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INTRODUCTION 
Meccanotecnica Umbra (hereinafter MTU), since its foundation, has chosen to preside over and protect 
those values that inspire the company's entrepreneurial actions, such as respect for the law, transparency 
of behavior and the assumption of concrete responsibility towards the environment, workers and 
communities in which it operates and all stakeholders. 
 

MTU Presentation 

Meccanotecnica Umbra SpA is a world-leading company in the production of mechanical seals for pumps, 
specializing in the automotive and household appliance sectors, for which it covers approximately 35% and 
50% of the world market respectively, and in other civil and industrial application areas, including chemical, 
pharmaceutical, food, paper, mining, oil, agriculture and renewable energy. 
MTU was founded in 1966; its registered office, offices and factories are located in the industrial area of 
Campello sul Clitunno, a small town in Umbria between Assisi and Spoleto, 140 km north of Rome, in the 
province of Perugia, Italy. 
The Group today includes production plants located in the United States, Mexico, Brazil, Sweden, India, 
China, Türkiye and Canada and is characterized by offering the guarantee of maximum product reliability to 
its customers, thanks to constant technological innovation and the extremely high quality of its 
manufacturing procedures. 
 

Politics and Mission 

On March 20, 2024, a new revision of the MTU Policy and Mission was issued, which emphasizes and clarifies 
MTU's commitment to meeting the requirements of the SA8000 standard. 
The MTU Integrated Policy is distributed on the company intranet, on notice boards in production 
departments and in passageways and/or refreshment areas, and is available to all interested parties on the 
MTU website www.meccanotecnica.it 
It is reported in the attachment to this document. 
 

Code of Ethics 

In MTU, respect for human rights is considered one of the founding values of business action and the greatest 
possible effort is made to avoid any type of abuse. There is a strong commitment to spreading the culture 
of respect among all the people who work in MTU, in all the companies of the group and among all the 
stakeholders. 
Work represents the main resource of man as well as a fundamental element of dignity. It is the heritage of 
the company but also of each individual worker. MTU places work, its protection, its content at the center 
of its system of values. It is therefore committed to guaranteeing it, to taking extreme care of its conditions, 
to ensuring all our workers a prospect of professional and human growth. 
MTU disseminates its Code of Ethics through its website at www.meccanotecnica.it and disseminates it to 
its suppliers - new or consolidated - by referring to it in the General Conditions of Purchase. 
 

http://www.meccanotecnica.it/
http://www.meccanotecnica.it/
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Corporate Social Responsibility at MTU 

The SA8000 standard is a voluntary standard that defines the requirements that must be met by 
organizations in order to recognize human and workers' rights and improve workplace conditions. 
The core elements of this standard are based on the Universal Declaration of Human Rights, ILO conventions, 
international human rights standards and national labour laws. 
 

(SA) SOCIAL ACCOUNTABILITY = Corporate Social Responsibility 
 
The SA8000 standard - applicable worldwide - was drawn up in collaboration with World Labour Offices and 
Human Rights Organisations. 
 
The standard is based on nine Social Responsibility requirements, which are: 

1. Child labor 
2. Forced labor 
3. Health and safety 
4. Freedom of association and the right to collective bargaining 
5. Discrimination 
6. Disciplinary practices 
7. Working hours 
8. Remuneration 
9. Management System 

 
In 2020, MTU began the process of building a corporate social responsibility management system and was 
certified at the end of 2022. 
 
This report contains data for 2024. 
The company has an Organization, Management and Control Model pursuant to Legislative Decree 231/2001 
which provides for a flow of communication (via various channels) to the Supervisory Body, and - since 2018 
- the reporting system relating to the Health and safety of workers has been active and fully functional. The 
operation and data of the system are described in chap. 3 - Health and safety in the paragraph "Analysis of 
accidents and safety events". 
The reports received in the reference year are presented in chapter 11 - Management of reports. 
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1 – CHILD LABOUR 
 

“ The organization shall not engage in or support the use of child labor” 
 

Meccanotecnica Umbra, in application of what is expressed in its Policy, does not use child labor and does 
not allow its suppliers to make use of such labor. 
MTU monitors suppliers (including Supply Agencies), conducting on-site checks in the event of potential 
critical issues (also upon notification by an Interested Party). In the event that the presence of a child worker 
is ascertained, MTU implements actions to protect and recover the child by accompanying him/her in the 
path of education and life suitable for childhood. 
The procedure “Child-Juvenile-labour-safeguard” can be viewed on the MTU website. 
 

CHILD WORKERS 

In Italy, any person under 15 years of age is defined as a “child” while in other countries other definitions 
may be found in the reference standard. MTU, in accordance with its corporate culture, does not allow the 
presence of child labor, not even among suppliers. 
 

YOUNG WORKERS  

Any worker whose age exceeds that of the child as defined above and is under the age of 18 is defined as a 
young worker. MTU does not employ young workers. 
 
MTU welcomes – upon specific request from schools or training institutes – school-age students as part of 
the School-Work alternation discipline. These students are not assigned any work that requires the use of 
machinery and equipment; they mainly carry out observation activities alongside MTU workers. 
 

COMPOSITION OF THE STAFF 

The following graph shows the distribution of the workforce by age in 2024, including temporary workers.  
The youngest worker in 2024 is 29 years old. 
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2 - FORCED LABOUR 
 

The organization shall not engage in or support the use of forced or compulsory labor, 
including prison work, must not retain documents 

original identity documents and must not require staff to pay “deposits” at the start of employment. 
 

During the hiring phase, MTU delivers a copy of the hiring letter that contains all the contractual elements 
required (e.g. level, job description, CCNL, place of work, remuneration , etc. ), including the terms for 
terminating the employment relationship. Furthermore, it ensures that no one (including Temporary 
Employment Agencies) can ask for commissions or costs related to the hiring, withhold original identity 
documents or sums of money in order to be able to work at MTU or at its suppliers. 
 

HOW TO USE IT 

Below is the % distribution of the types of insertion in MTU for the reference year. 
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50% of new hires were placed with a temporary employment contract through a temporary agency. 
 

TERMINATIONS 

Below is the % distribution of terminations by cause in MTU for the reference year.  
Approximately 70% of terminations involved staff with temporary employment contracts.  
 

 
 

TURNOVER 

Turnover refers to the rate of employees who leave an organization voluntarily or through termination, 
retirement, or death while in service. 
Below is the % distribution of turnover between employees and non-employees for the reference year. 
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3 - HEALTH AND SAFETY 
 

The organization shall ensure a safe and healthy working environment. 
 

THE HEALTH AND SAFETY MANAGEMENT SYSTEM FOR WORKERS IN MTU 

Safety management is at the centre of attention of the work organisation, in order to guarantee workers 
and anyone else who may be involved in company activities a safe and healthy workplace. 
MTU has an ISO 45001 certified Occupational Health and Safety Management System. 
As required by the relevant national legislation (Legislative Decree 9 April 2008, no. 81), the Prevention and 
Protection Service, with the support of system documents and models, uses processes defined in constantly 
updated procedures to identify dangers and assess risks systematically and non-systematically, and applies 
the hierarchy of controls using computerized and standardized systems. The results of these processes are 
reported at least annually in the Risk Assessment Document. These processes involve, in addition to the 
qualified figures of the Prevention and Protection Service, the workers themselves who participate in 
updating the activities inherent to their job and collaborate in defining the level of risk in the process called 
“Risk Assessment”. 
Workers have the possibility to report dangerous conditions even outside the Risk Analysis process, through 
an application that sends the report directly to the SPP. The service takes charge of the report and involves 
the worker himself and the figures deemed appropriate in the search for adequate countermeasures to 
mitigate and eliminate the danger. 
In case of injuries, dressings or near miss reports, the SPP starts the root cause research process through 
models (SEWO) and procedures, involving the worker concerned in order to identify the most appropriate 
countermeasures. The progress and development of the countermeasure implementation processes are 
monitored through an application by the SPP. 
All information relevant to safety is disseminated to workers through the company intranet, which can be 
consulted from the IT totems in the departments, and the plant and department noticeboards. 
 

AND SAFETY EVENT ANALYSIS 

In 2024, 1 accident occurred at Meccanotecnica Umbra. The annual average of the injury severity index (Ig) 
in the last five years is approximately 0.18. In the same observation period, the average age of the injured is 
51 years. Both of these indicators have remained substantially unchanged compared to last year. 
As required by the voluntary regulatory standard ISO45001, a timely investigation was carried out into the 
causes of the events and corrective actions were identified and applied (mainly new procedures were 
adopted and workers' conditions were examined in depth with the support of the Competent Doctor) aimed 
at preventing the recurrence of the events. 
It is essential that the “zero accidents” objective that the company sets itself every year is shared and 
assimilated by the entire organization in each of the individual gestures that the worker makes during the 
working day. The company will therefore continue in its commitment to making work spaces increasingly 
safe and to further increase the level of awareness regarding the positive impact that safe behaviors have 
on the performance of the management system for health and safety at work. 
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Year Total 
number 

of 
events 

No. of events 
Occurred to 

operative 
workers 

No. of 
operative 
workers 

No. of 
hours 

worked 

Relative 
frequency 

index 
operative 
workers 

(x 1000 workers) 

frequency 
index  

(x 1,000,000 
hours) 

damage 
index 

severity 
index  
(x 1000) 

2024 1 1 128 305695 7.81 3.27 51 0.17 
 

In 2024, no applications for recognition of occupational diseases were received. 
 
In the year 2024, 2 internal self-medications and no near misses were recorded. The reported medication 
events and mear misses are analyzed, in collaboration with the interested parties, through the SEWO (Safety 
Emergency Work Order) tool, consisting of a model, part of the documents of the health and safety 
management system of Meccanotecnica Umbra. 
 

TRAINING 

With regard to training in health and safety in the workplace, MTU has precisely defined criteria and methods 
through which training needs are identified, as well as training and education plans are planned, 
implemented and reported in order to qualify personnel according to specific needs and to maintain 
adequate records of the interventions provided. 
The commitment that MTU intends to maintain is to guarantee the complete education and training of 
personnel in environmental and health and safety matters in the workplace from the moment of hiring. 
In 2024, 2,132 hours of mandatory training were provided on health and safety in the workplace. In addition, 
14,742 hours of training were provided by both HSE Service staff and qualified teachers on various non-
mandatory topics related to health and safety in the workplace. The delivery methods are in-person training, 
in a virtual classroom or FAD and on-the-job training, with an average of 13 hours provided per course. The 
hours also include on-the-job training and continuous training that takes place in the departments. 
 

HEALTH SURVEILLANCE 

Health surveillance was regularly managed throughout the year 2024, subjecting all workers with expiring 
eligibility to a medical examination. The health checks required by law were regularly carried out to verify 
the absence of drug addiction conditions and/or the use of narcotic and psychotropic substances, as well as 
the use/abuse of alcohol. 
 

HEALTH PREVENTION AND WELFARE INITIATIVES 

MTU pays particular attention to internal relations in order to facilitate collaboration between people, 
increase the sense of belonging, and increase the diffusion of corporate values and culture. 
The company plans specific interventions to facilitate workers' access to non-work-related medical and 
health care services. Central to identifying actions is proactive decision-making and worker involvement in 
the implementation of initiatives. MTU does not limit itself to implementing the welfare provisions of the 
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national collective agreement adopted in the company, but undertakes its own initiatives shared with 
workers, unions, the Municipality of Campello sul Clitunno and other local organizations and associations. 
One of the main interventions is represented by the project "Noi MTU – Famiglia, Salute, Persona", which 
aims to increase the well-being of workers and promote a tailor-made welfare to improve the internal 
climate. 
The project began in 2022 after winning a public tender for corporate welfare and led to the implementation 
of training and awareness campaigns on health prevention combined with the possibility of carrying out 
visits and screening tests during working hours and at no cost to employees for the entire duration of the 
plan, at an identified Medical Center. The prevention campaigns conducted concerned the prevention of 
breast cancer, prostate cancer, the prevention of cardiovascular diseases, diabetes and obesity. 
A series of services have also been activated that can be used in the company and during working hours, 
such as consultancy by a nutritionist, experiential laboratory for stress management, BRAIN LONGEVITY® 
Protocol and psychological listening desk. 
Furthermore, in order to offer other services to workers - still within the scope of the same project - a 
laundry, a company butler service and an after-school service aimed at employees' children and also citizens 
were activated. 
During 2024, MTU, with internal resources and the support of a local Foundation, has kept active the 
psychological help desk services, BRAIN LONGEVITY® Protocol, company laundry, Educenter (primarily for 
workers' children but also for children residing in the municipality) and the company butler. It has also signed 
an agreement with the Medical Center, the same one used for free screenings, to continue conducting check-
ups and prevention visits. An agreement is also active with a nursery in the municipality of Campello sul 
Clitunno. 

4 - FREEDOM OF ASSOCIATION AND RIGHT TO COLLECTIVE BARGAINING 
 

All personnel shall have the right to form, join, and organize trade unions of their own. 
choice, and to bargain collectively with the organization. 

 

MTU ensures that company personnel can join freely chosen trade unions and that trade union activities are 
carried out in compliance with national legislation and agreements between the social partners.  
The company does not discriminate against Union Representatives and Union Members. 
 

TYPES OF COLLECTIVE AGREEMENTS 

The following national collective agreements apply within MTU: 

• Metalworkers Industry CCNL 

• CCNL Industrial Managers 
Collective agreements are regularly distributed in paper format with each updated version. 
The Company Regulations are available to all workers on the company intranet. 
 

EXERCISE OF TRADE UNION FREEDOM 

In 2024, 35.9% of the staff were members of a union of their choice and the following graph illustrates the 
percentage of workers registered with the different unions. 
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A total of 778 hours of strike were carried out. 
 

5 - DISCRIMINATION 
 

The organization shall not engage in or support any form of discrimination. 
in hiring, remuneration, access to training, promotion, termination of employment or  

retirement, based on ethnicity, national, territorial or social origin, caste, birth, religion,  
disability, gender, sexual orientation, family responsibilities, marital status, membership 

union membership, political opinion, age, or any other condition that could give rise to discrimination.  
 

MTU guarantees equal opportunities and rejects any form of discrimination throughout the employment 
relationship, from the selection phase to termination. 
MTU extends its policy of non-discrimination of personnel to the Temporary Work Agencies and its 
subsidiaries abroad and ensures that temporary workers are guaranteed the rights and remuneration due 
as well as all health and safety elements. 
Furthermore, it ensures that no discriminatory behavior occurs and that all workers are guaranteed the 
opportunity to submit complaints and suggestions for improvement without repercussions. 
New personnel are hired on the basis of objective parameters relating to training, experience and skills in 
relation to the roles to be filled. 
Work is remunerated according to the indications contained in the National Collective Contracts of the sector 
of belonging and in the supplementary agreements agreed at company level with the trade unions. The same 
regulatory sources regulate promotions, dismissals and retirements. 
Access to training is guaranteed taking into account the company's needs. Training courses on health and 
safety and social responsibility are organized for all workers, regardless of their assigned tasks. 
There is no interference with the freedom of each worker to follow his own principles. 



 

12 
 

The integrity of workers is safeguarded and offensive behavior towards their personal sphere is not 
permitted. 
 

FEMALE PRESENCE IN THE COMPANY 

Staff selections are open to candidates of all genders and on the basis of the objective parameters expressed 
in the previous paragraph. 
The percentage of women in MTU is far from representative of the population average, but it is definitely in 
line with the average female employment in the industrial sector (Source: ISTAT data), as shown in the 
following graphs. 
 

 
Data source: ISTAT 

 

 
If we analyse the situation of the specific reference sector of MTU, ATECO 25 - Manufacture of metal 
products (excluding machinery and equipment), we note a percentage of female presence in MTU that is 
decidedly higher than the average for the aforementioned sector. 
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MTU data         Data source: ISTAT 
 
In MTU, women occupy almost all of the production workers dedicated to sorting, visual inspection, testing, 
packaging and manual assembly. Furthermore, the female presence rises to 41% when referring to office 
workers. 
The presence of women, however, is marginal in managerial profiles and on the Board of Directors, a figure 
which is however in line with the national trend (see the following graph) regarding women working in 
companies. 
 

 
Data source: ISTAT 
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DISABLED PEOPLE AND PROTECTED CATEGORIES 

The situation of people with disabilities and protected categories is constantly monitored by the human 
resources service which annually carries out the required procedures to verify compliance with the issue. 
All workers who have requested it, who are entitled to permissions under the law, such as those under Law 
104 for caring for a disabled family member or for themselves, can freely use these permits. 

 

FOREIGN WORKERS IN THE COMPANY 

There are some foreign workers in the company. 
The level of knowledge of the Italian language by all foreigners present is such that it is not necessary to 
translate procedures, operating instructions and communications relating to work operations, safety, 
freedom of association, respect for workers' rights and human rights in general. 
 

6 - DISCIPLINARY PRACTICES 
 

The organization shall treat all personnel with dignity and respect. 
 
At MTU, disciplinary measures are based on facts and the worker is guaranteed the right to make his or her 
case heard and/or to be assisted by a trade union of his or her choice. 
The cases, times and related disciplinary measures are contained in the applied CCNL of the Metalworkers 
Industry: any disciplinary measures are issued in the event that employees do not comply with the rules set 
out in the CCNL, as provided for by the legal provisions and the Company Regulations. 
Disciplinary measures, with the exception of verbal warnings, are communicated and delivered in written 
form (via registered mail with return receipt , by hand or certified email) both in the disciplinary dispute 
phase, which could lead to a sanction, and in the assignment of the sanction itself. 
In 2024, disciplinary proceedings were resorted to and in all cases the worker was guaranteed the possibility 
of a cross-examination aimed at explaining the reasons and dynamics of the facts. A disciplinary proceeding 
was initiated, which ended with the issuance of a suspension. 
There were no reinstatements in 2024. 
 

7 - WORKING HOURS 
 

The organization must comply with applicable laws, collective bargaining agreements (where applicable) and 
industry standards on working hours, rest periods and public holidays. 

 
At MTU, working hours are recorded via badges and stored via a specific application. Leave and holidays can 
be requested via a specific application and must be authorised by your manager. This application allows each 
worker to independently and constantly monitor their own time stamps and to correct or justify any 
absences. 
The breaks, agreed between the company and the workers, are managed alternatively in order not to 
interrupt the normal flow of activities, direct or indirect. In order to lighten the work performance, the 
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Management has arranged collective breaks, instrumental to the activity itself and to the organization of 
work that are binding for the workers. 
The Personnel Administration office is available to workers to provide all information regarding working 
hours, pay slips and any interpretations of the employment contract. 
The normal working hours are 40 hours per week. The work in the departments is generally organized in 
shifts, with night shifts in some departments and/or in some periods of the year. Office work is instead 
scheduled from 8 to 17. 
 

EXTRAORDINARY WORK 

In 2024, a total of 2,689.50 hours of overtime were worked. The people with the most overtime hours are 
part of the homogeneous groups of testing and packaging, and general service workers.  
The Human Resources Office constantly monitors compliance with the legal limits. 

USE OF HOLIDAYS AND PERMITS 

Company practice is to close the year with no residual holidays and permits. 
The number of workers who nevertheless retain a residual holiday is monitored by the Human Resources 
office which agrees a disposal plan with the workers concerned. 
 

8 – REMUNERATION 
 

The organization must respect the right of staff to a living wage […]. 
Wages must be sufficient to meet the basic needs of staff, 

as well as providing some discretionary income. 
 
The hours of work, overtime, as well as night work, holiday work and shift work are clearly indicated on the 
pay slip and the increases provided for by the Metalworkers' contract are paid for these. 
A portal is available for checking and printing documents related to the employment relationship. 
For workers who do not have direct access to the system, an alternative solution is made available in the 
departments both to access and print all the documents involved, including the Pay slip. 
 
The figure below shows the percentage distribution of workers by category for the year 2024.  
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TYPES OF CONTRACTUAL FORMS 

The contractual forms used in the company are: 

− permanent contract 

− fixed-term contract 
The figure below shows the percentage data relating to the year 2024 for the distribution of the type 
of contracts. 
 

 
 
 
In MTU, 94% of the employees have an employment contract directly with MTU while the remaining workers 
have temporary employment contracts with temporary employment agencies. 
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PRODUCTION AWARDS 

Production bonuses are agreed with the union representatives and all workers benefit from them regardless 
of their placement method. 
 

PERCENTAGE DIFFERENCE BETWEEN THE LOWEST SALARY PERCEIVED AND THE LIVING WAGE 

The living wage is the so-called “living wage” and outlines the minimum wage a worker needs to earn in 
order to live with dignity. The living wage model aims to alternatively measure basic needs. This approach is 
based on market data and collects expenditure data by geographic area (country) for the best estimate of 
the minimum cost of food, child care, health insurance, housing, transportation,  and other basic necessities 
(e.g. clothing, personal care items, etc.) for a household. The living wage uses these cost elements and the 
approximate effects of income and payroll taxes to determine the minimum earned income needed to meet 
the basic needs of a household in order to maintain self-sufficiency. 
In Italy, the definition of a living wage occurs through collective bargaining and therefore, compliance with 
collective agreements represents in itself a valid indicator of the adequacy of wages to the actual cost of 
living. 
The comparison between the living wage and the lowest salary received in the company indicates how far 
the salary may be from the possibility of satisfying one's primary needs or how substantial the additional 
discretionary earnings are. 
In MTU, the wages defined in the collective bargaining agreement apply. 
The calculation of the gross salary (including the TFR portion, 13th and 14th monthly salary) for the worker 
with the lowest classification level for the year 2024 showed a + 93% compared to the living wage considered 
1. 
If we compare the living wage calculated in MTU and the poverty thresholds for family size, we note that the 
salary in MTU is significantly above the threshold for the average Italian family of approximately three 
people. 
 

INTEGRATION FUND 

In 2024, the economic situation led to a decrease in production and therefore recourse was made to ordinary 
redundancy payments for the number of hours required by law. 
 

PERMANENT TRANSFORMATIONS 

In the year 2023 there was no transformation of permanent contracts. 
 

9 - MANAGEMENT SYSTEM 
 

The management system is the operational map that allows an organization to achieve, through the 
continuous improvement, full and sustainable compliance with SA8000, also known as “Social Performance”. 

 
1The living wage considered is the one calculated by the CISE certification body for Italy available for the year 2021. 
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MTU has equipped itself with a Corporate Social Responsibility Management System that guarantees the 
application of the international SA8000 Standard. The System is periodically reviewed and the Corporate 
Social Responsibility Report is published annually on the company website, illustrating the purposes, 
mission, activities, performance indicators and objectives of the System. 
The System is based on a strong and continuous participation by all workers who are involved through 
training (both during the hiring phase and periodically with specific updates) and direct participation in 
specific projects. The law requires that there be Workers' Representatives for SA8000 (RLSA). In MTU these 
coincide with the Trade Union Representatives who have invited the Workers' Representatives for Safety to 
be part of it. 
Each SA8000 Workers Representative is responsible for: 

• facilitate communication with Company Representatives and engage with them regarding 
compliance, application and monitoring of Social Responsibility requirements; 

• actively participate in the Social Performance Team and risk analysis, proposing improvement 
actions; 

• participate in monitoring the actions implemented when a case of child labour is discovered; 

• inform workers about the progress of SA8000. 
Furthermore, he is informed about the reports received by the company and their management.  
The RLSA is free to meet and communicate with workers and no permits are required for this purpose. 
In addition to the RLSAs, there is a Management System Manager (RSA), who is the supervisor, coordinator 
and contact person for the SA8000 Management System, and a Management Representative (RDDSA) who 
has the function of liaising and providing information to Senior Management and the owners. 
 

MANAGEMENT OF SUPPLIERS AND CONTRACTORS 

 
MTU applies due diligence to verify the compliance with the SA8000 Standard of its suppliers/subcontractors 
(including Group companies), private employment agencies and sub-suppliers, hereinafter referred to 
generically as “suppliers”. The same approach is applied when selecting new suppliers. 
MTU effectively communicates the requirements of the Standard to supplier management by sending the 
relevant system documents in the preliminary stages of commercial negotiation. 
Furthermore, it assesses significant risks of non-compliance by suppliers through a specific risk assessment 
process and makes reasonable efforts to ensure that these are adequately addressed by its suppliers in an 
appropriate manner, based on its capabilities and resources to influence such entities. 
MTU monitors and tracks supplier performance on a regular basis to ensure that risks are effectively 
addressed. 
MTU does not receive, handle or market goods and/or services from suppliers classified as home workers. 
During the two-year period 2022-2023, a substantial update of the supplier monitoring system was 
conducted, both in terms of the tools used and the communication and evaluation methods. 
Suppliers are monitored every two years through topic-specific questionnaires; after sending the 2022 
questionnaires, various discussions with suppliers followed in 2023 as well, for which further investigation 
was necessary. 
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In 2024, questionnaires were sent for the monitoring of the so-called SA8000 critical suppliers based in Italy 
using a new automatic sending system created with the support of the company IT service; the final 
development of the system and the continuation of the monitoring campaign are expected in 2025. 
 

10 - SOCIAL PERFORMANCE TEAM (SPT) 
 
MTU has established the Social Performance Team, which has the purpose of applying and monitoring all 
elements of the SA8000 standard. 
It is composed of a balanced representation of SA8000 Worker Representatives and management.  
The Social Performance Team: 

• periodically performs a risk assessment to identify and prioritize areas of actual or potential non-
compliance with the Standard. The assessment is carried out using a Probability X Severity 
methodology; 

• recommends to Senior Management actions to address such risks; 

• monitors the progress of SA8000, corrective actions including reports received; 

• facilitates the conduct of internal audits by informing the SA8000 Representative of any areas of 
greater criticality that merit specific investigation; 

• prepares reports for Senior Management reporting information on performance and benefits of 
actions taken. 

The SPT members meet every 6 months (or when necessary, in case of critical situations), to monitor 
workers' reports and working conditions. The Production Manager, Employer, Human Resources Manager 
and any other relevant Senior Management figure are informed of the results of the meetings and will also 
take action to evaluate the feasibility of improvement actions according to their areas of expertise and 
delegations. 
Other workers and/or company functions may be invited to SPT meetings to explore specific topics covered 
in greater depth. 
 
In 2024, two SPT meetings were held during which the risk assessment was updated, reports were managed 
and actions taken following these assessments were monitored. 
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11 - MANAGEMENT OF REPORTS 
 
Staff and Interested Parties may report (even anonymously when the chosen communication channel allows 
it) any problems and provide suggestions for improvement, in the following ways: 

• by directly interfacing with RSA and/or with your Function Manager; 

• directly interfacing with the SA8000 Workers' Representative (RLSA); 

• by reporting (even anonymously) to be posted in the appropriate boxes for forwarding reports and 
complaints; 

• by sending reports via email (not anonymously) to: 
➢ sa8000@mtu-group.com ; 
➢ info@ciseonweb.it address of the Center for Innovation and Economic Development – CISE, 

certification body identified by MTU (in this case, for information purposes, it would be 
appropriate to also insert the report in the company mailbox, so that the problem can also be 
known within the Company and managed); 

➢ SAAS (Accreditation Body), 220 East 23rd Street, Suite 605 
New York, New York 10010, USA 
email: saas@saasaccreditation.org 
fax: +212-684-1515. 

The function that becomes aware of the report is required to immediately communicate it to the SA8000 
Management System Manager (RSA) who takes action to manage it. 
The reporting box is opened by the SA8000 System Manager. All reports are taken into account and 
transcribed in a special register. 
 
In 2024, the SPT received three reports, which were dealt with in specific meetings of the same working 
group. 
The analyses and the related countermeasures were defined in the same meetings in a collegial manner by 
the entire working group. All the members of the SPT actively participated in the development of the 
countermeasures and monitor the evolution of the situations detected also in relation to the effectiveness 
of the countermeasures established. 
 
 
  

mailto:sa8000@mtu-group.com
mailto:info@ciseonweb.it
mailto:saas@saasaccreditation.org
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PLAN GOALS AND TARGETS 
Below is an extract from the SGI Objectives and Targets Plan relating to aspects of Corporate Social 
Responsibility. 
 

No. Objective Finish line Actions Expected times 

14/22 
Discrimination 
Monitoring 

Equal pay for men and 
women with the same 
job 

Elaboration of an indicator 
relating to the difference in 
overall gross remuneration 
between men and women in 
the category of workers 
relating to the last calendar 
year 

GOAL ACHIEVED - 
Indicator defined, 
developed, and 
shared with SPT in 
October 2024 

15/22 
Working time 
monitoring 

Ensure adequate 
vacation and rest periods 
during the working year 

Definition of a limit of hours 
of vacation and residual 
permits for each classification 
relating to the last calendar 
year beyond which a disposal 
plan is drawn up 

GOAL ACHIEVED - 
Procedures and 
practices defined 
and shared with 
SPT in October 
2024 

6/25 
Discrimination 
Monitoring 

Equal pay for men and 
women with the same 
job 

Elaboration of an indicator 
relating to the difference in 
overall gross remuneration 
between men and women in 
the category of employees 
relating to the last calendar 
year 

December 2026 

7/25 
Discrimination 
Monitoring 

Contribution to cultural 
growth on the subject of 
gender violence 

Awareness-raising 
intervention on the topic of 
gender violence. 

December 2025 

 
 
 
 
 
Campello sul Clitunno, 31/03/2025 
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ANNEX 1: POLICY AND MISSION 

( 20/03/2024 ) 
 

Our choice, since the foundation of Meccanotecnica Umbra, has been not to set ourselves exclusively 
economic and profit objectives but to strongly protect and safeguard those values, which still today, inspire 
our entrepreneurial actions: 

• compliance with the laws and transparency of behavior; 

• the assumption of a strong responsibility towards the territory, employees, the communities in which 
we operate, customers/suppliers and shareholders. 

This approach has allowed the company to grow over time, despite being geographically located far from 
the traditionally more developed industrial hubs of our country and Europe, to provide its employees with 
the opportunity of stable, stimulating and content-rich work, and finally to build a Group that operates on 
every continent, not only from a commercial point of view but also from that of industrial settlements. 
Today, in a period in which competition has often reached extreme levels and the objectives that influence 
the strategies of companies are very different, we want these values to inspire, more than ever, the attitudes 
and behaviors of managers and employees and to represent a highly distinctive element of our Company. 
For this reason, the Board of Directors, and the management of MTU Group are committed to playing a role 
in constantly promoting a corporate culture that is increasingly in line with the principles set out above and 
to ensuring: 

• intellectual-emotional and professional, moral and technical growth, the involvement and motivation 
of people; 

• the correct management of the Quality, Environment and Energy, Safety and Corporate Social 
Responsibility systems in compliance with the standards (UNI EN ISO 9001, IATF 16949, UNI EN ISO 
14001, EMAS Reg., UNI ISO 45001, UNI EN 9100, UNI EN ISO 50001 and SA 8000), at the parent company 
and when applicable at subsidiaries, with the primary objective of continuously improving its 
performance; 

• constant compliance with high standards of quality, time, health and safety at work, product safety, 
environmental protection and energy management and worker valorization; 

• the definition of a system that provides for the assignment of clear and shared objectives, the objective 
and methodologically flawless evaluation of human resources, the representation of the instrument for 
directing and implementing the Group's strategy and, finally, the definition of a framework of the 
situation capable of indicating to everyone, with sufficient clarity, the standards and correction 
mechanisms; 

• the commitment to reducing environmental impact and optimising the use of resources, spreading 
attitudes, behaviours and methods aimed at avoiding all forms of waste; 

• the commitment to consult and promote the participation of workers and workers' representatives in 
defining the objectives for Health and Safety at Work, for the Environment, Energy and for Corporate 
Social Responsibility; 

• the use of indicators relating to monitoring the continuous improvement process, customer satisfaction 
(including the customer within the Group's units and between the Group's units), environmental, health 
and safety performance, reference markets and comparison with the competition, costs (in particular 
of "non-quality"), defects, technological updating of plants, and the professional and human growth of 
people; 
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• the involvement of suppliers as an integral part of the supply chain subject to the processes of the 
Quality, Health and Safety at Work, Environment, Energy and Corporate Social Responsibility 
management system that contribute to the creation of the product; 

• implementation and compliance with all applicable laws and regulations; 

• the correct implementation and maximum dissemination of the Code of Ethics as well as the adoption 
and implementation at the parent company of the Organizational and Management Model pursuant to 
Legislative Decree 231/01; 

• a structured approach to the prevention and reduction of accidents and occupational diseases; 

• safety and health, with a view to prevention, protection, rescue, and emergency intervention, 
prioritising the safety and health of employees, third parties and the population as a whole; 

• an open dialogue with all interested parties, including through publication and dissemination: 
o of the Environmental Declaration, where applicable, defined as an information tool on the 

environmental aspects relating to the company's activity, on its environmental policy, as well as on 
its objectives and programmes in the environmental field; 

o of the Social Balance Sheet, where applicable, as a tool for informing the company's commitment to 
Corporate Social Responsibility; 

 

• periodic review of the achievement of the objectives set and the constant adequacy of the Policy to the 
company organisation, the nature and size of the risks associated with its activity; 

• the dissemination of the policy throughout the Group's units at every corporate level and to all those 
working on behalf of the organisation and , finally, its availability to all interested parties; 

• the dissemination - to all interested parties - of an addendum to this Policy and Mission (called 
“Corporate Social Responsibility, Application of the SA8000 standard in Meccanotecnica Umbra SpA”) 
which contains adequate procedures and information regarding the methods for sending suggestions 
for improvement and/or reports relating to the Management System for Corporate Social Responsibility.  

 
 
 

Campello sul Clitunno        President and CEO 
 20/03/2024           Carlo Pacifici 




