational development and transformation; continuous 

improvement and knowledge management; change communication and management; 

employer’s reputation or branding; remuneration and benefits; occupational health and safety; 

and labour relations. 

In 2020, like any other company, Saba was submerged in an exceptional and complex situation 

at global level, in which people were the strategic axis of management, in all its senses.  

In 2020, especially, it was possible to demonstrate the relevance and importance of all the levers 

linked to the People Management, in order to ensure business continuity. The strategic 

management of Occupational Health and Safety, Internal Communication, People Development, 

Labour Relations and Remuneration and Benefits made it possible to preserve the health of all 

employees, and their relatives, as well as ensure business continuity. 
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Since the onset of the pandemic, Saba has implemented a Crisis Management Plan based on the 

following premises: 

 

This approach allowed Saba, despite the complex situation, to ensure business continuity and 

provide its services permanently (24x7) every day of the year, as our activity is considered critical 

to ensure essential services in all its countries, guaranteeing at all times the service to our 

customers and always with the greatest possible degree of safety. And the fact of working as a 

team, empathising, collaborating and sharing experiences among the various countries, allowed 

us to integrate what was being learned quickly and facilitated the successful management of 

this crisis, which, in turn, strengthened us as a Group. 

To this exceptional situation was added a process of evolution and internal transformation that 

Saba has been developing in recent years, in which people, processes and technology are 

considered key elements, and which has facilitated the management of this crisis, across all its 

territories. 

A transformation process focused on ensuring a collaborative and innovative culture, on having 

the necessary talent to be able to transmit knowledge and develop the necessary skills and 

abilities, as well as a flexible and agile organisational structure, in order to transform the 

Company until the achievement of its objectives. 

Within this framework of transformation, technology has played a preponderant role, 

specifically the Digital Workplace project, which since its creation has continued to advance and 

take shape, with a clear objective of the digital transformation of the Group, through the 

modernisation and digitisation of the work environment, providing tools for remote working, 

collaboration and communication in all areas.   

People-Centric Health and SafetyGlobal 

Preserve our employee’s 

health at its fullest in each 

country

Plan adjusted to individual 

situations (personal and 

employment) 

Well-being and 

confidence

Global approach 

to be tailored to each 

country

and workplace

Awareness raising and Communication

Control, Follow-up and Adjustment
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Precisely the deployment of the transformation through the Digital Workplace allowed the 

adoption of the necessary measures to successfully face the effect of the pandemic on the 

organisation of the work, ensuring business continuity and personal safety. Specifically, 

teleworking or remote work was implemented in an agile way, ensuring that all the core 

employees were able to perform their work and functions remotely, and with total normality.   

Also, the activity of the Attention and Control Centre continued, which attends and provides 

operational support to the car parks at international level. The digital transformation ensured 

that the activity of the operators of the Attention and Control Centre was not hindered, 

proceeding to a split among three different work centres, thereby ensuring, as we have said, the 

continuity of operations, assistance to our customers and the protection of our employees.   

All this was possible thanks to a significant investment by the Group in the renewal of computer 

equipment, the achievement of a challenging technological roll-out and significant resources 

allocated to the management and adoption of change, accompanying employees in this digital 

adaptation, through training and accompaniment in the process of change.  

4.2. Risks identified 

The main risks identified in this area are as follows: 

 

• Organisational, human capital and talent transformation: The entire organisation’s 

ability to assume the digital challenge and adapt to the current context of technological 

transformation which entails a change in the strategies to be implemented and the 

consolidation of projects that require concerted plans of action. All of this through the 

organisation's ability to ensure the talent and redeployment of staff (recruitment, 

retention, training, promotion and succession). 

 

• Implementation of the desired level of standardisation across processes, procedures, 

functions and culture, including internal communication: The Group’s ability to 

communicate and implement the defined management model, to provide a system of 

processes, procedures and functions that is aligned with the aforementioned model in 

all the countries in which the Group operates (systems that ensure the desired level of 

control across the entire organisation, operating processes, etc.) and to disseminate 

knowledge of relevant issues and the Group’s strategy throughout the 

organisation/countries.  
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• Labour related: Due to the size of the Group's companies and the complexity of labour 

relations and the various interlocutors (workers’ committees, workers’ representatives, 

trade unions) there is a risk of deterioration in relations with the social partners and that 

this may lead to the appearance of legal conflicts. To avoid this, it is necessary to build 

bridges for constant dialogue with these interlocutors, to comply with current legislation 

and new regulations, seeking at all times suitable solutions for the business, 

conveniently agreed upon with them, thereby ensuring business continuity at all times.  

The aforementioned risks are set out in Saba's risk map and are therefore in accordance with 

Saba’s risk management model. 

Additionally, it is necessary to emphasise the importance of Remuneration and Benefits 

Management, which is understood to be: The organisation's ability to establish an attractive 

remuneration system while at the same time maintaining an efficient salary cost structure, 

capable of attracting, retaining and encouraging the loyalty of talent with a remuneration 

system based on performance acknowledgement; sustainable variable remuneration systems 

that compensate employees for their contribution to the Company; establishment of benefit 

packages that help to improve the quality of life of the employee and at the same time enhance 

their commitment to the Group.  

Also, with the commitment to accompanying the organisation and facilitating the achievement 

of the Company’s business objectives and improving corporate development, the milestones to 

be achieved in this area are as follows: transformation of the organisational culture; knowledge-

based development of organisation talent; establishment of a leadership model enabling the 

achievement of future goals; more flexible and responsive organisational structures to facilitate 

adaptation; encouragement of innovation throughout the organisation; and, lastly, the 

implementation of new methodologies and work tools. 

In 2020, and as a consequence of the covid-19 pandemic that began in the first quarter of the 

year, the need to ensure uniformity in the measures to be implemented in labour affairs made 

it necessary to adapt and balance the decrease in activity with organisational resources. 

Communication with each of the countries to make effective the implementation thereof and 

their adaptation to the culture and legislation of each country was key to mitigating the risk 

detected and ensuring the containment of the required cost. The measures were provided by, 

and agreed upon with, the representation of the workers and, failing that, using individual 

agreements. In total, 1,334 employees were affected, both core employees and operations 

personnel. At the country level, the aforementioned measures affected all countries, except 

Andorra. 
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4.3. Corporate management and performance 

4.3.1. Employees   

At year-end the distribution of employees by country and gender was as follows:  

 

Total employees at 31 December 2020 numbered 2,068 compared with 2,409 at 31 December 

2019. The fall in the number of employees is due to the adaptation of resources to the level of 

activity in the year, with a reduction in the hiring of temporary staff and the termination of 

management contracts. 

The distribution of employees by gender at global Group level consisted of 70% men (2019: 71%) 

and 30% women (2019: 29%). 

The distribution by gender and age group at year-end was as follows:  

 

The distribution by gender and professional category at year-end was as follows: 

 

Men Women TOTAL Men Women TOTAL

Spain 524 298 822 643 343 986

Italy 169 36 205 175 35 210

Chile 102 100 202 150 121 271

Portugal 85 39 124 96 33 129

UK 465 127 592 537 156 693

Germany 52 7 59 49 8 57

Slovakia 18 3 21 18 3 21

Czech Republic 28 9 37 30 6 36

Andorra 2 4 6 2 4 6

Total 1,445 623 2,068 1,700 709 2,409

2020 2019

Men Women TOTAL Men Women TOTAL

< 30 years old 154 69 223 224 107 331

30-44 years old 494 218 712 612 259 871

45-54 years old 416 221 637 463 232 695

< 55 years old 381 115 496 401 111 512

Total 1,445 623 2,068 1,700 709 2,409

2020 2019

Men Women TOTAL Men Women TOTAL

Executives 7 3 10 7 3 10

Middle management 63 35 98 66 34 100

Other employees 1,375 585 1,960 1,627 672 2,299

Total 1,445 623 2,068 1,700 709 2,409

2020 2019
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After the inclusion in the Group of the UK, Germany, the Czech Republic and Slovakia in 2019, in 

2020 progress was made regarding the integration process, carrying out a review of the 

functions in order to standardise and equalise the categories with the Group's job catalogue. As 

a consequence, the 2019 data in relation to middle managers and the rest of the workforce were 

adapted in order to make them comparable with the data for 2020. 

For these purposes, as in 2019, it is understood that Executive Positions refer to all the 

executives and similar positions who discharge their management functions under the direct 

supervision of the CEO. 

4.3.1.1. Employees by type of contract 

The distribution of employees by type of contract at the end of the reporting period is as follows: 

 

For these purposes, a permanent employment contract is defined as any contract for an 

indeterminate period while temporary contract relates to all other contracts. 

As explained earlier, in order to adapt resources to the decrease in activity caused by the covid-

19 pandemic, the Group significantly reduced the hiring of employees under temporary 

contracts. At the end of 2020, the workers with a permanent contract accounted for 92% of the 

total, higher than the 83% in 2019. 

The average number of permanent, temporary, full or part-time work contracts by year and 

gender is as follows: 

 

For these purposes, a full work contract is defined as an employment contract that implies 

working 100% of the total number of working days while a part-time contract relates to all the 

2020 2019

Permanent contract 1,895 2,009

Temporary contract 173 400

Total 2,068 2,409

Men Women TOTAL Men Women TOTAL

Permanent contract: 1,371 536 1,908 1,318 546 1,864

Full-time 1,224 422 1,645 1,185 443 1,628

Part-time 148 115 262 133 103 236

Temporary contract: 114 57 171 189 85 275

Full-time 82 36 118 114 54 168

Part-time 32 21 53 75 32 107

Total 1,485 593 2,079 1,508 631 2,139

2020 2019
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other contracts. 

The average number of permanent, temporary, full or part-time work contracts by year and age 

group is as follows: 

 

The average number of permanent, temporary, full or part-time work contracts by year and 

professional category is as follows:  

 

The 2019 data in relation to Middle Managers and the Rest of the workforce were adapted to 

the Group’s job catalogue in order to make them comparable with the data for 2020, as 

indicated above.  

4.3.1.2. Number of dismissals  

The number of dismissals by professional category and age group is as follows:  

 

The number of dismissals by professional category and gender is as follows: 

 

< 30 years old 30-44 years old 45-54 years old > 55 years old TOTAL < 30 years old 30-44 years old 45-54 years old > 55 years old TOTAL

Permanent contract: 167 655 615 471 1,908 166 669 599 430 1,864

Full-time 131 565 558 391 1,645 134 592 544 359 1,628

Part-time 36 90 57 80 262 32 77 56 71 236

Temporary contract: 57 66 27 21 171 100 104 47 23 275

Full-time 40 47 15 15 118 56 71 28 13 168

Part-time 17 18 12 6 53 44 34 19 10 107

Total 224 720 643 492 2,079 266 773 646 453 2,139

2020 2019

Executives
Middle 

management

Other 

employees
TOTAL Executives

Middle 

management

Other 

employees
TOTAL

Permanent/indefinite-term contract:10 98 1,800 1,908 10 100 1,754 1,864

Full-time 10 95 1,540 1,645 10 98 1,521 1,628

Part-time 0 3 260 262 0 3 233 236

Temporary contract: 0 0 171 171 0 0 275 275

Full-time 0 0 117 118 0 0 168 168

Part-time 0 0 53 53 0 0 107 107

Total 10 98 1,971 2,079 10 100 2,029 2,139

2020 2019

< 30 years old 30-44 years old 45-54 years old > 55 years old TOTAL < 30 years old 30-44 years old 45-54 years old > 55 years old TOTAL

Executives 0 0 0 0 0 0 0 0 0 0

Middle management 0 0 0 0 0 0 0 0 1 1

Other employees 64 66 25 31 186 34 39 19 24 116

Total 64 66 25 31 186 34 39 19 25 117

2020 2019

Men Women TOTAL Men Women TOTAL

Executives 0 0 0 0 0 0

Middle management 0 0 0 1 0 1

Other employees 133 53 186 85 31 116

Total 133 53 186 86 31 117

2020 2019
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In 2020 terminations due to dismissal increased compared to 2019, basically due to the 

terminations of management contracts, discussed above, as well as internal reorganisation 

measures. 

4.3.1.3. Average remuneration  

The average remuneration by gender and professional category is as follows: 

 

The average remuneration by age and professional category is as follows:  

 

The calculation of the above-mentioned average remuneration includes all the items of 

remuneration existing at the organisation (fixed remuneration, variable remuneration and 

employee benefits) according to conditions agreed upon by contract. 

As indicated above, the 2019 data in relation to middle managers and the rest of the workforce 

were adapted to the Group’s job catalogue in order to make them comparable with the data for 

2020. 

4.3.1.4. Gender pay gap 

In recent years, positive progress has been made in terms of gender equality in the labour 

market, the rate of incorporation of women into the labour market has increased and the 

process of attaining equal pay between men and women has begun. Unfortunately, the 

differences are still highly significant, and it is necessary to identify strategies aimed at 

promoting real equality between both genders in society, in general, and in the labour market, 

in particular.  

Men Women TOTAL Men Women TOTAL

Executives 234,210 163,070 212,868 245,071 170,884 222,815

Middle management 91,430 74,791 85,487 90,551 76,362 85,727

Other employees 24,555 23,924 24,367 25,010 24,374 24,824

Total 28,486 27,452 28,175 28,406 27,487 28,136

2019 2018

< 30 years old 30-44 years old 45-54 years old > 55 years old TOTAL < 30 years old 30-44 years old 45-54 years old > 55 years old TOTAL

Executives 0 0 207,143 218,593 212,868 0 267,786 204,151 228,752 222,815

Middle management 0 57,476 92,977 120,567 85,487 0 59,612 96,798 117,490 85,727

Other employees 18,319 22,399 27,239 26,529 24,367 19,428 23,782 27,835 26,290 24,824

2019 2018
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There are three fundamental factors which explain this pay gap between the women and men 

who work at Saba. Firstly, as Saba is a company with over 50 years of history, the late 

incorporation of women in the workplace still has a significant influence within the Group. The 

second relates to the greater need to achieve a work-life balance exhibited by women compared 

to men, with the result that part-time contracts are more common among women than men. 

Lastly, men have a higher presence in positions of greater responsibility. 

The gender pay gap in terms of the consolidated companies, understood to be the difference 

between the salaries of men and women, expressed as a percentage difference with respect to 

the salary of men, was 3.6% at Saba in 2020. This percentage increased overall by 0.4% 

compared to the data for 2019. If we isolate the effect of the exchange rate in those countries 

with a currency other than the euro, the wage gap stands at 3.5%, resulting in a slight increase 

of 0.1%. In 2020 the impossibility of taking actions in terms of remuneration that contribute to 

reducing the salary gap should also be taken into account, basically due to the complex 

economic situation that the Company had to face, arising from the international pandemic 

situation.  

 Despite the various initiatives that Saba has been implementing in recent years, always in line 

with its commitment to equal opportunities and transparency, we are aware that there is room 

for improvement in this area, which we will address as a priority in the coming years. 
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4.3.1.5. Remuneration of identical job positions or average remuneration at the 

Group  

The ratio of the entry-level wage to the local minimum wage by gender is as follows: 

 

 
 

 
 

For the purposes of the above data, the starting salary is understood as the gross annual salary 

of the lowest category that the Group offers in each country; and the Local Minimum Wage is 

the legal minimum wage established by law in each country. In both cases there are no 

differences regarding the remuneration of either gender. 

 

2020

Entry-level 

wage

Local 

minimum 

wage

Ratio (entry-

level/local)

Entry-level 

wage

Local 

minimum 

wage

Ratio (entry-

level/local)

Spain 13.906,2 13.300,0 1,05 13.906,2 13.300,0 1,05

Italy 21.153,7 - 0,00 21.153,7 - 0,00

Portugal 9.202,0 8.890,0 1,04 9.202,0 8.890,0 1,04

Chile 5.604,2 5.425,5 1,03 5.604,2 5.425,5 1,03

UK 20.382,5 18.187,5 1,12 20.382,5 18.187,5 1,12

Germany 19.200,0 17.952,0 1,07 19.200,0 17.952,0 1,07

Slovakia 8.773,3 6.960,0 1,26 8.773,3 6.960,0 1,26

Czech Republic 8.169,3 6.621,6 1,23 8.169,3 6.621,6 1,23

Andorra 15.150,0 13.000,0 1,17 15.150,0 13.000,0 1,17

Men Women

2019

Entry-level 

wage

Local 

minimum 

wage

Ratio (entry-

level/local)

Entry-level 

wage

Local 

minimum 

wage

Ratio (entry-

level/local)

Spain 13.798,7 12.600,0 1,10 13.798,7 12.600,0 1,10

Italy 21.888,4 - 0,00 21.888,4 - 0,00

Portugal 8.560,9 8.400,0 1,02 8.560,9 8.400,0 1,02

Chile 4.593,4 4.593,4 1,00 4.593,4 4.593,4 1,00

UK 19.454,7 17.359,9 1,12 19.454,7 17.359,9 1,12

Germany 19.200,0 17.644,8 1,09 19.200,0 17.644,8 1,09

Slovakia 8.773,3 6.240,0 1,41 8.773,3 6.240,0 1,41

Czech Republic 7.265,9 6.259,4 1,16 7.265,9 6.259,4 1,16

Andorra 15.000,0 12.605,0 1,19 15.000,0 12.605,0 1,19

Men Women
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4.3.1.6. Average remuneration of directors  

In 2020 and 2019, the remuneration of all the members of the Board of Directors for the 

performance of their duties as directors was identical in every case, notwithstanding the 

additional remuneration they may receive for their work for the Company. 

4.3.1.7. Implementation of measures in relation to the right to disconnect from work 

Saba does not currently have a common policy in place to govern employees' right to disconnect; 

however various initiatives exist in this respect and they have been implemented in certain 

countries.  It should not be forgotten that Saba's main business activity is to provide our 

customers with car park management services 24-hours a day, 365 days a year. However, it 

should be noted that, for the purpose of regulating work organisation, Saba implements, and 

duly notifies all employees of, regulated annual timetables in those countries where they are 

required which establish the work starting and finishing times and the flexibility measures in 

each case.  

 

4.3.1.8. Employees with disabilities  

Employees with disabilities are those defined in accordance with the legislation in force in each 

country and the percentage of Saba’s employees with disabilities amounted to 2.4% (2019: 

2.3%) of the total workforce. These figures correspond to 50 employees in 2020 and 55 in 2019. 

Those employees with some type of functional limitation in Spain are evaluated by the Health 

Monitoring Service in order to evaluate the impact of their functional limitation on the 

performance of the tasks involved in their job position, and after the technical report, the 

appropriate adaptations are made in the job position and/or those tasks and functions that 

cannot be carried out are identified.  
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4.3.2. Organisation of the work 

4.3.2.1. Organisation of the working time 

Saba’s work organisation encompasses all of the aspects that determine, in a broad sense, the 

work to be performed, the manner in which to perform it and the conditions under which it is 

performed. We are aware that a work organisation proposal should contain elements that 

ensure significant matters for employees, such as: work, family and personal life balance; the 

working environment, in terms of offering possibilities for the development and internal 

promotion of employees; offering challenges and a working environment that facilitates 

development and sharing of decision-making at all levels based on the responsibility profile of 

each employee.   

In general, Saba’s annual working hours are set by the provisions of the applicable collective 

agreements or, in the absence thereof, the prevailing legislation in the respective countries. 

However, Saba has various initiatives aimed at increasing the flexibility of working time, based 

on the needs of the employees.  

In view of our teams’ identified work-life balance needs, Saba has launched various initiatives 

aimed at improving rest periods during working days, offering flexible starting and finishing 

times, flexible working days at certain times of the year -in particular to coincide with school 

holiday periods- improvements to paid and unpaid leave and leaves of absence.  

Saba is undergoing a process of internal transformation in which one of the key vectors is a more 

flexible working location and, in turn, more flexible working hours aimed at improving 

employees’ work-life balance.  

In 2020, due to the global pandemic that we were facing, flexible and contingency initiatives 

were adopted, such as the possibility and recommendation of working remotely for all core roles 

and Customer Service and Control Centres. Depending on the state of the pandemic in each 

country, total teleworking and Flex-work were introduced, the latter combining teleworking 

with physical presence in offices, in differentiated bubbles, in order to preserve the health of 

our employees to the extent possible. That said, Saba has always been sensitive to the individual 

needs of teams. 
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At this point, one of the challenges set by Saba is to continue advancing along these lines, in 

order to establish a SmartWork regime for the future, which continues with a global policy for 

the entire Group that is adapted to the needs and legislation of each country. 

4.3.2.2. Number of hours of absenteeism 

The total number of hours of absenteeism in 2019 was 242,334 hours (2019: 197,820 hours), 

representing a year-on-year increase of 22.5%. Analysis of absenteeism in 2020 indicates that 

78% was due to common illness, and that absenteeism increased substantially in all countries 

within the Saba scope, except for Italy. The increase in this type of absenteeism is caused by the 

covid-19 pandemic that has seriously impacted people's health, with numerous long-term 

casualties either due to contagion or due to having to undergo periods of confinement after 

having been in contact with a positive covid-19 case.  

   

The hours of absenteeism were calculated taking into consideration all absences from  the 

workplace during working day hours , within the legal working day. Most of the absences were 

due to the covid-19 pandemic situation that we have experienced, with the absences caused by 

the mandatory quarantines, for the rest of the cases the most significant causes are common 

illness, unjustified absences, general and specialist medical visits and paid leave.  

4.3.2.3. Measures aimed at facilitating work-life balance  

At Saba achieving a work, family and personal life balance forms part of the strategy to facilitate 

the achievement of effective equality for men and women. For historical reasons mainly of a 

social and economic nature, until recently women were required to try and combine their 

working and family/personal life. Saba is committed to joint responsibility as this is a key value 

that should be promoted in society to achieve effective equality, and has adopted measures that 

help to rebalance this role. 

https://en.wikipedia.org/wiki/Employment
https://en.wikipedia.org/wiki/Employment
https://en.wikipedia.org/wiki/Working_time


 

40 
 

Accordingly, all the measures adopted by the Group are established without gender bias, 

encouraging equal opportunity in all spheres of the work environment (remuneration, training, 

promotion, development, occupational risk prevention, etc.). It should be mentioned that, 

where possible, more flexible starting and finishing times have been established; leave of 

absence is offered to enable employees to attend to their families' needs and an initiative has 

been launched to enable Saba’s employees to adapt their working hours during school holiday 

periods to work on intensive work timetables. At most Saba Group companies, Fridays are 

considered to be intensive working days throughout the year, not just during the summer. We 

are convinced that initiatives of this nature promote the achievement of a work-family and 

work-life balance. At Saba we are also aware that measures of this kind strengthen employee 

commitment to the Company and motivation, in addition to reducing absenteeism and 

promoting employee health.  

Also, the digital transformation currently under way at the Group will result in the adoption of 

measures promoting more flexible working hours in the short to medium term. 

In the year prior to the pandemic, all core personnel were provided with the appropriate 

equipment that would allow remote connection, this fact facilitates the flexibility of timetables, 

a balance between personal life and work and enhances joint responsibility between men and 

women.  

The following table shows the main indicators in relation to the work-life balance: 

 

 

 

2020 2019

Total number of employees who had the right to parental leave 45 49

Total number of employees who took parental leave 45 49

36 39

33 35

80.00 79.60

Total number of employees who returned to work in 2020 after completing parental leave

Total number of employees who returned to work in 2020 after completing parental leave who 

were still employed 12 months after returning to work

Rates of return to work and retention of employees who took parental leave
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4.3.3. Health and Safety 

Saba assumes occupational health and safety as one of its priority strategic pillars, as well as a 

duty in all its actions, on the basis of the fundamental principle that all individuals, whether they 

are employed by Saba or collaborating entities, should be protected while undertaking their 

activities at Saba’s facilities. 

 

Saba goes beyond compliance with occupational health and safety regulations, adopting 

measures that exceed the minimum legal requirements and striving to achieve the greatest 

possible efficiency within the process of continuous improvement, one of our objectives being 

to distinguish ourselves as responsible employers, committed to our teams.  

The objective continues to be to guarantee safe and healthy working conditions in the 

performance of Saba’s various production activities, through activities that promote and protect 

health and the identification of hazards, and the assessment and control of occupational risks, 

which contribute to physical, mental and social well-being of workers, for the purpose of 

avoiding accidents at work and occupational illnesses.  

The exceptional situation caused by the covid-19 pandemic forced us to focus our resources and 

efforts on the creation of protocols for action against covid-19 at the Group and at country-

specific level. Here at Saba it was considered necessary that the protocols provide a global 

response, addressing a wide variety of issues from a holistic and cross-cutting perspective:  

- People Perspective: Awareness, Training, Protection and prevention measures (PPE: use 

of protective masks, hydro-alcoholic gel, protective screens between workstations), 

monitoring of cases and incidents and conducting covid tests. In this connection, Saba 

made it possible for 58% of the workforce to be given the antigen test in order to ensure 

the protection of workers against covid-19. 

-  Work space perspective: adaptation of workstations establishing safety distances and 

incorporating protective screens, determination of capacity in common work spaces, 

establishment of specific cleaning, disinfection and ventilation measures in each case 

and internal and external signage. 

- Third Party Coordination/Management Perspective: proactive coordination with 

suppliers, customers and other parties, etc. 
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Obviously, given the situation of uncertainty generated, the protocols were adapted to the 

multiple changes in the evolution of the pandemic in the countries.  

Additionally, the protocols implemented established the necessary mechanisms for monitoring 

cases of both contagions and direct contacts and allowed the covid-19 test to be given to Group 

employees in Spain, Italy, Portugal and Chile, as stated above. 

The countries in which Saba was most impacted due to the pandemic in terms of employees are 
Spain and the UK. In these countries, both the rates of infected employees and the level of 
absenteeism significantly exceed the average of the other countries. Despite the efforts made 
by Saba to protect the health of employees, unfortunately there were three deaths, all of them 
precisely in the aforementioned countries, the infections having occurred due to circumstances 
beyond the Company's control.  

Also in 2020 Saba initiated the annual ISO Certification process to obtain a new certification 

linked to covid-19 protocols developed by Aenor, with the objective of ensuring the suitability 

of the established global pandemic management plan, as well as being able to guarantee the 

safety of our facilities and services to the various stakeholders. 

Saba, as a provider of public parking services, which are relevant as an accessory activity and 

necessary to facilitate the performance of critical and essential services, has continued to offer 

this service to citizens and its customers, with the exception of certain private centres and, in 

the initial months of the pandemic, in the vast majority of the areas. In order to ensure the 

service, the Customer Service and Control Centre (CAC in Spanish), which serves several of the 

countries in which Saba operates, was able to work virtually with remote operators and we also 

created two new physical locations for the CAC staff, in addition to the existing one, to avoid 

contagion among staff. Also, and as a contingency measure in the pandemic situation, an 

attempt was made to minimise the presence of employees in the car parks where the activity 

allowed it. The service was maintained with the CAC and/or by expanding the number of car 

parks managed by an operator through the PAME management model.  
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The office staff spent a large portion of the year teleworking. In the case of Spain, a self-

assessment questionnaire on the prevention of occupational hazards in the home workplace 

was sent to the staff, facilitating the obtainment of necessary resources such as screens, 

ergonomic chairs, etc. 

In 2020 work was also carried out on the migration of the prevention management system based 

on the OHSAS 18001 standard to the new ISO 45001 standard. In this connection, we adapted 

the Company's Health and Safety Policy to this new ISO 45001 standard. We also continued to 

implement the Health and Safety management tool and the integrated management system 

(6conecta) in the countries in which Saba is present. 

The detail of Accidents at work, defined as incidents that lead or do not lead to days away from 

work is as follows: 

 

There was a 25.6% decrease in the number of accidents at work compared to 2019, and a 55.3% 

decrease in the frequency of accidents leading to days off work and a 75% decrease in their 

seriousness. The main reason for the decrease in these indicators is the situation caused by the 

covid-19 pandemic, which led to a lower presence of employees in car parks through adaptation 

to the existing activity levels, as well as teleworking for those usually working in offices.  

 

4.3.4. Labour Relations  

Saba as a company is committed to respecting fundamental rights, trade union freedom, 

collective bargaining and the ongoing search for agreement, as well as respecting workers' freely 

elected representatives in all the countries in which Saba is present. Stability, social peace and 

a reduction of conflict characterise Saba's social relations in each of the countries in which it is 

present, articulated either through the representation of workers or as a result of the 

management of individual agreements in the cases that so require. 

Men Women TOTAL Men Women TOTAL

Occupational accidents 69 21 90 85 36 121

Occupational illnesses 0 0  -   0 0  -   

Frequency rate 4.22 5.13 4.47 8.97 14.45 10.02

Severity rate 0.03 0.13 0.06 0.19 0.36 0.24

2020 2019
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In general, the Spanish labour relations system establishes various types of workers’ 

representation at companies: union representation through works councils or workers’ 

representatives. The collective agreements include various channels of communication with 

representatives, through works councils, to address various and multiple matters of general and 

specific interest, although ad hoc meetings are held as required by the two parties in order to 

deal with relevant and necessary matters at any given time. In 2020 we negotiated the furlough-

type arrangements (Spanish ERTEs) implemented with the representation of the workers and 

various workers' committees through digital platforms, being able to reach agreements through 

virtual meetings that allowed us to achieve a consensus at state level without moving from our 

homes. Efficiency and dialogue have been positive within the crisis situation experienced. 

Employee consultation and participation mechanisms are implemented and in those countries 

with workers’ representatives, such as Spain, these take the form of regular meetings, some of 

which relate to health and safety, although various meetings are usually held in order to 

ascertain the opinion and sensitivities of the employees with respect to the matters of interest. 

In countries where there is no representation of workers, the option was taken to handle each 

employee’s case individually, establishing trust-based relationships that allow individual 

agreements to be reached. 

It should be noted that Saba’s model for relations with workers' representatives, in those 

countries where such a figure exists, is based on forging a relationship of trust and maintaining 

a continuous channel of contact, in the knowledge that these players have a key role in the 

achievement of business objectives.  
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The percentage of the total number of employees covered by the collective bargaining 

agreements, by country, is as follows: 

  

In the case of the UK, Germany, Slovakia, the Czech Republic and Andorra there are no collective 

bargaining agreements. 

The percentage of workers represented on joint health and safety committees is as follows: 

 

4.3.5. Training  

Training and the personal and professional development of Saba’s workers is one of the 

fundamental strategic pillars for the creation of value at our Group.  

In line with this approach, Saba has established annual Training Plans in which the training 

activity to be performed each year is specified, planned and prioritised in response to the 

training, integration and professional development needs of employees.  

These needs are established taking into account the Group’s strategic lines and the business 

projects that collectively affect the various functional and organisational groups, and the 

individual improvement and professional development actions that are established annually in 

the appraisal process for all employees. This is a very valuable tool for Saba, since it ensures and 

facilitates the implementation of the Group's strategy more effectively.  

Saba requires a flexible, knowledge-based organisation with people capable of working in a 

highly changeable and competitive environment. In this context of transformation, developing 

the necessary competences, knowledge and skills is essential, and has become one of the 

elements that contributes to guaranteeing our Group's success.  

2020 2019

Spain 100% 100%

Italy 100% 100%

Chile 50% 57%

Portugal 100% 100%

No. committees
Total 

headcount

Participating 

employees

% / total 

headcount
No. committees

Total 

headcount

Participating 

employees

% / total 

headcount

23                2,068          821             40% 21                2,409          1,136          47%

2020 2019
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The Training Policy pursues the following main objectives:  

• Promote identification with and integration in our corporate culture, values and 

objectives.  

• Ensure the acquisition and development of the necessary knowledge, professional 

competences and skills to effectively manage the challenges that each job position 

entails and provide each employee with greater satisfaction in the performance of their 

work.  

• Optimise approaches to work, cooperation and relations between the various areas of 

the Group. 

• Identify and develop personal and professional potential in order to contribute to the 

improvement of our Group's results. 

• Focus on excellence: always in pursuit of continuous improvement.  

• Foster promotion and internal mobility.  

• Anticipate and adapt to the needs of the environment, as a clear competitive advantage 

of Saba in the market.  

The following table details the hours of training by professional category: 

 

An appraisal of employees’ skills is carried out each year in Spain, Italy, Portugal and Chile, which 

includes a development plan proposal to be followed on the basis of its outcome.   

It should be noted that the health crisis caused by the coronavirus directly impacted on the 

training methodology that Saba had been primarily implementing, face-to-face training, and 

made on-line training a staple tool for corporate training and a motivating challenge for 

employees.   

Thus, Saba managed, despite the complex situation, to provide its employees with a training 

offering for 2020 mainly through the Saba Campus platform, as well as through various webinars 

presented in a manner more highly focused towards different work areas/departments.   

Accordingly, Saba once again opted to find a way to facilitate training focused on the current 

needs of workers, being well aware of the benefits that this can bring to any company and the 

people who make it up, and this ultimately was e-learning.  

Executives

Middle 

management

Other 

employees
TOTAL

Executives

Middle 

management

Other 

employees
TOTAL

603 1,021 13,410 15,034 660 1,644 25,668 27,972

2020 2019
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Even so, clearly the hours of training carried out were affected by the global health crisis caused 

by covid-19, specifically in the first half of the year as training actions could not be carried out. 

This time was used, however, to identify training offerings and proposals aimed at raising 

awareness and training in safe behaviours related to protection against covid-19, as well as 

protection programmes for psychosocial risks arising from the crisis and good teleworking 

practices. 

 

The offer was complemented with actions in the area of legal developments and collaborative 

work tools.   

This situation meant that the percentages of the types of training (face-to-face vs. e-learning) 

varied so much compared to previous years, with the virtual classroom and/or distance 

training/e-learning methodology being the most prominent, in all countries in the Saba Group.  

This aspect is reflected in:  

• An increase in the training offering of webinars with topics from all spheres and areas.  

• Transformation of face-to-face training, already carried out on a regular basis, to 

training through its own Teams© platform. A clear example can be found in the Saba 

technological transformation training within the framework of the Digital Workplace, 

collaboration through Teams© groups (a solution designed to facilitate collaboration 

between groups of people and which can contribute to achieving their objectives) and 

the change of domain to sabagroup.com.  

•  An increase in the courses and training offering on the Saba Campus platform in Spain. 

• Implementation and start-up of the Saba Campus in Portugal. 

• Training of UK employees through the on-line training 

system (Learning Management System). With the provision of open access and the 

availability of various training courses and training itineraries, many employees opted 

for additional training in order to increase their knowledge in different areas in an e-

learning format.   

 Even so, in certain countries such as Italy, Chile and the Czech Republic, the covid -19 crisis 

greatly affected dedication to training hours, and in some cases it also meant the decision to 

postpone some of the training actions planned until the last quarter of the year. Even so, the 

opposite case can be seen in Portugal, which, despite the crisis, managed to significantly 

increase the number of hours dedicated to employee training.  

The pandemic situation required that our employees be trained and informed at all times, and 

it is for this reason that various training actions focused on and were oriented towards the 

protection of one’s own health and that of others were carried out.    
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Some of the standout actions implemented in this line included:  

• "Return to work and Stress Management” teletraining course: Specific training prepared 

by professionals in the field and that focused on those most sensitive to the health alert 

situation and coronavirus. The objective of the training was to prepare employees for 

their return to work after the covid-19 crisis and facilitate the acquisition of all those 

necessary tools to do so with appropriate psychosocial health.  

• Course through the Saba Campus platform on “Psycho-emotional Training”: A course 

based on a format of 12 training capsules made available to all employees through the 

internal Saba Spain Campus platform, aimed at helping to manage emotions, stressful 

situations and the uncertainties caused by the pandemic.  

• Course through the Spain and Portugal Saba Campus on “Prevention of Coronavirus 

Contagion”. Training for all employees based on the Guide to good practices in the 

workplace, published by the Spanish Government, among other scientific 

recommendations.   

• News posted on the Spain and Portugal Intranet in reference to covid-19: alerts, health 

protection measures and prevention recommendations and via the #BacktotheFuture 

mailbox for the other Saba Group countries.  

• Presentation of a #BacktotheFuture Welcome Kit, with individual protection equipment 

and a positivist and motivational message to all employees and countries of the Saba 

Group.  

It should be noted that in Chile the new training plan for newly hired and promoted personnel 

is being finalised, which notably includes the incorporation of new capsules and informative 

videos of the main Saba axes, to give general knowledge to new colleagues. In addition, the new 

training plan includes the specific detailed development of training modules depending on the 

job position occupied and discharged by each area involved.  
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Besides its backing of training, Saba also made a commitment to the people who compose it and 

their emotional well-being, acting and promoting healthier and more productive work 

environments. It is against this backdrop that the Company made available to all its workers the 

#PAE (Employee Assistance Programme) service, a tool to help and protect the psychological 

health and emotional well-being of employees. A team of experts directly and flexibly attends 

to and advises, free of charge and with total confidentiality, those employees who require it 

when they feel overcome by the covid-19 crisis. It is a service operating 24 hours a day and 7 

days a week, to be able to cover all the people in the organisation. This service is operational in 

the countries where the pandemic has had most impact.  

 

4.3.6. Accessibility  

Through its various policies, Saba guarantees access for disabled people to its facilities. It is 

Group policy to implement actions to ensure that both customers and employees can access the 

centres and offices on this basis. 

In this way, actions are undertaken so that customers can access our car parks and have 

accessible vehicle spaces according to their needs; these spaces are always located at the point 

closest to pedestrian entrances with a lift. The number of spaces for people with reduced 

mobility complies with current legislation. 

The car parks are also being fitted out so that they all have lifts to ground level so that people 

with reduced mobility can access their vehicles when they are parked. Thus, in Spain, the 

majority (90%) of car parks have lifts to ground level.  

Other facilities installed to facilitate accessibility include adapted toilets for customers. All new 

facilities are equipped with adapted toilet services for people with reduced mobility and 

whenever older car parks are refitted, these measures are included. 

 

4.3.7. Equality   

Saba is a Group committed to promoting equal opportunities and diversity by fostering an 

environment that favours inclusion, transparency and non-discrimination on the basis of gender, 

race, religion and/or beliefs, colour, nationality, age, sexual orientation, disability, pregnancy or 

trade union representation.  
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Based on this commitment, Saba has drawn up an orderly set of measures aimed at achieving 

equal treatment and opportunities for women and men and at eliminating discrimination on the 

basis of gender at Saba. 

Saba's values are based on respect for and the appreciation of diversity of talent, and the 

Company is convinced that the sum of its singularities favours the creation of a more satisfying, 

flexible and innovative workplace, which facilitates the achievement of Saba's objectives.    

In this connection, Saba has established various standardised policies and guidelines shared 

across the whole organisation to ensure equal opportunities. These policies and guidelines are 

related to professional selection and promotion criteria, staff training, access to information, 

occupational risk prevention and safety, remuneration and labour relations.  

In Spain, Saba has an Equality Plan for SABA Infraestructuras and Saba Aparcamientos and work 

is under way in other cases. 

This Equality Plan envisages an ordered set of measures aimed at managing Saba’s employees 

so as to ensure equal treatment and opportunities for the women and men who form part of 

the Company and, at the same time, detecting any situation of gender-based discrimination that 

may exist. It should also be noted that Saba has a Protocol for Prevention and Action in relation 

to Harassment at Work and/or Sexual Harassment, the primary aim of which is to ensure respect 

for equality and non-discrimination.  

In the UK, Saba has an equality policy and procedures to ensure equal opportunities and non-

discrimination.  

In the other countries in which Saba is present, it is preparing equality plans, in addition to 

protocols for the prevention and control of harassment at work and/or sexual harassment. In all 

those countries, the commitment to Equal Opportunities is governed by the same principles as 

those implemented in Spain.  

At Saba we are aware that in 2020, with the situation caused by the covid-19 pandemic, each of 

the employees encountered complex personal situations that they had to manage: the 

education of their sons and daughters at home due to the closure of schools, the care of children 

and relatives, and balancing all this with face-to-face work or teleworking. Saba is a company 

committed to joint responsibility between men and women. It is one of the values that has to 

be promoted in society to achieve effective equality, and for this reason it provided flexibility as 

far as possible so that employees could cope with these situations. These measures allow us to 

achieve a better work environment, increasing the level of involvement and commitment of our 

teams.  
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Sexual harassment protocol: 

All Saba's female and male employees have the right to have their dignity respected and in the 

same way they have the obligation to treat the people they come into contact with for work 

reasons with respect (customers, suppliers, external partners, etc.).  

In accordance with these principles, Saba declares that any type of harassment at work, sexual, 

psychological (moral or mobbing) harassment and harassment for gender reasons will not be 

permitted or tolerated under any circumstances, will not be ignored and will be strongly 

penalised.   

To achieve this purpose, Saba requests that each person in the organisation, and especially those 

that manage teams, assume their responsibilities:  

• Avoiding actions, behaviour or attitudes of a sexual nature, with sexual connotations, or 

that are adopted because of a person's gender, that are or may be offensive, 

humiliating, degrading, annoying, hostile or intimidating to someone.  

• Acting in an appropriate and responsible manner in the face of such behaviour or 

situations, in accordance with the guidelines set out in this declaration of principles: not 

ignoring them, not tolerating them, not allowing them to be repeated or exacerbated, 

making them known and asking the right people for support.  

 

In this context, Saba undertakes to:  

• Disseminate regulations and provide information opportunities for all its members and, 

in particular, the management team to help create greater awareness of this issue and 

knowledge of the rights, obligations and responsibilities of each individual.  

• Provide support and tailored assistance to people who may be suffering from these 

situations, forming a management team with the necessary training and skills for this 

function.  

• Draw up and explain the various channels for solving these situations within the 

Company.  

• Ensure that all complaints and grievances are handled thoroughly and processed fairly, 

promptly and confidentially.  

• Guarantee that no reprisals are allowed against the person being harassed who files an 

internal complaint or grievance, or against persons who participate in any way in the 

resolution process.  
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• Act decisively against (intentional) false testimony in complaints.  

 

In order to prevent and standardise action in these cases, Saba has furnished all employees in 

Spain with a Protocol for Prevention and Action against Harassment at Work and/or Sexual 

Harassment. This protocol has been appropriately distributed among employees and is available 

on the Intranet.  

The foreign Group companies comply with the regulations, either national or local, in force in 

their respective countries and therefore sexual harassment is not tolerated and is prohibited. In 

Portugal, Germany, the Czech Republic, Slovakia and Andorra, work is under way to have a 

sexual harassment protocol available in 2021. 

5. Information on respect for human rights  

 

In order to analyse the human rights area, Saba based its analysis on the provisions of the United 

Nations Guiding Principles on Business and Human Rights and Chapter V of the OECD Guidelines 

for Multinational Enterprises. In relation to the area of labour rights, which evaluates 

information on commitments to basic labour rights and quality in employment, Saba based its 

analysis on the main conventions of the International Labour Organisation and also on the legal 

requirements of the Spanish labour law system and other international labour standards. 

Respect for human rights is one of the main obligations that Saba assumes when performing its 

operations and taking actions in general. In order to ensure this respect Saba has developed 

procedures, and has made commitments to avoid, prevent and mitigate the negative effects 

that its operations/actions may have on people's rights. 

Saba's Corporate Values have enabled it to define its philosophy and fundamental principles, 

which govern the internal behaviour of the Group, as well as its relationship with suppliers, 

customers and shareholders. These values have been communicated to all employees, as well 

as how to channel reflections on their meaning and how to make them a reality in the Group's 

daily life. The values are as follows: Commitment, Cooperation, Trust in People, Innovation, 

Continuous Improvement, Customer Service, Proactivity and Focus on Results. 
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Saba also has a Code of Ethics which establishes the ethical framework that should govern the 

behaviour of Saba and its employees. The Code of Ethics is available on the website 

http://saba.eu/es/informacion-corporativa/codigo-etico. 

Saba encourages the subsidiaries and investees of Saba Infraestructuras S.A. to be governed by 

patterns of conduct and values similar to those established in the Code of Ethics, 

notwithstanding any adjustments that may be made to the Code in order to respect the specific 

legislation of each of the countries in which these companies are located. 

The Code of Ethics has been approved by the managing bodies of the various Saba companies, 

except for Germany and Andorra, and made available to all Saba employees in Spain, Portugal, 

Italy and Chile for their information. It is binding on all employees. In 2021, the approval and 

dissemination of the Code of Ethics will be analysed for the companies in Germany and Andorra 

and in relation to the dissemination mechanisms to employees in the UK, Czech Republic and 

Slovakia. All employees must fully respect the current legislation in force anywhere in the world 

where Saba operates.  

As established in Article 5 of the Code of Ethics, Saba is committed to acting at all times in 

accordance with prevailing legislation and respecting human rights and people's freedom. 

Specifically, with regard to human rights, Article 6 of the Code of Ethics states that Saba does 

not accept any behaviour in dealings with consumers and third parties that could be interpreted 

as discrimination on the grounds of race, ethnicity, gender, religion, sexual orientation, trade 

union membership, political beliefs, convictions, social origin, family status or disability. 
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Also, with regard to workers’ rights, Article 5 states that in working relationships Saba does not 

tolerate any abuse of authority or any behaviour that may offend or intimidate another person. 

In this connection, various protocols have been put in place in order to ensure the correct 

application of the commitment to respect workers' rights, while seeking to prevent or avoid 

causing damage and, lastly, so that in those cases in which damage has occurred, the victim has 

access to a possible remedy. The protocols available are as follows: Protocol for Prevention and 

Action against Harassment at Work and/or Sexual Harassment. This protocol is available to all 

employees on the Intranet, for consultation and activation should it be needed. 

In addition to guaranteeing equal opportunities and non-discrimination among its employees, 

both in direct dealings and in communications, special attention must be paid to written and 

visual language, which must be respectful, balanced and inclusive. 

No significant risks relating to human rights were detected. There were no complaints or 

infringements of human rights at Saba in 2020 or 2019. Should this have occurred, they would 

have been handled using the established channels. All sensitive conduct in the business activity 

that could lead to the risk of criminal exposure is included in Saba's risk management model for 

criminal risk.  

 

6. Information on fighting corruption and bribery 

 

6.1. Principal policies 

Saba's Code of Ethics establishes the fundamental pillars for fighting corruption and bribery. 

In this connection, Article 9 of the Code of Ethics regulates Saba's relations with public 

authorities, prohibiting any conduct aimed at obtaining illicit favours from the authorities or that 

may induce a lack of integrity and transparency in the authorities' decisions.  

This article establishes that Saba employees may not offer or deliver gifts or remuneration of 

any other kind to an authority, public official or person who participates in the exercise of public 

duties. 
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Likewise, Saba employees may not influence a public official or authority, or take advantage of 

any situation arising from their personal relationship with the latter or with another public 

official or authority, in order to obtain a favourable resolution for Saba employees or for a third 

party.  

In addition, the Code of Ethics states that Saba employees may not promise, offer or grant to 

the executives, administrators, employees or collaborators of a third party any unjustified 

benefit or advantage to favour Saba's own employees or a third party over others. Similarly, 

neither Saba employees, nor any intermediary established by them, may receive, request or 

accept an unjustified benefit or advantage for the purpose of favouring, to the detriment of third 

parties, the person and/or the entity to which they belong which grants or expects the benefit 

or advantage. 

Although Saba is not an obliged entity under the Spanish anti-money laundering law, Article 18 

of the Company’s Code of Ethics states that goods may not be acquired, possessed, used, 

converted or transferred, knowing that they have arisen from criminal activity committed by an 

employee himself/herself or by a third party. Also, any other act to hide or conceal their unlawful 

origin, or to aid the person who participated in the offence or offences to avoid the legal 

consequences of his/her acts is prohibited.  

The principles of the Code of Ethics include Saba's approval of a policy for the prevention of 

corruption and for relations and interaction with the public authorities and with third parties, 

together with internal regulations for the roll-out of the policy, in order to establish the rules 

that the companies comprising the Group shall comply with in their dealings with the public  

 

authorities and both Spanish and foreign public officials and authorities, as well as in their 

relations with other companies. The main objectives of the aforementioned regulations are as 

follows: 

• Establish principles of conduct for employees in their dealings with public authorities and 

private companies. 

• Protect the process of free trading and competition in all public calls for tender in which 

Saba companies may be involved. 

• Protect free trading and competition in the acquisition and/or supply of goods and/or 

services. 

• Apply the concept of zero tolerance of corruption for both government and private 

business relationships. 
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Both the Code of Ethics and the regulations on the prevention of corruption and on relations 

and interaction with the public authorities and with third parties apply to all the employees 

of the companies in Spain, Italy, Portugal and Chile in which the Group has a controlling 

interest or exercises control, without prejudice to any adjustments that may be made to the 

regulations in order to respect the specific legislation of each of the countries in which those 

companies are located. 

6.2. Main risks 

 

All sensitive conduct in the business activity that could lead to a risk of criminal exposure (money 

laundering, bribery, influence peddling, etc.) is also covered by the Group's risk management 

model, which reinforces the control system established at the Group in order to prevent the 

commission of possible criminal offences. 

 

In the case of Spain, the criminal risk prevention model is structured around the following: 

A) Crime prevention manual 

The Crime Prevention Manual was approved by the Board of Directors of Saba 

Infraestructuras, S.A. on 29 March 2017 and updated on 15 March 2019. 

The fundamental objectives of Saba’s prevention model included in the manual are as 

follows:  

• Establish a prevention and control system aimed at reducing the risk of crimes 

being committed. 

• Expressly and publicly record Saba's categorical condemnation of any type of 

illegal behaviour, and/or behaviour contrary to the ethical principles deemed to 

be Saba's key values. 

• Establish appropriate control measures that enable Saba to prevent crimes from 

being committed. 

• Monitor the controls implemented in order to verify the sufficiency thereof. 

• Periodically update the model, either due to organisational changes within Saba 

or as a result of changes in current legislation. 

• Make the governing body and all the executives and employees of Saba aware 

of the importance of complying with the criminal risk prevention model and the 

ethical principles contained in Saba's Code of Ethics.  

• Provide adequate training to raise awareness of the prevention model. 
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B) Control structure of the criminal risk prevention model 

The pillars of the control structure of Saba’s Criminal Risk Prevention Model are: 

 

(i) The Board of Directors, as the senior decision-making body, and  

(ii) the Ethics Committee, as the body responsible for monitoring the 

functioning and effectiveness of, and compliance with, the crime 

prevention model, for promoting a preventive culture based on the 

principle of "absolute rejection" of unlawful acts and for periodically 

checking the prevention model. 

 

The Ethics Committee is composed of the following members:  

• People and Organisation Management (Chairman) 

• Communication and IR Department 

• Chief Risk Officer (CRO) 

• General Secretary and Legal Advisory Office (Secretary's Office) 

 

The Ethics Committee holds regular meetings. Four ordinary meetings were 

held in 2020 (2019: five meetings). 

The Ethics Committee reports annually to the Board of Directors of Saba 

Infraestructuras, S.A. regarding the activities carried out during the year, 

including: the review of the Model and/or the breaches of the Model that come 

to light during the periodic reviews of the Model.  

(iii) To reinforce the efficiency of control, Saba also has a Criminal Risk 

Prevention Committee which supports the Ethics Committee and is 

responsible for certain controls in the different areas of the Company.  

(iv) It is also worth noting the work performed by Saba's Chief Risk Officer 

(CRO) and the Internal Audit Department to prevent, among others, the 

commission of potential criminal offences. 

(v) Lastly, it should be noted that the Organisation area, through the 

development of the Integrated Management System, ensures Saba's 

processes are implemented correctly. 
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C) Ethics Channel 

Saba also has an Ethics Channel through which indications or suspicions of illegal 

behaviour and/or a violation of the Code of Ethics can be reported. 

In 2020 no complaints were received via Saba's whistleblowing channel. No complaints 

were received in 2019.  

D) Training 

During the preparation phase of the Crime Prevention Model, meetings were held with 

each of the members of the management committee in order to detect potential risks 

arising from their existing scope of action, processes and controls. 

Since the implementation of the Crime Prevention Model, training sessions have been 

held for persons designated as Controllers (those designated by each area of the 

Company who collaborate with the Crime Prevention Committee to check the 

effectiveness of existing controls at the Group).  

In view of the situation arising from the covid-19 pandemic, in 2020 Saba resolved to 

encourage its Spanish employees to complete the training through the Saba Campus 

and, therefore, work was undertaken in conjunction with the People and Organisation 

Department to improve the Code of Ethics course for Spain, and to follow this up by 

incentivising employees to do the training. In the case of Portugal, work was carried out 

in 2020 aimed at making it available there through the extension of the Saba Campus to 

this country. 

11 face-to-face training sessions were held in 2019 and 30 people attended. 

In addition, Saba has an “e-learning” platform accessible to all employees in Spain 

through which training is provided on the basic principles of the Code of Ethics and the 

prevention model. 
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E) ASCOM (Spanish Compliance Association). 

Saba became a member of ASCOM in 2018 and since then the members of the Criminal 

Risk Prevention Committee have participated in training sessions that keep them up to 

date. ASCOM is a not-for-profit professional society that was formed in response to the 

need to create a common space for compliance professionals in Spain.  

 

In relation to the other Group countries, Portugal, Chile and Italy (the latter, through the 

"Modello di organizzazione" provided for by Legislative Decree 231/2001) have a prevention 

model adapted on the basis of the possible offences applicable in each of the jurisdictions and 

controls existing in each country, as well as their own whistleblowing channels. In addition, there 

are local Ethics Committees, which also meet regularly and report to the Ethics Committee in 

Spain, with their own whistleblowing channels. 

In the case of the UK, it also has an anti-corruption policy and a specific channel for reporting 

the corresponding complaints that might occur.  

6.3. Contributions to foundations and not-for-profit entities 

 

In accordance with Article 24 of the Code of Ethics, direct or indirect donations may not be made 

to political parties or organisations linked thereto, such as party foundations. 

 

Companies always collaborate in projects linked to the territory in which Saba is located. Actions 

relating mainly to the environment, support for disadvantaged groups and urban mobility are 

studied and chosen. Similarly, participation in cultural and social projects located in the 

communities in which the Company operates is valued, in line with reinforcing the Company's 

commitment to contributing to the progress and growth of cities in which Saba companies are 

present. 

 

Within the framework of this type of project, any type of collaboration with NGOs and public 

authorities is permitted, provided that the amounts or aid provided have been granted in a 

transparent manner and without seeking to affect the impartiality of a public official. 
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In accordance with the aforementioned criteria, in 2020 Saba entered into cooperation 

agreements with not-for-profit foundations and associations amounting to EUR 94 thousand 

(2019; EUR 86 thousand). Of particular note is Saba's contribution of the amount of the Spanish 

Christmas institutional campaign of the #YoMeCorono movement, an initiative launched by 

doctors and researchers at the Fight Aids and Infectious Diseases Foundation, IrsiCaixa and 

Hospital Universitario Germans Trias i Pujol, who are working on various fronts with the 

objective of stopping the covid-19 pandemic. Its research focuses on three large areas: the 

development of a vaccine that is effective against all the possible strains of the virus, the testing 

of drugs available on the market and the roll-out of clinical trials that might lead to new 

therapeutic possibilities, as well as the development of a rapid and non-invasive test to detect 

covid-19. Saba’s contribution to this international research programme was the largest in the 

Company’s history, aware as it is of the strategic importance of backing scientific knowledge at 

a time such as this.  

  
  

7. Information on the Company 

 

7.1. Saba policy 

Saba's policy integrates commitment, responsibility and active participation with society and the 
territory as an essential part of the Group's management and development philosophy. 
 
The organisation as a whole participates and collaborates in the implementation of the 
Corporate Social Responsibility culture that has been established. Saba's approach to work is a 
shared project of commitment that translates to customer service, involvement and 
responsibility with the territories in which it operates while playing an active role in the progress 
of the cities. The foregoing, together with the Company's brand identity, and the corresponding 
social and ethical aspects, are what sets Saba apart. The inclusion and consolidation of the 
Corporate Social Responsibility policy in the business enables Saba to increase transparency and 
properly manage stakeholders. In fact, the roadmap that establishes the sustainability strategy 
is aligned with the GRI standards. 
 
The creation of value for society is a priority at Saba. That is why it strives to maintain a sound 
sustainability strategy and to ideally manage the most significant economic, environmental and 
social matters. Since 2015, Saba has been a member of the United Nations Global Compact, as 
stated above. The largest voluntary initiative in the Corporate Social Responsibility area in the 
world, involving more than 12,000 entities in 160 countries. 
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The 2030 Agenda arose as a specific part of this Compact; it outlines the objectives of the 
international community over the 2016-2030 period in relation to the eradication of poverty and 
the promotion of sustainable and egalitarian development. Saba operates within the framework 
of the UN's Sustainable Development Goals (SDG) to maximise positive and minimise negative 
impacts. For yet another year the Company worked to ensure these principles form part of its 
strategy, culture and the business's day-to-day actions, as well as to engage in cooperative 
projects that contribute to the UN’s broader development goals. 
 
In short, social innovation and development are part of Saba's DNA and, therefore, compliance 
with these goals is the best way to ensure the Group's commitment and performance as a 
socially responsible player. 
 
As indicated in the previous sections, Saba's activities are carried on with special regard to the 
goals relating to combatting climate change and its effects; sustainable cities and communities, 
with the development of urban mobility solutions; and innovation and enhancement of 
technology of infrastructure. 
 

7.2. Main risks 

Saba's risk map includes sustainability risk in the form of the environmental and social impact of 

the activities carried on and of Saba's business operations, in accordance with Saba's Risk 

Management model (see 2.1- Main risks). 

7.3. Company management and performance 

7.3.1. The Company’s commitment to sustainable development 

As cities and society constantly evolve, so too does Saba. The Company is permanently 
immersed in a process of review, reformulation and development to adapt to the needs of 
customers and citizens, at all times focussed on service quality and the cohesion of the 
territories in which it operates. 
 
Since its inception, Saba's style has always been committed to participating in the development 
of cities and contributing to sustainability and corporate responsibility. In this line of action, the 
Company collaborates with corporate social responsibility projects that operate in the countries 
where it has assets. In addition to support for projects in the cultural and social field, Saba works 
with the most disadvantaged groups and organisations that work to improve living conditions in 
cities. Together with the public concession arrangements and the public-private partnership, the 
relationship with the territories in which it operates is one of the basic pillars governing Saba's 
policies. 
 
A sound relationship between Saba and its environment makes it possible to establish an 
appropriate dialogue with the stakeholders with which it cooperates –public authorities, 
institutions and individuals– in order to gain an understanding of their needs and implement 
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formulas for progress thanks to a highly committed human team. This association is reflected in 
the Company's presence in industry and business associations, and also in the field of education 
and study, through which it works for the future of the territory, as well as in Saba's participation 
in various sponsorship actions. That is how it strengthens ties with its environment and 
stakeholders, always in projects and activities that reinforce Saba's public positioning.  
 
 
In 2020, Saba contributed EUR 202 thousand (2019: EUR 215 thousand) to sponsorship actions, 

cooperation and association fees according to the aforementioned criteria, in addition to EUR 

94 thousand (2019: EUR 86 thousand), as indicated above, to foundations and not-for-profit 

associations to support social and territorial-relations projects. 

Shareholders: 

Saba communicates directly with its shareholders through the Shareholders' Office, which is in 

charge of and responsible for channelling all the queries received both orally and in writing, 

requesting the participation of other Company areas that may have responsibilities in relation 

to the matters being consulted.  

The Saba Group provides shareholders with a service that publishes communications containing 

information of interest about the Group. This information is sent to shareholders who have 

previously requested this service. 

The contact channels with the Saba's Shareholders' Office are: 

• A telephone information service exclusively for shareholders (93 557 55 28). 

• An email address (accionistas@sabagroup.com). 

• A specific section (Shareholders) on the corporate website (www.saba.eu). 

• A postal address (Av. Parc Logístic, 22-26, 08040 Barcelona). 

In 2020, the Shareholders’ Office responded to more than 430 queries (2019: 295 queries), most 

of which related to the sale of shares by non-controlling shareholders. 

As a result of the situation caused by the covid-19 pandemic, in 2020 Saba implemented 

measures to ensure the participation of shareholders while safeguarding their health and safety. 

In this connection, in certain cases the General Meeting was held by telematic means taking the 

appropriate legal measures to also ensure its legal security, and on other occasions, it was held 

with attendance in person adopting all the measures at Saba's disposal to guarantee the health 

and safety of the shareholders. 

mailto:accionistas@sabagroup.com
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Customers/Consumers: 

Since February 2018 Saba has been present on social networks (Twitter, Facebook and 

WhatsApp) in Spain, thereby contributing a new customer service channel that improves the 

service offered to one of the Company's key stakeholders. This service was enhanced in 2020 

and became one of the most valued ways for customers to interact with Saba.  

The situation arising from covid-19 made it necessary for us to expedite and optimise 

communication with our customers, both in order to inform them of the impact of the pandemic 

on the service, and to offer specific solutions adapted to their requirements over the course of 

the pandemic and successive unlockdowns. 

From the start of the crisis, the information to be transmitted to customers in all of the countries 

in which Saba is present has been coordinated, with the establishment of flexible commercial 

policies. All the available digital channels were included in those communication actions – 

website, app, emails and social media. 

The social media channels were of particular relevance to customer services. In Spain, the 

channel of preference for customers is Whatsapp; more than 25,000 messages had been 

received and managed by the end of October, with peaks of 3,000 and 3,500 messages at the 

height of the pandemic. In the UK, customer service is provided above all through Twitter. 

By means of an internal “Social Listening” exercise in the countries in which Saba has active 

social media -Spain and the UK-, the way in which companies communicated with their 

customers during the first few months of the crisis was monitored. Companies in the car park 

industry and benchmark brands were monitored in order to establish “Best Practices” for 

content areas to be communicated and the tone to be employed. The selected content was 

disseminated across social media, and in the “Wikidriver” blog, in order to deal with specific 

advice and proposals in more depth.  

During the pandemic, flexible commercial policies have been implemented: 

• Extension of the terms for the refund of products purchased online 

• Specific solutions for healthcare personnel and customers in hospital car parks and   

• Special conditions for subscribers and large accounts (special temporary discounts, 

payment facilities, additional parking places for rental cars at special prices, etc.). 
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Specific new products were developed in response to new customer requirements; particularly 

for people who no longer work full time at the office, but rather combine with periods of Home 

Office: 

• “Daytime Multiday”: Product allowing parking during daytime hours. For sale in Spain, 

Portugal and Italy, and very well received in these markets. 

• “Smart-Working” ticket: Flexible ticket that enables the acquisition of hours of 

continuous parking, per week, available in Italy. 

At the end of the first wave of the pandemic, at the start of summer in Europe, a communication 

campaign was designed (”Wherever you go, we go with you”) the objective of which was let 

Saba’s customers know that Saba would accompany them on their return to the New Normality. 

This campaign was launched in various countries in which Saba is present. 

Saba continued to work to strengthen its “e-commerce” area by activating website and app sales 

in Chile and expanding its product offering in all the countries.  

Saba regularly conducts various studies to measure customer satisfaction, such as its Satisfaction 

Survey and “Mystery Shopping”. Due to the special circumstances arising from the covid-19 

pandemic, Saba decided to focus these studies on the evaluation of customer service quality in 

Spain, through the assessment of the various channels available: social media, email and the 902 

telephone number.  

The results obtained from the evaluation of customer service quality in Spain were as follows: 

 

2020 2019

Social networks

Average response rate 100.0% 96.9%

Satisfactory response 68.8% 90.3%

Email

Average response rate 90.0% 85.0%

Satisfactory response 90.4% 87.7%

CAC

Average response rate 90.3% 56.6%

Satisfactory response 43.6% 51.6%

Report on Results
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Saba strives to be a leader in areas such as efficiency, technological innovation and proactive 

sales. Our Customer Service and Control Centre (CAC in Spanish) provides a transversal response 

to the Company’s leadership position. The CAC has led to an improvement in the level of 

customer service, acting not only as a remote management centre, but also as a fully-fledged 

sales “Contact Centre” that allows Saba to increase the quality of service to its customers.  

In 2020 Saba's CAC continued to consolidate its role as a leader in areas other than the remote 

management of car parks, in the never-ending pursuit of improving the customer experience. In 

this connection, 2020 witnessed the continuation of the international expansion process of the 

CAC, which commenced in 2017 and was consolidated in 2019, with 211 car parks connected in 

Spain, Italy and Portugal, compared to 199 car parks connected in 2019. Saba also laid the 

foundations for the connection of car parks in the UK, the roll-out of which will begin in early 

2021. 

In December 2020, Saba received 158,744 queries (2019: 158,517 queries) related to the sales 

and customer service activity through its various communication channels in Spain, Chile, Italy, 

Portugal and the UK. Work is scheduled to integrate information from Germany, the Czech 

Republic and Slovakia. The CAC also answered 1,383,118 calls from the intercoms (2019: 

1,669,078 calls) at the car parks in Spain, Italy and Portugal, which represents an average of 

3,780 calls a day (2019: 4,500 calls a day), resolving all manner of incidents remotely, seven days 

a week, 365 days a year. In addition, the CAC answered 13,704 email queries (2019: 72,306 

queries) relating to products in Spain. The decrease with respect to the previous year is due to 

the completion of the project automating the activation of the product aimed at hotels 

(Parkhotel), which significantly improved the customer experience. Not only did the CAC 

improve its level of customer service, but now it also acts as a fully fledged sales “Contact 

Centre”. 

2020 was marked by the covid-19 crisis. In this connection, Saba assigned resources and strove 

to guarantee the continuity of the CAC and, therefore, the continuity of the business. Two highly 

significant projects were executed: 

1. Implementation of the back-up of the CAC room at the Carlos III car park in Barcelona. 

This provides Saba with two CAC rooms, which guarantee, on the one hand, the capacity 

to work concurrently and organise two CAC “capsule” teams and, on the other hand, 

the possibility of always having one room available in case of the loss of the other. 
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2. Virtualisation of CAC job positions. This has enabled the CAC team to telework and, 

therefore, prevent health problems arising from the pandemic, while also avoiding the 

mobility restrictions imposed by the authorities. 

As a result of these two milestones, the CAC was able to maintain 24/7 service with no need to 

suspend or reduce it at any time and, therefore, the car parks were able to remain active with 

customers still being attended to without interruption. 

Consumer health and safety measures: 

Saba analyses the stakeholders' needs and expectations, which include measures relating to 

health and safety, the environment, energy efficiency, etc., and implements the measures that 

have the greatest impact. Therefore, for example, at the request of one of the aforementioned 

stakeholders, certain car parks were equipped with semi-automated external defibrillators 

(SAED). Early defibrillation is a fundamental component of the treatment of a sudden cardiac 

arrest. These devices, which are certified for use pursuant to the legislation in force, are able to 

analyse the person's heart rate, and determine when it is necessary to defibrillate and 

administer the shock at the required strength to restore the person’s normal heart rate after 

suffering a cardiac arrest. In Saba’s cardio-protected areas a person who has suffered a cardiac 

arrest can be treated independently and emergency services can be notified. Saba’s employees 

have been given the training required to use these defibrillators safely. In addition, regular 

technical inspections are carried out on our equipment to ensure all the facilities provide their 

users with maximum safety guarantees.  

As a result of the situation arising from covid-19, Saba centred its efforts on ensuring the health 

and safety of its customers. In accordance with this objective, it analysed the impact of covid-19 

on the various spaces, and adapted capacities, provided hydro-alcoholic gel and installed the 

signage required to ensure the health of our customers. 

Throughout the year evaluations are also conducted of the requirements to be met as part of 

the process of obtaining the certifications held by Saba, which are ISO 9001:2015; ISO 

14001:2015, OHSAS 18001:2007, ISO 500012011 and ISO 45001:2018. 

Outsourcing and suppliers: 

Saba's procurement activity is regulated by Saba's Procurement Model, which covers Spain, 

Italy, Portugal and Chile. This model establishes the need to first define the tender guidelines 

including technical, economic, legal, environmental, risk prevention, labour and safety at work 

criteria.   
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The Procurement Model also identifies the transversal Supplier Accreditation and Assessment 

process, through which information from suppliers, including information on environmental and 

occupational health and safety-related matters is requested and validated.  Specifically, 

information is requested in relation to ISO 14001 and ISO 45001. 

In relation to the supervision and audit of procurement processes, the Procurement Model 

regulates the participation of the procurement area in these processes and of management 

control, as well as the required approvals.  The outcome is reported to enable it to be monitored 

by the related committees. Lastly, the supervision and audit processes performed by the Internal 

Audit Area include Saba's Procurement Process within its scope. 

Saba works with supplier companies that promote the social integration of disabled people who 

are at risk of social exclusion, etc. In this regard, it is worth noting the outsourcing of external 

services in Spain to a company with clearly social goals that aims to integrate people with 

disabilities in the job market. In this connection, Saba aims to back the social inclusion of people 

with disabilities and to generate quality employment for this social group, who have greater 

difficulties in relation to the ordinary employment market.   

As a result of the situation generated by covid-19, Saba prepared with its suppliers the health 

and safety measures required to ensure the health of suppliers, workers and customers. 

7.3.2. Tax information 

The detail of the profit (loss), by country, in accordance with IFRSs as detailed in the notes to 

Saba's consolidated financial statements is as follows: 

Amounts in thousands of euros 

  

2020 2019

Portugal 2,429 7,559 

Andorra 167 3,105 

Slovakia (153) 2,640 

Germany (884) 1,340 

Czech Republic (1,186) 215 

Chile (3,547) 167 

Italy (5,333) (29)

UK (11,709) (1,300)

Spain (26,672) (3,731)

(46,888) 9,965 
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Saba paid EUR 2,213 thousand (2019: EUR 6,833 thousand) in income tax for 2020 and 

supplements for the previous year. 

Saba received EUR 2,372 thousand in personnel benefits and compensation in accordance with 

the various mechanisms established in each country in response to the crisis arising from the 

covid-19 pandemic. In 2019 Saba received EUR 370 thousand in government grants. 
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Report methodology 

      

 

Contents of Law 11/2018 on non-financial information Pages GRI Disclosure

Reporting option used 4 GRI 102-54

Business model

−  Description of the business model 4 GRI 102-2 

−  Markets served 4 GRI 102-6

−  Location of operations 4 GRI 102-4 

−  Scale of the organization 4 GRI 102-7

−  Key impacts, risks and opportunities 9 GRI 102-15

Information on environmental matters

−  Management approach 13 GRI 103-2, GRI 103-3 

GRI 102-15, GRI 102-

11

GRI 102-29, GRI 102-

30

GRI 307-1  

−  Environmental management and performance 20 GRI 302-4, GRI 302-5

GRI 103-2, GRI 302-4

GRI 302-5, GRI 305-5 

−  Circular economy 23 GRI 103-2

−  Sustainable use of resources 24

GRI 303-1, GRI 103-2, 

GRI 301-1, GRI 301-3, 

GRI 102-2, GRI 302-1, 

GRI 302-2, GRI 302-3, 

GRI 302-4, GRI 302-5 

GRI 103-2

GRI 305-1, GRI 305-2, 

GRI 305-3, GRI 305-4, 

GRI 102-15, GRI 305-5 

−  Key impacts, risks, and opportunities 19

−  Pollution 23

−  Climate change     26
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Information on labour and personnel-related matters

−  Management approach  27
GRI 103-2, GRI 103-3, 

GRI 102-35

−  Key impacts, risks, and opportunities 29
GRI 102-15, GRI 102-

30

−  Employment     

•  Number of and distribution of employees by country, gender, age and 

professional category 
31

GRI 102-7, GRI 102-8, 

GRI 405-1

•  Distribution of employment contracts and annual average by gender, 

age and professional category 
32 GRI 102-8

•  Annual average of indefinite-term, short-term and part-time employment 

contracts by gender, age and professional category
32 GRI 102-8

•  Number of terminations by gender, age and professional category  33 GRI 404-1

•  Average remuneration by gender, professional category and age  34 GRI 405-2

•  Gender pay gap 34 GRI 405-2

•  Remuneration of identical job positions or average remuneration at the 

company
36 GRI 202-1

•  Average remuneration of directors and executives 37
GRI 102-35, GRI 102-

36, GRI 201-3

•  Implementation of policies for employees to disconnect from work 37 Qualitative

•  Percentage of employees with disabilities 37 GRI 405-1 b

−  Work organisation     

•  Organisation of working time  38 GRI 102-8 c

•  Absenteeism  39 GRI 403-2

•  Measures to facil itate work-life balance  39 GRI 401-3

−  Health and safety     

•  Occupational health and safety conditions 41 GRI 103-2

•  Accident rates 42 GRI 403-2, GRI 403-3 

−  Labour relations     

•  Organisation of labour/management dialogue 43 GRI 102-43

•  Percentage of employees, by country, covered by collective agreements  45 GRI 102-41

•  Assessment of collective agreements in the area of health and safety 45
GRI 402-1, GRI 403-1, 

GRI 403-4 

−  Training     

•  Training policies implemented  45 GRI 103-2 

•  Training indices 45 GRI 404-1, GRI 404-2

 −  Universal accessibil ity for people with disabilities 49 GRI 103-2 

 −  Equality

•  Measures adopted to promote equal treatment and opportunities 

between men and women
49 GRI 103-2 

•  Equality plans 49 GRI 103-2 

•  Measures adopted to promote employment 49 GRI 103-2, GRI 404-2

•  The integration of, and universal accessibil ity for, people with 

disabilities
49 GRI 103-2 

•  Anti-discrimination and diversity management policy 49 GRI 103-2, GRI 406-1

•  Protocols against sexual and gender harassment 51 GRI 103-2
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Respect for human rights

−  Management approach  52
GRI 103-2, GRI 103-3, 

GRI 410-1, GRI 412-2 

−  Key impacts, risks, and opportunities 52
GRI 102-15, GRI 102-

30

−  Performance of due diligence reviews  52 GRI 103-2

−  Measures to prevent and manage possible instances of abuse  52 GRI 103-2,  GRI 412-1

−  Complaints of violations of human rights  52
 GRI 102-17, GRI 103-

2, GRI 419-1  

Information relating to anti-corruption and bribery issues

−  Management approach  54
GRI 103-2, GRI 103-3, 

GRI 205-2

−  Key impacts, risks, and opportunities 56
GRI 102-15, GRI 102-

30

−  Anti-corruption and anti-bribery measures  56 GRI 103-2

−  Anti-money laundering measures 56 GRI 103-2 

GRI 103-2, GRI 415-1, 

GRI 201-1, GRI 203-2

GRI 415-1 

Information on the Company

−  Management approach  60 GRI 103-2, GRI 103-3

−  Key impacts, risks, and opportunities 61
GRI 102-15, GRI 102-

30

GRI 413-1, GRI 413-2

GRI 203-2, GRI 102-43

−  Association or sponsorship activities 61 GRI 102-13

−  Management of consumer relations  63

•  Grievance mechanisms, complaints received and their resolution 63
GRI 102-17, GRI 103-2, 

GRI 418-1

•  Consumer health and safety measures 63
GRI 103-2, GRI 416-1, 

GRI 416-2

GRI 103-3, GRI 308-1

−  Outsourcing and suppliers 66 GRI 407-1, GRI 414-1

GRI 414-2, GRI 308-2

−  Tax information and transparency 67 GRI 201-4

Report methodology 69

−  Contributions to foundations and not-for-profit entities 59

−  The Company’s commitment to sustainable development 61
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