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The Baux Group considers its employees to be the key to its success. That’s why 
human resouce management is a fundamental part of the corporate strategy. 
Attracting, developing, and boosting team loyalty is essential to meeting the 
Group’s goals.  The company works hard every day to guarantee the health and 
safety of its people, drive team talent, and foster a great work environment. 

The BAUX Group relies on its employees and is committed to bolstering their 
skills, promoting diversity, and supporting teams’ desires to grow. It believes that 
professional relationships are mutually-beneficial, long-term partnerships.
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III.1
STABLE EMPLOYMENT

Within a context of instability and precariousness in the job market, the Baux Group 
is committed to providing open-ended employment contracts and supporting its 
employees’ careers. The Group also has a job bank to cover short and long-term 
vacancies. The candidates in the job bank have priority for stable positions when 
permanent positions become available. 

In 2019, the Baux Group had a staff of 335 employees of which 179 (53%) worked in 
the recycling and rolling area and 156 (47%) worked in the coating area. A total of 14 
had a reduction of working hours related to work-life balance.

In 2019, only 5% of the entire workforce had temporary contracts, while 95% held 
permanent contracts with an average tenure of 15 years.
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HOMBRES MUJERES
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EMPLOYEES
BY AREA

COATING AREA

MANAGER
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III.2
OCCUPATIONAL 
HEALTH AND 
SAFETY AT THE 
GROUP
Occupational Health and Safety is a pivotal part of achieving the company’s strategic 
objectives. The Group holds the development of safe workplaces where health and 
safety risks are controlled and reduced to the minimum as a top priority. So much 
so, that the Group added an occupational risk prevention system to its integrated 
management system for the rolling and recycling area and obtained ISO 45001:2018 
certification in 2020. It aims to extend it to the coating area in the coming years.

Occupational Risk Prevention is built into all hierarchical levels of the company, and 
executive bodies as well as workers and their representatives are involved in this 
effort. The goal is to pursue continuous improvement of the prevention management 
system, eliminate hazards, reduce risks, and meet risk prevention goals every year. 

The Baux Group also ensures the health and safety of its workers by providing 
them with information and training on the general and specific risks involved in 
their work. To monitor employee health, the company periodically carries out health 
monitoring and has a medical service available at the Recycling Plant and Rolling Mill. 
This service is set to be launched at the Coating Plant in 2020. 
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In order to reduce the number of incidents and 
accidents at work, which are mostly muscular and 
skeletal issues, sprains, ruptures, and cuts, the Group 
has launched campaigns against fatigue and heat, 
raised awareness about healthy habits and lifestyles, 
led a campaign against drugs and alcohol, signed 
agreements with sports companies in different regions, 
and promoted exercising with the BAUX Sports Club.   

As a result of this collective effort and the level of 
demand, the progress that began years ago continued 
in 2019. In 2019, a total of 18 accidents occurred, all 
of them minor, and there were four accidents while 
commuting.

THE MOST NOTABLE DATA FROM 2019
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III.3
SOCIAL DIALOG 
AND WORK 
ORGANIZATION

For the Baux Group, social dialog with staff representatives, regardless of who 
requests said dialog, plays an important role. Social dialog allows the Group to 
make progress on key issues such as promoting equal opportunities between men 
and women and keeping the organization of work productive and efficient while 
respecting employees’ social and labor rights.

Baux Group employees are governed by the following collective bargaining 
agreements:

• Iron and steel industry collective bargaining agreement for the province of Castellón 
for the Recycling Plant and Rolling Mill.
• General chemical industry collective bargaining agreement for the coating area.

The working conditions and rights of Group employees go beyond collective 
bargaining agreements and can also be found in regulations, as well as in the 
collective bargaining agreements and other agreements signed by the relevant 
worker representatives.
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To guarantee the well-being of its employees, the Baux Group believes proper 
management of the organization of work is crucial, and it has therefore created 
a number of initiatives to achieve its work-life balance and flexibility goals. These 
initiatives are in line with the different realities and organizational and production 
needs of each center, role, and activity.

A few examples include:

Flexibility with shift exchanges between 
workers.

Flexible workday start and finish times.

Schedule adaptation and reduction 
based on work-life balance needs.

Friday afternoons off or shorter days 
in summer for service personnel.

Personal days.

Part-time schedules 
end at 5:30 pm latest.

MÁX.
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III.4
EQUALITY, DIVERSITY, AND 
NON-DISCRIMINATION

In a globalized market, equal opportunity, especially between women and men, 
but also between people of different generations and people with different cultural 
backgrounds, is becoming a decisive factor in a company’s success. 

In 2019, the Group committed itself to providing equal opportunities as a strategic 
principle of its corporate Human Resources policy. This policy will be formalized and 
specified in 2020, when the Group’s Equality Committee will be inaugurated.

The number of women working for the Group varies based on professional 
category. Given the industry in which the Group operates, the nature of its activity, 
and the locations in which its plants are located, the Group faces a real challenge 
incorporating more women into its teams, especially in production. 

It should be noted that women hold 36% of executive positions, and the Steering 
Committee is comprised of 50% women and 50% men.
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In 2019, 2% of the staff of each Baux Group subsidiary 
was reserved for people with disabilities, as stipulated 
by the General Law on the Rights of Persons with 
Disabilities and their Social Inclusion.

There is a total of eight people on staff with a degree 
of disability at or above 33%, entailing more than 2% 
of the Group’s staff.

Functional Diversity
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III.5
COMPENSATION

In addition to the training and development policy, it is important to maintain an 
appealing compensation policy to attract and retain the most talented people.

On the one hand, in order to keep its compensation system competitive and in 
line with the evolution of the market, the Group periodically analyzes salary studies 
published by specialized consulting firms.

On the other, the compensation systems implemented in each business area 
are based on different collective bargaining agreements. Beyond these collective 
bargaining agreements, however, the Baux Group has established a variable 
compensation system connected to collective goals. These goals are:

Output. The number of tons of aluminum produced per month 

Reduction of Waste produced while manufacturing products in the 
coating area.
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III.6
TRAINING AND 
DEVELOPMENT
A FUNDAMENTAL TOOL TO 
MOTIVATE TEAMS AND BOOST 
GROUP COMPETITIVENESS

To attract and retain talent, the Group has developed 
and implemented a number of tools that affect hiring 
and quality of working life. As part of the actions aimed 
at improving quality of working life, the Group has 
heavily committed to the personal and professional 
development and growth of its human team. 

Challenge number one: attracting qualified talent. Be it 
due to the location of the coating plant (in an area far 
from large population centers) and the qualifications 
required to perform the work done there, the company 
has had a great deal of difficulty over the years finding 
qualified people. 

Challenge number two: retaining that talent. In order 
to mitigate the risk that lack of qualified personnel 
might entail, the Group has designed a personnel 
management system with training plans that provide 
teams with the know-how and skills necessary to do 
their jobs with excellence. 

While the Baux Group training plans call in external 
professionals to provide training on very specific areas 
of knowledge, the distinctive feature of the Group’s 

strategy is the overwhelming use of internal personnel 
with the most experience and know-how. It is the most 
experienced personnel with the most know-how on 
the processes, facilities, and products that give training 
sessions to new hires and any employee who needs a 
refresher or to reinforce any concepts related to their 
job.

This guarantees employee qualification with training 
and multi-role plans, which provide the know-how 
both to learn more technical and instrumental 
competencies (TPM or Lean tools, occupational risk 
prevention, environment, languages, etc.) and acquire 
social, personal effectiveness, and team management 
skills. 
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The Baux Group determines staff training needs based on the needs arising from its 
annual goals and the Company’s mid-term strategy. In the recycling and coating area, 
it also considers performance evaluations, which it conducts with the 9-box grid, 
analyzing both the performance (objectives and competencies) and the potential 
(what they can and want to achieve) of evaluated personnel. The Group’s goal is to 
expand this evaluation system to the coating area in 2020. 

RELEVANT 2019 TRAINING PLAN DATA

More than

7,000 hours
of training, entailing an 
average of
 21h of training per 
employee.

Special focus on
Occupational Risk 
Prevention, 
to respond to the 
measures set out in 
the Sectoral Collective 
Agreement for Industry, 
Technology, and Metal 
Sector Services

2,243 hours
125 employees 
trained. 

Training Plan
aimed at providing 
middle managers with 
the competencies 
necessary to manage 
people and 
processes as well 
as build leadership, 
LEAN tool, personal 
efficiency, and 
teamwork skills.

Training aimed at 
improving technical 
know-how and skills 
que dan elated to the 
continuous improvement 
of the plants’ day-to-day 
(e.g., training given in 
maintenance/engineering 
or on metalworking/
quality).

Raising awareness on 
healthy habits and 
lifestyles, raising 
environmental 
awareness, 
and boosting 
English language 
competence.
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REQUIREMENTS

1. Take 50% of required theoretical 
training. 

2. Carry out 75% of General 
Maintenance tasks on the related 
machinery. 

3. Have fortified understanding 
of the position, i.e., have performed 
the requisite hours of on-the-job 
training and received accreditation 
for top performance from the head of 
certification.

ADVANTAGES

1. Flexibility and adaptation to 
demand, guaranteeing production 
during occasional circumstances of 
absences in the workplace or production 
peaks.

2. Integration of general basic 
maintenance work into production 
positions, which minimizes the risk of 
breakdowns and reduces shutdown 
times in the event of breakdowns or 
part replacements.   

3. Involvement and motivation. 
Workers are more involved and 
motivated as they are given an 
opportunity to learn and perform 
different tasks.

To reach the multi-role level, workers must have a theoretical understanding of and 
practical know-how in each of the positions associated with that level of multi-role 
capability.

In 2019, 231 employees were able to benefit from this competency development system, 
representing 70% of the staff and leading to the promotion of nine workers to more senior 
positions.

In addition to the annual training plan, the Group has another tool to 
help its human team develop its skills: multi-role plans. 

Multi-role plans serve two objectives:

On the one hand, they allow the group to hire internally to fill vacancies 
in production positions and reduce the amount of time the position 
remains vacant.  On the other, they are the basis of production personnel 
(75% of the Group’s staff) development and its professional and financial 
promotion within the company. 

There are three levels. When a worker is certified in each of the levels, 
it means that they are able to perform two positions autonomously in 
addition to their own. 

Multi-Role Plans
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Training quality control is monitored with two surveys: 
the one filled out by the student to assess the quality 
of the teacher and resources used in the training 
and the one filled out by the immediate superiors of 
participants two months after the training session 
to assess the impact of the training session on the 
performance of each employee’s duties.

Training Quality Control 
System


