
 

Milan, May 23rd 2022 
 
Dear Colleagues, 
 

Loro Piana’s history has always been founded on values such as quality, authenticity, integrity, 
excellence. Moved by the firm conviction that an ethical and sustainable conduct represents the base for 
our success and growth, we believe that the task of each of us is to keep an exemplary behavior, becoming 
ambassadors of these guiding principles and reflecting them in our everyday activities. 
 

This is concretely represented by our Code of Ethics, which embodies our way of acting and 
thinking while guaranteeing coherence among the values and the daily activities which the company 
carries out. 
 

Loro Piana embraces the principles and behaviors adopted by the LVMH Group which fully 
intertwine and reflect our distinguishing philosophy and DNA and has adopted the LVMH Code of 
Conduct making it its own Code of Ethics. 
 

These principles guide the behaviors of each of us and of every person who works, collaborates 
or gets in contact with Loro Piana. 
 

I invite you to read carefully the Code of Conduct, considering it the vademecum of your daily 
activities, in the offices, in the stores and in the plants. 
 

Thank you for your collaboration. 
 

         Damien Bertrand 
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Successful companies stand the test of time. 

LVMH knows this well. Our Maisons excel in nurturing the value of their brands, 
continually strengthening their appeal with bold innovation while respecting 
their unique and prestigious heritage. This is what inspires the success of the 
Group and guarantees our future. 

The success of LVMH also depends on respect for the shared rules, practices and 
principles that guide the day-to-day conduct of our business activities everywhere 
in the world in terms of ethics, social responsibility and respect for the environment. 

LVMH has articulated and encouraged respect for these shared rules, practices 
and principles. Since its founding, the LVMH Group has ensured that:

 these practices reflect the highest standards of integrity, responsibility and 
respect for stakeholders;

 employees enjoy a work environment in which they can express their talent 
and apply their skills and expertise;

 our Maisons define and adapt their production processes, habits and behaviors 
to pursue continuous improvement in addressing the environmental issues we face;

 we contribute to the development of the regions and communities where we 
do business;

 we provide resources and competencies to support public interest  initiatives 
and corporate philanthropy, and promote access to the arts and culture for a 
broad public.

We make these commitments to ourselves and to our stakeholders. They are 
reflected in the signature by LVMH and its Maisons of fundamental  initiatives – 
such as the United Nations Global Compact in 2003 – and by the adoption of 
internal codes of practice and charters that provide a  benchmark for all our 
Maisons. These include an Environmental Charter introduced in 2001 and the 
Supplier Code of Conduct in 2008. We adopted the initial version of our Code of 
Conduct in 2009, formally setting out simple yet fundamental principles that 

F O R E W O R D

 6 



inspire the Group in the conduct of its businesses and guide each of us in the 
exercise of our responsibilities.  

This updated version of our Code of Conduct is both more explicit and more 
extensive for several reasons.

Because we must update our common framework to better address the diversity 
of continually evolving national contexts, métiers and cultures.

Because we must ensure compliance with all applicable treaties, laws and regula-
tions, particularly in the areas of human rights and basic freedoms, health and 
safety, environment and ethics.

And because it is essential that these principles be applied thanks to  concrete 
and effective means and an appropriate organizational structure.

This Code of Conduct has been signed by the members of the Executive Commit-
tee and by the CEOs of the LVMH Maisons. Each of the signatories thus makes a 
formal commitment to respect this Code and to guarantee its application and 
dissemination.

The Board of Directors’ Ethics and Sustainable Development Committee monitors 
respect for the rules and values defined in this Code of Conduct. Each Maison and 
its members are expected to engage with this common framework and to apply 
its principles. This is a key factor in ensuring our continued excellence and a pillar 
that allows us to thrive over the long-term.

Our future collective success depends on the ethical commitment of every individ-
ual in the Group.

Bernard Arnault
Chairman and Chief Executive Officer of LVMH

LVMH  .  C o d e  o f  C o n d u c t
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I N T R O D U C T I O N

purpose

The LVMH Group (“LVMH” or the “Group”) com-
prises over 70 exceptional Maisons that create 
high quality products. LVMH is the only com-
pany active in all five major sectors of the luxury 
industry: Wines & Spirits, Fashion & Leather 
Goods, Perfumes & Cosmetics, Watches  
& Jewelry and Selective Retailing. 

The Group’s growth and enduring success are 
underpinned by the values and principles that 
shape its  culture and inspire and guide the 
actions of all employees.

LVMH’s ambitions are anchored by three funda-
mental values shared by all members of the 
Group:

 Be creative and innovative: creativity and 
innovation are part of our DNA. Over the years, 
they have ensured our Maisons’ success and 
established their legitimacy. This combination 
of creativity and innovation is the foundation of 
our Maisons and figures at the heart of the del-
icate balance required to continually renew our 
offering while resolutely looking to the future, 
always respecting our unique heritage;

 Deliver excellence: because LVMH embodies 
the world of craftsmanship in its most noble 
and most accomplished form, we pay meticu-
lous attention to detail and to perfection. We 
never compromise on quality. From products to 
service, we cultivate our difference through this 
constant quest for excellence;

 Cultivate an entrepreneurial spirit: LVMH has 
an agile and decentralized organization that 
encourages efficiency and responsiveness. It 
stimulates individual initiative by entrusting 
each person with meaningful responsibilities. 
Our entrepreneurial spirit encourages both 
risk-taking and perseverance. It requires prag-
matic thinking and an ability to motivate teams, 
leading them to achieve ambitious objectives.

responsible people at the heart  
of performance

LVMH employees are inspired by these values 
and embody them to guarantee the success of 
the Group and its Maisons. These values serve 
as a guide for our employees in changing con-
texts, as well as in complex environments, ena-
bling them to challenge themselves to innovate 
and drive growth. These values are the pillars 
that ensure the performance and long-term 
success of the LVMH Group.

an ecosystem of maisons

LVMH is above all an ecosystem of Maisons that 
share a common culture of excellence and 
dynamic creativity to satisfy the aspirations of 
their customers.

The organization of LVMH emphasizes the 
autonomy of its Maisons, recognizing the rich 
diversity of the business models they have 
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developed. The Group respects their distinctive 
character and development paths and acts as 
the leader of a creative community where 
expertise and skills are carefully preserved, 
 nurtured and shared.

Decentralized operations guarantee the auton-
omy and agility of the Maisons, allowing LVMH 
to remain extremely close to customers, to rap-
idly make effective decisions, and to continually 
motivate our employees by encouraging them 
to show their entrepreneurial spirit.

a shared ethical framework

The principles set out in this Code of Conduct 
provide an ethical framework for all the actions 
of LVMH and its staff. LVMH expects exemplary 
behavior by its employees, fully respecting the 
Group’s ethical commitments.

Respect for national and international laws, reg-
ulations and decisions and the application of 
best practices – particularly with respect to eth-
ics, the environment and social responsibility – 
are essential prerequisites for the credibility of 
our policy. LVMH is committed to respecting 
both the letter and the spirit of these key texts 
and to translating its values and principles into 
responsible behavior.

This Code of Conduct is inspired by the funda-
mental values detailed above, as well as the  
Universal Declaration of Human Rights, the 
United Nations Global Compact, the OECD 

Guidelines for Multinational Enterprises and  
the United Nations Guidelines on Women’s 
Empowerment.

The LVMH Code of Conduct provides the foun-
dations for our policy. The application of this 
common base in specific areas is detailed in the 
Environmental Charter, the Supplier Code of 
Conduct as well as various internal guidelines 
and charters.

This Code of Conduct does not supersede the 
codes and charters applied by LVMH Maisons, 
but rather serves as a common core and source 
of inspiration. It brings together the fundamen-
tal principles that illustrate our shared commit-
ment and guide the way we carry out our 
day-to-day professional activities. It states the 
principles that must inspire every member of 
the Group, as well as our partners and suppliers.

LVMH  .  C o d e  o f  C o n d u c t
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respecting and supporting  
human rights and  

fundamental freedoms

LVMH ensures that the conduct of its busi-
nesses respects individual rights and encour-
ages the continuous improvement of social and 
public health conditions, which are essential to 
the development and protection of individual 
rights.

LVMH is committed to remaining vigilant in 
identifying any potential direct or indirect neg-
ative impact of its activities on society in order 
to prevent, or if necessary, remedy any such 
negative impact.

LVMH respects and promotes the Universal 
 Declaration of Human Rights and adheres to 
the principles of the United Nations Global 
Compact, as well as to the United Nations 
Guidelines on Women’s Empowerment. Within 
its sphere of influence, LVMH supports the 
 values, freedoms and fundamental rights pro-
moted in these texts.

contributing to the economies  
of host countries 

LVMH contributes to the economic and social 
development of the regions where it does 
 business.

LVMH contributes to job creation in the regions 
where it is present – both directly through its 

A C T I N G  R E S P O N S I B LY 
A N D  W I T H 

S O C I A L  AWA R E N E S S

own facilities and indirectly through its part-
ners – and also to the tax revenue of local and 
national governments.

Through cooperation with the different sectors 
in which LVMH operates, the Group’s presence 
encourages the development of local centers of 
excellence, as well as development of skills.

building and encouraging  
responsible relationships  

with partners

LVMH is committed to maintaining and encour-
aging responsible and fair relationships with its 
partners.

LVMH supports its partners to establish and 
respect good corporate social and environmen-
tal practices and encourages their awareness of 
the importance of these issues. In particular, 
LVMH requires suppliers to comply with the 
ethical principles set out in the Supplier Code  
of Conduct. This Code specifies requirements 
to be respected by its suppliers, including any 
subcontractors they employ, in the manage-
ment of their business regarding social issues 
(prohibition of forced labor and child labor, har-
assment and discrimination, measures related 
to wages, working hours, the free exercise of 
union rights, health and safety), environmental 
issues and operational issues (notably respect 
for laws, customs regulations, safety and sub-
contracting) and measures to fight corruption 
and illicit influence. This Supplier Code of 
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 Conduct also gives LVMH the right to conduct 
audits to ensure, as far as possible, supplier 
compliance with these principles.

LVMH maintains balanced commercial relations 
with its partners and places special emphasis 
on respect for contractual agreements and 
terms of payment.

active solidarity and  
corporate philanthropy

LVMH is committed to exemplary corporate 
social responsibility. This commitment is 
anchored in the fundamental principle of 
respect for people and individuals, and in mak-
ing excellence a lever for social and profes-
sional inclusion, in solidarity with our host 
communities.

LVMH carries out numerous initiatives to sup-
port culture, artistic creativity, education and 
youth, as well as major humanitarian causes.

LVMH pursues an innovative corporate philan-
thropy policy designed to benefit the largest 
possible number of people. The different 
aspects of this policy reflect and promote the 
cultural values that unify LVMH Maisons and 
underpin their success.

LVMH respects the cultures of the countries 
where it conducts business and is committed 
to promoting the best of local cultures and cre-
ativity. LVMH’s social solidarity policy reflects 
its attachment to historic and artistic heritage.

.
LVMH supports its partners  

to establish and respect  
good corporate social and 
environmental practices.

.

LVMH education and youth initiatives empha-
size broad access to the world’s cultural herit-
age and encourage the development of 
tomorrow’s talents.

The LVMH Group’s solidarity also extends to 
humanitarian and social causes. LVMH provides 
ongoing support for medical research in France 
and around the world.

LVMH  .  C o d e  o f  C o n d u c t
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LVMH respects and promotes the principles of 
the United Nations Global Compact, in particu-
lar the fundamental rights at work:

 elimination of discrimination with respect to 
employment and occupation;

 elimination of all forms of forced and com-
pulsory labor;

 effective abolition of child labor;

 freedom of association and the effective 
recognition of the right to collective bargaining.

LVMH encourages a diversity of profiles and 
backgrounds. This commitment is formally set 
out in the Group’s Recruitment Code of Con-
duct and materialized by its signature of the 
French Corporate Diversity Charter (“Charte de 
la diversité en entreprise”).

P R O V I D I N G  A  F U L F I L L I N G 
W O R K  E N V I R O N M E N T

A N D  VA L U I N G  T A L E N T S 

.
Diversity, a gender-balanced 

workforce and gender  
equality are embedded  
in the LVMH culture. 

.

LVMH is formally committed to ensuring that all 
employees enjoy their rights irrespective of skin 
color, sex, religion, political convictions, national 
or social origin, age, disability, trade union mem-
bership, sexual orientation, or gender identity. 
Particular attention is accorded to vulnerable 
persons’ rights.

promoting a work environment  
that respects individuals 

Diversity inspires creativity and is an essential 
value for LVMH. The diversity of the Group 
reflects a strong commitment to nurturing a 
culture of inclusion that respects the individual-
ity of each employee or job candidate.

LVMH prohibits all forms of discrimination in 
recruitment, compensation, working time, 
breaks or paid vacation, maternity rights, job 
security, assignment of positions, appraisal, 
training, career development, job security and 
workplace health and safety. LVMH opposes all 
forms of physical, sexual, verbal or psychologi-
cal violence and harassment.

Gender diversity is an integral part of the 
LVMH culture. The Group makes equal oppor-
tunity for women and men a cornerstone of its 
human resources policy within the framework 
of an inclusive culture, and places special 
emphasis on developing the careers of women. 
LVMH ensures equitable treatment of both 
women and men, including on work compen-
sation and benefits. 
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LVMH takes initiatives to recruit, develop and 
retain talents that respect gender diversity. It 
has set up programs including mentoring and 
active support for talented women.

LVMH promotes the development of young 
 talents through partnerships with schools and 
universities, local communities and asso-
ciations.

LVMH encourages the employment and reten-
tion of older employees through initiatives 
such as training, flexible work hours and work-
ing conditions and prevention of physically dif-
ficult tasks. Senior employees are actively 
encouraged and valued through mentoring 
programs designed to preserve and transmit 
their skills.

LVMH is resolutely committed to the profes-
sional integration of people with disabilities and 
actively supports their training and recruitment 
through specific initiatives and dedicated 
 partnerships. 

encouraging a work environment

that is safe and which

respects private life

LVMH takes measures to ensure the health and 
safety of its employees and ensures that all its 
activities comply with applicable workplace 
health and safety laws and regulations in all its 
host countries. LVMH is committed to imple-
menting best practices in the area of workplace 

safety. It works towards protecting employees 
in the framework of their professional activities 
from exposure to hazardous materials or situa-
tions and reporting potential hazards.

LVMH internal regulations detail workplace 
health and safety rules. They are communicated 
to employees.

LVMH takes measures to ensure a healthy bal-
ance between professional and private life for 
its employees.

LVMH respects the right of its employees to be 
involved in political activities and/or associa-
tions in a private capacity. Employees must 
ensure that these private activities do not 
involve or jeopardize the fulfillment of their 
responsibilities or damage the reputation of 
their employer.

LVMH is committed to respecting applicable 
regulations in its host countries when it gathers, 
processes or transfers the personal data of 
employees or job candidates. 

offering a stimulating

and motivating work environment

for employees

LVMH seeks to attract, recruit and develop the 
most talented people and offers a fulfilling 
work environment that encourages relation-
ships between colleagues based on trust.

LVMH  .  C o d e  o f  C o n d u c t
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LVMH actively develops the skills of its employ-
ees through an extensive range of training pro-
grams and by promoting internal mobility, both 
geographic and functional. The Group is 
strongly committed to the transmission of skills 
and the cultural heritage represented by arti-
sanal and creative professions. 

LVMH encourages its employees to continually 
focus on quality in the execution of their work. 
Managers place priority on leading by example 
and ensuring an effective balance between ini-
tiative and limits dictated by the professional 
skills and responsibilities of the people who 
report to them.

Employees are expected to cooperate with col-
leagues and ensure impartiality and mutual 
respect in their inter-personal relations.

Employees may not make discriminatory, 
defamatory or harassing remarks when dis-
cussing their colleagues, managers or 
employer.  In particular, this includes communi-
cation on social networks to be in compliance 
with the guidelines set out in the internal Social 
Media Charter. 

promoting dialogue  
with employee  

representatives

LVMH respects employees’ right to freely 
express views and opinions formulated within 
the framework of a constructive dialogue.

LVMH respects the right of employees to freely 
and voluntarily join organizations to promote 
and protect their professional interests.

LVMH encourages positive dialogue with 
employee representatives and cooperation 
with trade unions, as well as the respect and 
consideration for employee representatives in 
each country where the Group is present.
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Protecting the environment is both an impera-
tive and a source of progress.

In all countries where it has a presence, LVMH 
strictly complies with applicable environmental 
laws, regulations and standards. LVMH strives 
to exceed legal and regulatory norms as an 
exemplary corporate citizen to address environ-
mental issues that concern everyone. Through 
its Maisons, employees and partners, LVMH 
actively contributes to defining and implement-
ing more virtuous practices in all of its business 
sectors, in particular through a precautionary 
approach.

These commitments were formalized in the 
Environmental Charter adopted in 2001 and 
applied by all LVMH Maisons:

 Aim for a high level of environmental perfor-
mance;

 Foster a collective commitment;

 Control environmental risks;

 Design high-quality products by integrating 
environmental innovation and creativity;

 Pursue commitments beyond the company.

C O M M I T M E N T 
T O  P R O T E C T 

T H E  E N V I R O N M E N T

.
Protecting the environment  

is both an imperative  
and a source of progress.

.

preserving natural resources  
and integrating the environmental 

dimension into products 

The long-term success of LVMH Maisons and 
their products depends directly on protecting 
and respecting natural resources. 

Products created by LVMH Maisons are made 
from natural and often rare and exceptional 
materials. The design and manufacture of lux-
ury products require not only innovation, crea-
tivity and excellence in execution, but also 
environmental performance.

The LVMH Group has since its founding per-
petuated values rooted in the unique heritage 
of its Maisons, continually anticipating and 
adapting production processes and behaviors 
to better address the many environmental 
challenges we face.

a commitment supported  
by concrete,  

effective tools

LVMH takes concrete initiatives to protect the 
environment, fight climate change and preserve 
natural resources. The Group seeks to actively 
drive continuous improvement of environmen-
tal conditions to benefit its customers, employ-
ees and the broader community, and deploys 
the suitable human and financial resources.

LVMH  .  C o d e  o f  C o n d u c t

 15 



This commitment is embodied by the LIFE 
 program – LVMH Initiatives For the Environ-
ment – which has been incorporated by all 
LVMH  Maisons to structure their initiatives and 
focus them on nine shared priority areas and 
objectives:

 Integrate environmental performance of 
products throughout their life cycle since the 
design stage;

 Secure access to strategic raw materials by 
protecting biodiversity;

 Guarantee material and product traceability 
compliance;

 Promote environmental and social responsi-
bility of suppliers and work with them to ensure 
best-in-class environmental standards across 
our supply chain;

 Protect critical know-how;

 Reduce greenhouse gases emissions of our 
activities and promote the use of renewable 
energy;

 Improve the environmental performance of 
our production sites and stores;

 Increase the lifetime and “reparability” of 
products;

 Establish procedures to address environ-
mental issues raised by customers and stake-
holders.

Environmental priorities and objectives are an 
integral part of the strategic plans at each 
 Maison. The Maisons must prepare medium- 
and long-term plans to ensure continuous 
improvement, accompanied by indicators to 
measure performance. 

Beyond environmental factors linked directly to 
its business activities, LVMH also helps protect 
the environment by forging partnerships with 
business groups, public authorities and NGOs. 
Guided by the LIFE program, LVMH and its Mai-
sons work in a spirit of cooperation with stake-
holders to make a positive contribution to best 
practices and address environmental issues 
throughout the entire value chain.

.
LVMH takes concrete  

actions to protect  
the environment  

and always strives 
to exceed legal and  

regulatory requirements.
.
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sustaining product quality

and safety

LVMH is committed to ensuring the health and 
safety of its customers by applying the precau-
tionary principle in the design and production 
of its products.

LVMH continually strives to offer customers the 
highest possible product quality thanks to 
research and innovation, exacting standards in 
selecting materials, and in the use of expert 
skills in its different sectors.

The Group takes special care in the production 
and sourcing of these high-quality materials to 
seek to assure the sustainability of its resources, 
as well as respect for the principles promoted 
by LVMH in this Code of Conduct.

responsible

communication

LVMH provides its customers with clear and 
accurate information concerning production 
methods, as well as the impact and correct usage 
of its products. LVMH strives to refrain from mak-
ing misleading statements or claims concerning 
its products and how they are produced.

LVMH recognizes the social impact of its prod-
ucts and their image and is therefore commit-
ted to the highest levels of vigilance regarding 
its marketing and advertising information,  
by promoting responsible practices.

W I N N I N G 
T H E  T R U S T

O F  C U S T O M E R S

.
LVMH takes measures to act  
with complete transparency  

with regards to the protection 
of personal information  

and to scrupulously ensure 
respect of its customers’ privacy. 

.

respecting privacy

Understanding customer needs and expecta-
tions is essential in order to provide them with 
the products they seek and deliver a personal-
ized customer experience.

LVMH and its Maisons take measures to act 
with complete transparency in compliance with 
applicable regulations concerning protection of 
customers’ personal information. In particular, 
LVMH Maisons provide their customers with 
clear information concerning the personal infor-
mation they provide, and take measures to pro-
tect the confidentiality of this information. 

LVMH and its Maisons do not sell customers’ 
personal information and do not send com-
mercial messages to customers without their 
prior consent. 

LVMH  .  C o d e  o f  C o n d u c t
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defining and respecting  
shareholder rights

The rights of LVMH shareholders are protected 
by law and by the corporate governance princi-
ples that cover the operation of the Group. 

The Board of Directors of LVMH has adopted a 
Charter that sets out, among other things, its 
composition, duties, operating procedures and 
responsibilities.

The Board of Directors of LVMH has three com-
mittees whose composition, duties and operat-
ing procedures are set out in the company’s 
internal rules:

 The Performance Audit Committee, whose 
main duties are to ensure that the Group’s 
accounting procedures comply with applicable 
standards. It reviews the corporate and consol-
idated financial statements and ensures effec-
tive execution of internal control and risk 
management procedures within the Group;

 The Nominations and Compensation Com-
mittee issues proposals concerning the com-
pensation for senior executives and issues 
opinions on candidates and compensation for 
key positions, in compliance with applicable 
legislation and governance principles;

 The Ethics and Sustainable Development 
Committee, whose main duties are to ensure 
compliance with the individual and collective 
values that constitute the cornerstone of the 
LVMH Group’s operations, as detailed in this 

Code of Conduct and other codes and charters 
resulting from this Code.

ensuring the quality  
and transparency  

of financial information 

LVMH accurately reflects its operations in its 
financial statements.

LVMH provides information on its performance 
with complete independence and transparency. 
In addition, the Group completes certain ques-
tionnaires from independent ratings agencies 
where there is no risk of conflict of interest.

LVMH is committed to ensuring the simultane-
ous, effective and complete dissemination of 
financial and extra-financial information that is 
relevant, accurate, precise and trusted, and to 
the publication of this information in a timely 
manner and in a format consistent with previ-
ous publications.

Only a limited number of designated persons 
within the Group are authorized to provide 
information to financial markets.

preventing insider trading

“Insider information” is any specific information 
that is not publicly available that directly or 
indirectly concerns one or more issuers of 
financial instruments or one or more financial 

W I N N I N G
T H E  C O N F I D E N C E

O F  S H A R E H O L D E R S
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instruments and which, if it were made public, 
could significantly impact the price of the 
financial instruments concerned or any deriv-
ative financial instruments linked to them. 
Employees with access to such information are 
prohibited from directly or indirectly buying or 
selling the issuer’s shares (or financial instru-
ments linked to these securities) or to have 
such transactions executed by a third party 
until such information is made public.

The Group implements procedures to assess 
whether information should be qualified as 
insider information or not, and to determine 
whether this information can be communicated 
or used, and whether it must be made public.

To mitigate the risk of unintentional dissemina-
tion of insider information, employees with 
access to such information are required to 
respect complete confidentiality and are pro-
hibited in particular from mentioning this infor-
mation in any communications channels that 
unauthorized persons might consult or in any 
place where they risk being overheard. If 
employees have any doubts as to whether 
information is considered “insider information”, 
they must contact their management or any 
other authorized person (Finance or Legal 
departments).

protecting the group’s 
resources

The Group takes every possible measure to 
protect its assets and resources, including its 
intellectual property rights. The Maisons deploy 
an anti-counterfeiting strategy based on pre-
vention, cooperation and communi cation. 

Each employee is responsible for protecting 
the heritage and resources of LVMH to avoid 
any loss, improper use, damage or waste. 
These resources include equipment, property, 
financial resources and any other Group asset.

Employees are expected to use the Group’s 
resources responsibly and for professional, 
legal and appropriate purposes in order to 
achieve the objectives set within the framework 
of their duties, with the goal of contributing to 
the development of the Group’s businesses. 

.
LVMH provides  

information on its  
performance with  

complete independence 
and transparency.

.

LVMH  .  C o d e  o f  C o n d u c t
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Employees must be vigilant in protecting 
against waste or abusive use of resources, 
 particularly in taking advantage of benefits 
accorded. Resources and assets are made 
available to employees on a temporary basis 
and remain the property of the Group.

The LVMH Group has established internal 
guidelines concerning the protection of 
resources which employees are also expected 
to follow. 

Occasional personal use of communications 
resources (e-mail, internet, etc.) is acceptable 
as long as it does not interfere with an employ-
ee’s duties, does not generate any additional 
costs for the company, complies with applica-
ble legislation, and does not negatively impact 
the business interests of LVMH. 

The use of information technology resources is 
in particular subject to compliance with the 
rules and principles set out in the internal LVMH 
Information Systems Security Charter.

LVMH requires that its employees demonstrate 
fair and equitable behavior. Each of them is 
responsible for protecting the reputation of 
LVMH, its employees and its partners, and must 
refrain from any denigration of competitors.  
In particular, LVMH expects its employees to  
be extremely vigilant in the statements they 
 publish on the Internet, particularly in making 
 certain that their remarks reflect only their 
 personal views, in compliance with the internal 
Social Media Charter. Employees are expected 
to show restraint, respect for others and to 
guarantee confidentiality and professional 
secrecy.
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LVMH requires that its employees and partners 
act with exemplary integrity. Failure to comply 
with regulations can expose the Group – as 
well as employees themselves – to criminal 
sanctions. In addition to possible legal pro-
ceedings, employees who fail to respect these 
internal rules and guidelines are subject to dis-
ciplinary sanctions.

fighting against all forms  
of corruption 

The concept of “act of corruption” – the legal 
definition of which varies depending upon the 
applicable legal framework – generally includes 
any act through which a person (“the cor-
rupted”) solicits or accepts a gift, a promise or 
any type of benefit for themselves or for a third 
party in exchange for performing, failing to 
perform or delaying the performance of an 
action within the scope of their responsibilities, 
duties or mandates, to the benefit of a third 
party (“the corruptor”). 

Gifts, promises or any type of benefit may con-
sist of direct benefits – payment of cash, provi-
sion of goods or services, discounts, free 
execution of work, etc. – or indirect benefits 
such as hiring a relative or friend, paying a debt 
for someone, etc. 

Corruption may involve a person acting in a 
private capacity (private corruption) or in a 
public capacity (public corruption). 

A C T I N G  W I T H  A N D  C O M M I T M E N T
T O  I N T E G R I T Y  I N  T H E  C O N D U C T

O F  B U S I N E S S

There is active corruption when the corruptor 
initiates the corrupt act. There is passive cor-
ruption when the corrupt act is performed at 
the initiative of the corrupted person. 

As for the concept of influence peddling, it 
applies to a situation in which a person illicitly 
uses their real or supposed influence in order 
to obtain certifications, employment, contracts 
or any other favorable decision for a third party 
from a public authority or administrative office 
in exchange for a benefit. 

Influence peddling is also qualified as “active” 
or “passive” depending upon who initiates the 
action.

LVMH applies a zero-tolerance policy concern-
ing corruption and influence peddling and 
implements measures to prevent, identify and 
sanction any instances of corruption or influ-
ence peddling within the scope of its activities.

Internal guidelines communicated to employ-
ees precisely illustrate the types of behavior 
that are strictly prohibited and which may be 
characterized as corruption or influence ped-
dling. For example, they include:

 paying or accepting bribes or hidden com-
missions, regardless of whether they are paid 
directly or indirectly;

 facilitating payments (payment of small 
sums to public officials in order to speed or 
guarantee the execution of an action as part of 
the normal conduct of business).
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 21 



More broadly, any payment to a third party 
must be in exchange for a service and corre-
spond to a legitimate price agreed with this 
third party.

preventing and managing  
conflicts of interest 

Conflicts of interest may arise when the per-
sonal interests of an employee or those of third 
parties (private individuals or companies) with 
which the employee has a close relationship 
conflict or could potentially conflict with the 
interests of LVMH and could compromise or 
give the appearance that this relationship might 
compromise the impartial and objective exer-
cise of the employee’s responsibilities. 

LVMH Group employees who could potentially 
find themselves in situations such as this are 
required to report potential conflicts of interest 
as soon as they are identified. 

In addition to immediately reporting potential 
conflicts of interest, employees whose positions 
and responsibilities render them particularly 
exposed to possible conflicts of interest are 
required to periodically report the absence of 
any conflicts of interest or report any potential 
conflicts of interest that have been identified. 

The Group has established specific internal 
guidelines designed to avoid and manage con-
flicts of interest; employees are expected to act 
in accordance with these guidelines. 

adopting a reasonable policy 
concerning gifts and invitations

LVMH has established internal guidelines con-
cerning gifts and invitations with which all 
employees are expected to comply.

Moreover, practices to be respected in this area 
are governed by laws and normal practice that 
vary according to countries, professions and 
the status of the persons involved. The LVMH 
Group does not tolerate any violation of appli-
cable laws and regulations and takes measures 
to ensure that all employees comply with these 
rules.

protecting confidentiality

LVMH employees are committed to protecting 
the confidentiality and integrity of internal 
information that has not be made public. 

This information may in particular concern 
financial data, information on strategy, employ-
ees or clientele, product collections and 
launches, potential acquisitions or commercial 
initiatives designed to bring the Group a com-
petitive advantage. 

As a general rule, discretion is essential in order 
to maintain trust within the Group and within 
the framework of relationships established with 
customers and partners. LVMH is committed to 
ensuring the protection of all confidential infor-
mation entrusted to the Group by external 
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sources and to using this information only for 
the purposes authorized, taking necessary pre-
cautions.

Employees agree to refrain from divulging, 
whether directly or indirectly, any internal or 
external confidential information in their pos-
session to both persons outside the Group 
and to other LVMH employees whose respon-
sibilities do not require knowledge of this 
information.

respecting competitors

LVMH believes in maintaining an open and fair 
competitive environment that respects appli-
cable laws and practices and does not violate 
competition rules. 

LVMH’s commitment to respecting competi-
tion has been formalized in the adoption of the 
internal Competition Law Compliance Charter, 
which has been prepared to foster a robust 
culture of compliance with competition law 
throughout the Group. 

This Charter explains the main rules governing 
day-to-day commercial relationships with which 
employees are expected to be conversant,  
and provides pragmatic standards of conduct 
that employees are expected to respect. For 
example, LVMH prohibits any abuse of domi-
nant position, concerted practice or unlawful 
agreement through understandings, plans, 

arrangements or coordinated behavior between 
competitors, in particular concerning prices, 
markets, market shares or customers.

fighting money-laundering

Money-laundering involves the investment of 
funds derived from criminal activities in legiti-
mate economic activities in order to conceal 
the illegal origin of these funds. 

LVMH takes appropriate measures designed to 
avoid its activities being used as a vehicle for 
money-laundering, an illegal activity that might 
in particular involve the payments in cash or 
other bearer instruments. 

LVMH has established internal guidelines and 
procedures to fight money-laundering, in par-
ticular by limiting or establishing rules for cash 
payments and requires that its employees and 
partners be especially vigilant in this regard. 

respecting trade restrictions  
and international sanction programs

LVMH attaches great importance to respect  
for international agreements, as well as laws 
and regulations concerning export controls, 
 financial sanctions and international trade 
restrictions for countries where the Group and 
its Maisons do business, taking into account 
changes in these measures. 

LVMH  .  C o d e  o f  C o n d u c t
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No transactions with direct or indirect links to 
states, entities, organizations or persons sub-
ject to international sanctions, regardless  
of their size, may be executed if they fail to 
respect existing sanctions programs, and with-
out prior approval from the LVMH Finance and 
Legal departments. 

acting in a loyal and responsible 
manner in public life

In a spirit of dialogue and cooperation with 
public authorities and decision leaders, LVMH 
contributes to public discussions in countries 
where this is authorized and relevant for its 
businesses.

The Group’s involvement in public life is gov-
erned by respect for the laws and rules specific 
to the institutions and organizations con-
cerned, as well as those set out in this Code of 
Conduct. LVMH places great importance on 
the accuracy of information provided to third 
parties and is registered as a lobbyist where 
required by its activities. Outside service pro-
viders under contract with the Group are 
required to respect these same principles. 

LVMH prohibits any payment to political par-
ties or organizations or labor unions. 

LVMH prohibits the awarding of any mandate 
or compensation, either permanent or tempo-
rary, to any member of a national or European 
parliament during their term of office.
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Scope of 
application

This Code of Conduct aims to 
ensure the integrity of LVMH’s 
operations.  This Code is shared 
with all LVMH Group companies 
and consistently applied in all 
LVMH Maisons.

All LVMH Group employees must 
respect the principles set out in 
this Code of Conduct. 

Dissemination  
of the Code of 

Conduct 
This Code of Conduct is available 
on the LVMH website and is also 
available and can be downloaded 
in several languages on the 
Group’s intranet.

This Code of Conduct is given to 
all new employees.

The LVMH Group has also estab-
lished resources to support good 

governance by its Maisons in the 
following areas:

 environment;
 relationships with suppliers;
 recruitment;
 information systems security;
 fighting corruption, in particu-

lar to address some specific geo-
graphical areas;

 compliance with competition 
law;

 advertising;
 other issues and areas covered 

by this Code of Conduct for which 
the Group has established internal 
guidelines.

Employees who fail to respect the 
principles set out in this Code of 
 Conduct and in internal guidelines 
are liable to appropriate discipli-
nary measures proportionate to 
the seriousness of the infraction, in 
compliance with the Internal Reg-
ulations (or any equivalent docu-
ment) of the company that 
employs them and to applicable 
laws and regulations.

The principles of this Code of Con-
duct may be detailed by each Mai-
son to reflect its business sector or 
geographic location. In addition, 
local codes of conduct or charters 
may be applied when necessary to 
conform to local legislation and 
regulations.

Governance

To ensure effective dissemination 
and respect for the principles and 
values set out in this Code of 
 Conduct, LVMH has established 
corporate governance aligned 
with the profile of the Group and 
its operational realities.

This organization is based on:

 a Board of Directors’ Ethics 
and Sustainable Development 
Committee whose duties are: to 
contribute to the definition of 
rules of conduct inspiring the 
Group’s executives and employees 
in the areas of ethics, corporate 

Implementation
A N D  C O M P L I A N C E
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social and environmental respon-
sibility; to ensure the respect of 
these rules; to review the Group’s 
strategy and reports in these 
areas;

 an Ethics and Compliance 
Director, reporting to the Group 
Managing Director, and an Ethics 
and Compliance Commission 
comprising representatives of dif-
ferent LVMH corporate depart-
ments (human resources, finance, 
operations, purchasing, audit and 
internal control, environment, legal 
and communications). This Com-
mission is specifically responsible 
for promoting the principles set 
out in the Code of Conduct, for 
driving the development of best 
practices in these areas, ensuring 
compliance with the Code, analyz-
ing and ranking the seriousness  
of risks identified via a regularly 
reviewed mapping, contributing 
to compliance and due diligence 
audits of partners and managing 
the functioning and tracking of 
the alert procedures put in place 

within the LVMH Group. In this 
respect, an annual report on 
implementation of the principles 
of the Code of Conduct will be 
submitted to the Ethics and Sus-
tainable Development Committee;

 a network of Ethics and Com-
pliance correspondents appointed 
at each Maison to encourage 
experience sharing, sharing of 
best practices and consistent and 
uniform application of the princi-
ples and values promoted by the 
Code of Conduct. 

The governance structure also 
includes:

 a network of Social Responsi-
bility correspondents appointed 
within the Maisons, which meets 
several times each year to struc-
ture initiatives to be taken and 
allow the Maisons to adopt and 
adapt these initiatives to reflect 
their specific values, business 
environment and the expectations 
of their employees and customers;

 an Environment Committee 
comprising environment corre-
spondents from the Maisons, 
which meets several times each 
year. This Committee provides a 
forum for exchanges of ideas and 
discussion of environmental per-
formance opportunities and issues, 
as well as the LIFE program;

 a Supplier Sustainability Day, 
which each year brings together 
purchasing, branch managers and 
managers responsible for supplier 
relations from the Maisons. These 
meetings review priority issues, 
launch new initiatives and cascade 
best practices within the Group;

 a network of Internal Control 
correspondents headed by the 
Audit and Internal Control depart-
ment, responsible for coordinating 
implementation of internal control 
and risk management procedures. 
Within the different Maisons, these 
correspondents are responsible 
both for ensuring compliance with 
the Group’s internal control proce-
dures and for carrying out internal 

.
This Code of Conduct aims to ensure  
the integrity of LVMH’s operations.  

This Code is shared with all LVMH Group  
companies. It must be consistently  

applied in all LVMH Maisons.
.
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controls of their businesses and 
functions.

Support  
resources

 Mapping of risks – Risk map-
ping identifies and when possible 
ranks the seriousness of risks to 
which the Group and its Maisons 
are exposed against all types of 
behaviors that are non-compliant 
with this Code of Conduct, par-
ticularly external attempts at cor-
ruption and serious violations of 
human rights, fundamental free-
doms, the health and safety of 
individuals and the environment. 
These risks are assessed in par-
ticular in relation to partners, 
geographies and business sec-
tors. This mapping is regularly 
reviewed to take into account the 
changing environments in which 
the Maisons conduct their busi-
nesses. Based on the risks identi-
fied, procedures for evaluation of 
partners (suppliers, intermediar-

ies, etc.) are included in this map-
ping. Each Maison must adapt its 
internal codes of conduct and 
procedures to reflect their specific 
risks in this mapping.

 Internal control and assess-
ment – Control of compliance 
with the Code of Conduct is part 
of existing LVMH internal control 
procedures and is carried out in 
compliance with the procedure 
applied by the Group. Internal and 
external accounting control pro-
cedures implemented by LVMH 
are designed in particular to 
ensure that the accounts are not 
used to mask instances of corrup-
tion or influence peddling, and to 
assess due diligence measures 
taken to prevent and fight against 
all forms of corruption and influ-
ence peddling.

 Training – The LVMH Group 
deploys a range of effective train-
ing resources. The content of 
these programs and choice of 
staff who benefit from them are 
based on the risk mapping (in 

terms of job profile, geography 
and business). Training is regularly 
provided for Group managers and 
employees who are most exposed 
to risks of corruption, influence 
peddling and money-laundering. 
Social responsibility training 
focused on preventing discrimina-
tion is provided for recruiters, 
executives and managers, and 
continual monitoring of recruit-
ment practices is carried out 
through discrimination test cam-
paigns conducted by an inde-
pendent firm.

 Audits and due diligence – The 
Group performs audits and due 
diligence of stakeholders to better 
identify, assess and anticipate risks 
and opportunities for improve-
ment and to ensure in-depth 
knowledge of its partners. These 
procedures allow the Group to 
verify that the performance of its 
partners is aligned with its require-
ments and respects the best prac-
tices detailed in this Code of 
Conduct, in particular in terms of 
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ethics, social and environmental 
issues and respect for human 
rights. Through these controls, the 
Group can also help its partners 
implement and apply best prac-
tices to resolve minor non-con-
formities. These measures and 
compliance with them, are stipu-
lated in agreements between the 
Group and its partners.

 Disciplinary sanctions – Failure 
by employees to respect the rules 
set out by the Code of Conduct, 
specific codes of conduct, char-
ters, and internal policies, guide-
lines and Internal Regulations (or 
any equivalent document) of the 
Maisons that employ them may 
be considered as misconduct. In 
such cases, the Group may take 
appropriate and necessary meas-
ures in order to terminate the 
 misconduct identified, including 
appropriate disciplinary sanctions 
proportionate to the seriousness 
of the violation, according to the 
measures stipulated in the Internal 
Regulations (or any equivalent 

document) and applicable laws 
and regulations.

 Alert procedures – All employ-
ees who have questions about  
the appropriate behavior to be 
adopted or the interpretation of 
the principles set out in this Code 
of Conduct, or those who become 
directly or indirectly aware of vio-
lations of this Code of Conduct, 
are invited to contact their man-
ager, Ethics and Compliance cor-
respondent, human resources 
manager, the Group’s Ethics and 
Compliance Director or any other 
authorized persons.

The LVMH Group has established 
an internal alert procedure ena-
bling reporting and processing of 
alerts raised by employees 
regarding violations or risks of 
violation of the measures set out 
in this Code of Conduct.

This alert procedure is available to 
all employees. In compliance with 
applicable regulations, this proce-
dure guarantees confidentiality 

for the person raising the alert to 
the extent reasonably possible 
and unless otherwise required  
by law (in particular in France  
with the conditions stipulated  
by the French Data Protection 
Authority Cnil single authorization 
No. AU-004).

Retaliations are prohibited against 
people who use this procedure in 
good faith even when the suspi-
cions at the origin of the alert 
prove groundless. 
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Principles applied by the LVMH Group and its Maisons

F I G H T I N G  C O R R U P T I O N 

A N D  T R A D I N G I N  I N F L U E N C E

The LVMH Group (the “Group” or “LVMH”) requires 

exemplary integrity from all employees and stake-

holders in the conduct of their business activities. 

LVMH and its Maisons do not tolerate violations of 

applicable laws and regulations. Failure to respect 

them can expose the Group – and employees per-

sonally – to legal sanctions. Employees who do not 

comply with the Code of Conduct and these princi-

ples risk disciplinary sanctions, including dismissal.

LVMH has established a robust compliance program 

based on the principle of zero tolerance designed to 

prevent and identify any failure to comply with laws 

against corruption and trading in influence. 

Certain employees may find themselves particularly 

exposed to potential acts of corruption or trading in 

influence due to their positions and/or the geogra-

phy in which they work. These employees are sup-

ported by special training on these issues provided 

by LVMH and/or its Maisons. 

These principles outline our requirements. The 

examples are illustrative but not exhaustive of the 

many different possible scenarios that might arise. 

Consequently, good judgment and a sense of 

responsibility must guide employees’ actions in all 

situations. 

Employees who have questions regarding these 

issues must reach out to their management or 

to the relevant departments (Human Resources, 

Compliance, Legal, Audit and Internal Control) for 

guidance. They can also contact the Ethics and 

Compliance correspondent for their Maison or the 

Group Ethics and Compliance Director. 

Employees who identify or suspect any failure to 

comply with these principles must inform their man-

agement, the relevant department, their Ethics and 

Compliance correspondent or the LVMH Ethics and 

Compliance Director, or report the non-compliance 

via the alert mechanism established by the Group. 

Retaliations are prohibited against people who 

report violations of these principles in good faith 

even when the suspicions at the origin of the alert 

prove groundless.

WHAT CONSTITUTES CORRUPTION 

AND TRADING IN INFLUENCE?

The concept of corruption – the legal definition of 

which varies depending upon the applicable legal 

framework – generally includes any act through which 

a person (“the corrupted”) directly or indirectly 

(through a third party), solicits or accepts a gift, a 

promise or any type of benefit for themselves or for a 

third party in exchange for performing, failing to per-

form or delaying the performance of an action within 

the scope of their responsibilities, duties or mandates, 

to the benefit of a third party (“the corruptor”).

Gifts, promises or other benefits applies to both 

direct benefits – payment of cash, provision of 

goods or services, discounts, free execution of 

work, etc. – and indirect benefits – such as hiring a 

relative or friend, paying a debt for someone, etc. 

Corruption may involve a person acting in a private 

capacity (private corruption) or in a public capacity 

(public corruption). 

There is active corruption when the corruptor initi-

ates the corrupt act. There is passive corruption 

when the corrupt act is performed at the initiative 

of the corrupted person. 

The concept of trading in influence (or influence 

peddling) applies to a situation in which a person 

illicitly uses their real or supposed influence in order 
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to obtain certifications, employment, contracts or 

any other favorable decision for a third party from a 

public authority or administrative office in exchange 

for a benefit.

Trading in influence is also qualified as “active” or 

“passive” depending upon who initiates the action.

In France, corruption and trading in influence are 

defined in the following articles of the French penal 

code: 

 active public corruption and trading in influence 

committed by individuals aimed at persons holding 

public authority (active public corruption – article 

L. 433-1 of the French penal code);

passive public corruption and trading in influ-

ence committed by persons holding public author-

ity (passive public corruption – article L. 432-11 of 

the French penal code);

 passive and active corruption of persons who do 

not hold public authority (private corruption – articles 

L. 445-1 through L. 445-2-1 of the French penal code);

active and passive corruption of judicial personnel

(articles L. 434-9 and L. 434-9-1 of the French penal 

code);

 active and passive corruption of foreign public 

officials, whether European or international (articles 

L. 435-1 through L. 435-11-1 of the French penal code).

OTHER NATIONAL 

AND INTERNATIONAL REGULATIONS

In addition to prohibiting corruption and trading in 

influence involving public officials, numerous national 

and international laws and regulations also sanction 

corruption of individuals, businesses, charity organi-

zations and professional associations.

Sanctions may include: 

 large fines;

 dissolution of the legal entity concerned;

 withdrawal of authorizations;

 orders to repay illicit financial gains;

 prison terms for the individuals concerned.

Furthermore, in some countries, national measures 

to fight corruption include explicit or implicit extra-

territorial jurisdiction. For example, the United States’ 

Foreign Corrupt Practices Act (FCPA), the UK Bribery 

Act, the Criminal Law of the People’s Republic of 

China and the Anti-Unfair Competition Law of the 

People’s Republic of China, France’s anti-corruption 

law on transparency, fighting corruption and eco-

nomic modernization (law no. 2016-1691, dated 

December 9, 2016, known as the Sapin 2 law). 

All parties within the LVMH Group must therefore 

comply with the different legal measures that 

address these issues.

EXAMPLES OF BEHAVIORS 

THAT MAY BE CONSIDERED CORRUPT 

OR TRADING IN INFLUENCE 

Examples of such behaviors include: 

 paying or accepting bribes or secret commis-

sions, regardless of whether they are paid directly 

or indirectly;

 making facilitating payments, which are pay-

ments of small sums made to ensure the perfor-

mance of administrative tasks (customs inspections, 

administrative formalities, etc.) and are prohibited 

by law in many countries;

 incitement to break the law to obtain a benefit;

 engaging in or ceding to extortion of funds;

 granting or promising a benefit to a member of 

someone’s family in order to influence them;

 paying someone to intervene with a decision-

making authority to obtain a favorable decision; 

 proposing secret payment of an undeclared 

portion of a commission to an agent (bribe);

 proposing a benefit in the form of a reward for 

illicit conduct;

 giving gifts or invitations that are not consistent 

with the internal principles established by the 

Group and your Maison.

In general, any payment to a third party must 

reflect a service and correspond to a legitimate 

price agreed with this third party.
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SITUATIONS THAT REQUIRE 

PARTICULAR VIGILANCE 

Certain situations require increased vigilance 

before any decision is made: 

 use of intermediaries; 

 a service provider or supplier with a dubious 

reputation;

 requests for payment to foreign bank accounts 

or to persons/entities other than those cited in the 

contract;

 requests for contributions to charity organiza-

tions affiliated with a political organization; 

 dubious payment means, such as cash or 

money orders; 

 unjustified advance payments;

 insufficiently detailed invoices;

 fees that are not consistent with the service 

provided.

Any request for payment that deviates from stand-

ard procedures must be considered as suspect 

and should be systematically verified before any 

payment is made. 

EXAMPLE No. 1

Marc, the Administrative and Finance Director 

of a Maison, is working on the opening of 

new stores in the Middle East, which involves 

a large number of administrative procedures 

and dealings with local authorities. After 

several months of dealing with the adminis-

tration and completing and submitting 

numerous forms, his contact makes it clear 

that the situation could be resolved rapidly if 

the Maison agreed to “deal directly with him”, 

specifying that his intervention would require 

him to work overtime and that this overtime 

could not be paid by his administration. 

What to do in this case

Even though the messages in this type of sit-

uation are often imprecise and ambiguous, 

the fact that lengthy administrative proce-

dures are involved and the suggestions by the 

public official characterize this as attempted 

corruption. 

In any event, the LVMH Group strictly prohib-

its any payment to an administrative official 

that is not justified by legal or regulatory 

measures, even if the business stakes for the 

Group are considerable. Marc should not act 

on this request. 

Given his doubts as to the true intentions of 

the official, regardless of how this solicitation 

is presented, Marc must immediately report 

the issue to his management and to his Legal 

department as well as to the Ethics and 

Compliance correspondent of his Maison or 

the Group Ethics and Compliance Director.

EXAMPLE No. 2

Li recently joined the Marketing and Sales 

department at a Group Maison. During nego-

tiations to renew the lease for one of the 

stores, her contact at the firm that owns the 

property lets her understand that if the 

Maison were to hire his daughter the negoti-

ations would “move forward” more smoothly. 

What to do in this case

Simply soliciting a favor for a family member in 

return for an act within the scope of some-

one’s professional responsibilities in itself qual-

ifies this action as private corruption.

If Li were to agree to such a request, she 

could expose both herself and her employer 

to criminal liability.

Li should therefore decline this solicitation 

and immediately report it to her management.
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I WANT TO GIVE/ACCEPT A GIFT/INVITATION 

BUT I AM CONCERNED THAT IT MIGHT BE 

INTERPRETED AS ATTEMPTED CORRUPTION. 

HOW CAN I CONFIRM THAT THE 

GIFT/INVITATION IS LEGITIMATE?

It is important to note that:

 the practice of giving and receiving gifts and 

invitations is not systematically objectionable;

 gifts or invitations may be considered acceptable 

expressions of courtesy within the context of good 

business relations if limited in scope and value, given 

openly and transparently, permitted under applicable 

local law, customary in the location in which they 

would be given, provided to reflect esteem or 

gratitude, and not offered with an expectation that 

something will be offered in return; 

 certain events are traditionally associated with 

exchanges of gifts or invitations, such as national 

holidays, New Year’s celebrations, the inauguration 

of a new site, new product launches, etc., and a 

legitimate means for business partners to express 

respect for each other.

However, improper or excessive gifts and invitations 

can be a form of bribery or corruption and can also 

give rise to conflicts of interest. In some cases, these 

practices might be subject to anti-corruption 

measures or other legal requirements, making it 

essential to be aware of such rules and to fully 

comply with them.

Regardless of the situation, giving or receiving 

a benefit, directly or indirectly, in exchange for 

a violation of the law or for failure to execute 

contractual or professional obligations, is considered 

an act of corruption.

In addition, ethics and compliance rules applicable 

to certain professional categories may limit the 

occasions, frequency and value of gifts or invitations. 

Likewise, the status of certain persons prohibits 

these individuals from receiving gifts, at least on a 

personal basis.

Accordingly, certain limitations shall apply to ensure 

Group’s compliance with legal requirements, 

mitigate potential conflicts of interest and ensure 

that gifts and invitations are given and received for 

a legitimate business purpose, do not appear to or 

actually give LVMH and/or its Maisons an unfair 

business advantage, and are properly approved.

EXAMPLE No. 2

Roxane, a management controller, is closing 

the accounts for one of the Maisons. While 

checking the expense account receipts for a 

local manager at a foreign subsidiary, she is 

surprised to see several items without suffi-

cient justification. She tries to contact the 

manager several times and he finally answers 

that the expenses correspond to the subsidi-

ary’s participation in charity events organized 

in the country. 

What to do in this case

Requests for charity donations without suffi-

cient justification must be treated with the 

greatest possible vigilance. The Group has for-

mal procedures for contributing to charitable 

organizations, which must be made with com-

plete transparency. 

Roxane should therefore report this situation 

to her management.

Any attempt to conceal dubious expenses 

must lead to an internal investigation. 

EXAMPLE No. 1

Praveen has just been appointed to the Adm-

inistrative and Finance department of one of 

the Maisons. Shortly after his arrival, one of the 

suppliers asks him for an advance payment, 

explaining that this was standard practice with 

his predecessor. Praveen sends several emails 

to the supplier to request information and justi-

fication for this request, but does not receive a 

satisfactory response. He is not sure what to do.

What to do in this case

This type of situation dictates particular vigi-

lance. Praveen was right in being surprised at 

the payment terms requested and in asking 

for information that would justify any advance 

payment. Before making any payment, 

Praveen needs to obtain approval from his 

management.
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It is therefore essential that employees are aware of 

and ensure a strict compliance with the LVMH 

Group principles on “Gifts and invitations”.

Furthermore, if in a given situation it does not appear 

possible to give a gift or invitation on behalf of the 

company, it also may not be given by an employee 

who pays for it personally. Employees who have 

personal ties with the recipient are encouraged to 

check the internal guidelines concerning “Managing 

conflicts of interest” in order to make certain that the 

situation is consistent with company policy regarding 

this issue and, if necessary, rectify the situation. 

If an employee has any doubts he/she must contact 

his/her manager and/or the appropriate departments 

(Human Resources, Ethics and Compliance, Legal, 

Audit and Internal Control) and must conform to the 

procedures specified in the company internal rules or 

equivalent documents for each Group entity. 

EXAMPLE No. 2

Diego works in the Purchasing department at 

one of the Group’s Maisons. Along with the 

New Year’s greetings from one of the suppli-

ers in the portfolio he manages, he received a 

gift whose value is greater than that of the 

low-cost items generally sent for promotional 

purposes. The contract between the Maison 

and this supplier is scheduled for renegotia-

tion in March. Can Diego accept the gift? 

What to do in this case

This gift appears to have been given in a pro-

fessional capacity and reflects the quality of 

a relationship that already exists between 

the Maison and the supplier. However, Diego 

must be especially vigilant since the proce-

dure for awarding a new contract will begin 

in the near future. He cannot be certain that 

this gift was not sent in order to influence 

him. Given this context and the value of the 

gift, Diego must decline and return the gift 

and report it to his management. 

Accepting this gift would expose the Maison 

to legal and reputation risks. 

Even if the contract were not up for renegotia-

tion, the value of the gift alone, since it exceeds 

customary business practice, should alert 

Diego and lead him to contact his manage-

ment before accepting a gift of this nature.

EXAMPLE No. 1

Jian, the Director of one of the Group’s stores, 

wants to give a small gift to the mayor of the 

city where the store is located to express 

esteem and gratitude for the relationship with 

city hall that has enabled the store to organize 

quality promotional events.

What to do in this case

In this case, Jian should ensure that giving a 

gift to a public official is permitted under appli-

cable local law, be given openly and transpar-

ently, and not be offered with an expectation 

that something will be offered in return. Jian 

should seek a prior approval from the Legal or 

Compliance department of his Maison or from 

the Group Ethics and Compliance Director. He 

should also make certain that the gift is appro-

priate in order to respect rules and customary 

practice at this administrative entity. Given the 

circumstances, one solution might be to give a 

collective gift to all the personnel at the city 

hall departments involved.

In general, a small gift can be given on appro-

priate occasions reflecting customary local 

practices (New Year’s, national holidays, etc.). 

Gifts should not be given during periods that 

might raise suspicions (pending approval of 

authorizations, electoral campaign, etc.) and 

the value should not exceed the usual custom-

ary value of gifts in this context. Furthermore, 

gifts should never be given if they are solicited.
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EXAMPLE No. 1

Karim, an employee of the Group in the Middle 

East, is negotiating leases for several new 

stores. Through a joint friend he meets a local 

correspondent who says he could help with the 

leases thanks to his network of friends in the 

country. Although the intermediary seems to 

be professional, Karim prefers to seek additional 

information elsewhere and discovers that the 

individual has quite an unsavory reputation. 

What to do in this case

Karim had the right reflex in obtaining addi-

tional information regarding this intermediary.

Although he does indeed have a network of 

contacts, his image does not correspond to that 

of the Group and its commitment to complying 

with all applicable regulations. Under these cir-

cumstances Karim must decline to work with 

this intermediary and does not need to con-

tinue the approval process detailed above. 

I AM THINKING ABOUT WORKING 

WITH A LOCAL INTERMEDIARY.

WHAT STEPS SHOULD I TAKE? 

Group employees may be contacted by, or seek out, 

intermediaries (local correspondents, consultants, 

financial or legal advisors, etc.) who promote their 

ability to “help” in winning a contract or with the 

smooth execution of an operation.

To ensure that the use of commercial intermediaries 

does not in any way expose the Group to the risk of 

corruption, LVMH requires prior verifications of the 

intermediary, along with an authorization procedure 

that reflects the importance of the operation.

In situations such as this, if the economic benefits 

are clear, the employee concerned, in liaison with the 

Ethics and Compliance correspondent of the Maison 

and any other department involved, must assess 

the risks involving not only the local partner, but also 

the person who may have recommended this 

intermediary. 

In such cases employees are required to ensure that 

the intermediary: 

 has a good reputation, a satisfactory network 

of business relations, recognized professional exper-

tise and knowledge of applicable legislation, as well 

as the local business environment and customary 

practices;

 is not an employee or official representative of 

a municipality, a political party, a potential client or 

a competitor with links to or an interest in a project 

for which he has been asked to provide services; 

 complies with applicable laws and regulations 

and is legally authorized to provide the services 

proposed; 

 has not been selected solely on the basis of a 

recommendation from a potential client;

 has been selected and approved in accordance 

with all applicable procedures; 

 is able to justify the legitimacy of the services pro-

posed, notably by providing regular periodic, but no 

less than annual, reports of business activities.

All employees who deal with intermediaries are 

also required to: 

 liaise with their management and with the 

Ethics and Compliance and Legal departments; 

 clearly specify the services to be delivered in a 

contract; 

 include specific contractual clauses by which 

the intermediary makes a formal commitment to 

respect all measures in the Code of Conduct of the 

LVMH Group regarding the fight against corrup-

tion and trading in influence;

 decline any suspect payment means (cash or 

offshore accounts, for example).
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EXAMPLE

During an election campaign in a country 

where contributions by businesses are author-

ized, a member of a political party solicits a 

financial contribution for his party from a 

Group manager. 

What to do in this case

The Group manager must refuse to make any 

such contribution and inform the person that 

the LVMH Group guidelines prohibit any con-

tribution of a political nature or providing any 

funds to a political party. 

EXAMPLE No. 2

Jean, the Director of a foreign subsidiary of a 

Group Maison, has worked with a local inter-

mediary for ten years. The intermediary has 

always been completely transparent with 

him regarding his activity and his fees. 

However, Jean sees that the most recent 

invoices are not itemized and vague and do 

not seem to correspond to any actual work. 

He doesn’t know what to do, because the 

contract with this intermediary runs for 

another five years; moreover, there is a 

clause that specifies that if the contract is 

terminated for any reason other than legal 

proceedings, the intermediary is entitled to 

receive all outstanding amounts due.

What to do in this case

If the intermediary is unable to justify, on a 

prompt basis, the existence and legality of 

the work invoiced, his contract must be ter-

minated immediately. Before anything, Jean 

needs to rapidly contact the Legal depart-

ment to determine the best way to resolve 

this situation and terminate the contract 

under optimal terms for the Group. 

ARE CHARITABLE DONATIONS OR POLITICAL 

CONTRIBUTIONS AUTHORIZED?

LVMH and its Maisons regularly make donations 

and contribute funds to charities and have active 

corporate philanthropy programs. Beneficiaries 

must be selected after thorough verifications, and 

all donations must be totally transparent. 

LVMH does not make contributions to political 

organizations.

Employees personally may make charitable dona-

tions or political contributions in their capacity as 

private individuals so long as these payments are 

not made with the goal of creating commercial 

opportunities or obtaining an advantage for a com-

mercial operation. 
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The LVMH Group (the “Group” or “LVMH”) requires 

exemplary integrity from all employees and stake-

holders in the conduct of their business activities. 

LVMH and its Maisons do not tolerate violations of 

applicable laws and regulations. Failure to respect 

them can expose the Group – and employees per-

sonally – to legal sanctions. Employees who do not 

comply with the Code of Conduct and these princi-

ples risk disciplinary sanctions, including dismissal.

All employees may find themselves confronted 

with a situation in which their personal interest or 

the interest of individuals or legal entities with 

which they are linked or have close relationships, 

may influence the conduct of their professional 

activities or conflict with the interests of the Group 

or the Maison for which they work.

These principles outline our requirements. The 

examples are illustrative but not exhaustive of the 

many different possible scenarios that might arise. 

Consequently, good judgment and a sense of 

responsibility must guide employees’ actions in all 

situations.

Employees who have questions regarding these 

issues must reach out to their management or to 

the relevant departments (Human Resources, 

Compliance, Legal, Audit and Internal Control) for 

guidance. They can also contact the Ethics and 

Compliance correspondent for their Maison or the 

Group Ethics and Compliance Director.

Employees who identify or suspect any failure to 

comply with these principles must inform their man-

agement, the relevant department, their Ethics and 

Compliance correspondent or the LVMH Ethics and 

Compliance Director, or report the non-compliance 

via the alert mechanism established by the Group. 

Retaliations are prohibited against people who 

report violations of these principles in good faith 

even when the suspicions at the origin of the alert 

prove groundless.

RECOGNIZING CONFLICTS OF INTEREST 

A conflict of interest may occur when personal inter-

ests impair, or appear to impair the ability of an 

employee to perform his or her responsibilities in the 

best interests of the Group. 

The personal interests of employees include any 

direct or indirect, financial or non-financial benefit for 

the employees themselves or for members of their 

family, friends or personal relations, or organizations 

with which they or their family, friends or personal 

relations have or have had a business relationship. 

Conflicts of interest can be real, perceived or apparent, 

or potential:

 there is a real conflict of interest when the exer-

cise of an employee’s responsibilities is clearly influ-

enced by their personal interests;

 there is a perceived or apparent conflict of interest, 

when the exercise of an employee’s responsibilities 

seems to be influenced by their personal interests, 

even when this is not actually the case; 

Principles applied by the LVMH Group and its Maisons

M A N A G I N G C O N F L I C T S 

O F  I N T E R E S T

EXAMPLE

Company X is a supplier for a Group Maison at 

which Julien is procurement manager. Julien 

decides to invest in this company with his 

brother. Julien is thus in a situation where the 

conflict of interest is evident.

TABLE OF CONTENTS 
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 there is a potential conflict of interest, when the 

exercise of an employee’s responsibilities is not influ-

enced by their personal interests, but could potentially 

become influenced by personal interests in the future.

AVOIDING CONFLICTS OF INTEREST

All employees have a duty of loyalty toward LVMH 

and are responsible for exhibiting good judgment 

concerning their personal situation in order to assess 

whether situations of real, apparent or potential con-

flict of interest exist. 

All employees must actively avoid the creation of 

situations in which their personal interests might 

conflict with those of the Group. Any situation that 

could appear to create a conflict between the per-

sonal interest of an employee and the interests of 

LVMH could negatively impact effective operations 

and the reputation of the Group, and expose the 

Group to legal risks. 

Consequently, employees should in particular avoid:

 being personally involved in companies outside 

the Group, keeping in mind that the employment 

relationship may not allow this activity;

 acquiring a significant direct or indirect financial 

stake (including through family members or friends) 

in a competitor, a supplier, a client of the company or 

in any other company whose activity might conflict 

with the employee’s ability to objectively and effec-

tively exercise their responsibilities for the Group or 

its Maisons;

EXAMPLE

Company X is a supplier for a Group Maison at 

which Julien is procurement manager. Julien 

learns that his brother has invested in this com-

pany. This puts Julien in a situation of apparent 

conflict of interest.

EXAMPLE

Company X is a supplier for a Group Maison at 

which Julien is procurement manager. Julien 

learns that his brother is thinking about invest-

ing in the company. This puts Julien in a situa-

tion of potential conflict of interest.

 working on behalf of the Group and its Maisons 

with suppliers that belong to or are managed by 

friends or family members;

 using their position with the Group or its Maisons 

without prior authorization in external commercial 

activities, speeches, presentations or publications.

Furthermore, particular vigilance is needed when 

hiring employees’ family members in positions under 

their direct or indirect responsibility, which must be 

reviewed in advance by the Human Resources 

department.

REPORTING CONFLICTS OF INTEREST

Members of the Executive Committee of LVMH, CEOs 

of Maisons, members of the Executive Committees of 

Maisons and relevant Group employees must all sub-

mit a statement on a yearly basis confirming the 

absence of any conflicts of interest or reporting any 

situations that could potentially create a conflict of 

interest. The statements by members of the 

Executive Committee of LVMH and CEOs of Maisons 

are sent to the Group Ethics and Compliance 

Director. Statements by other employees are sent to 

the relevant departments, depending on the Maison 

(Compliance, Legal, Human Resources).

Furthermore, any person who during their employ-

ment by the Group or its Maisons holds a legislative, 

administrative or judicial position that could impact 

the exercise of their responsibilities is required to 

report this in their statement.

Employees who complete a statement may subse-

quently, directly or indirectly via the relevant depart-

ments, add new information, amend it or update it, in 

particular when a new conflict of interest situation arises.

If necessary, a meeting between the employee and 

their management can be scheduled to discuss 

appropriate measures to reduce or mitigate the 

potential risks from the situation. 

Whenever an employee is in a situation or risks find-

ing themselves in a situation where a decision they 

make for the Group could be affected by their per-

sonal interest, they must report this situation 

in writing to their management or to the relevant 

departments (Compliance, Legal, Human Resources).

Failure to respect these principles, and in particular 

any attempt to conceal any real, perceived, apparent 

or potential conflict of interest, may lead to discipli-

nary sanctions, including dismissal. 
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RESOLVING CONFLICTS OF INTEREST

Resolving conflicts of interest – which involves taking 

actions that eliminate or at least minimize the asso-

ciated risks – requires discussion between the 

employee concerned and their manager, who must 

make the final decision in liaison with the appropriate 

departments (Compliance, Legal, Human Resources).

The employee’s manager and the appropriate 

departments must therefore: 

 analyze the information reported by the employee, 

ensuring appropriate confidentiality and objectivity; 

 make a fair evaluation of the situation, particularly 

in terms of the risks it represents for the commercial 

interests or reputation of the Group;

 if necessary due to the complexity of the situation, 

seek advice from the Ethics and Compliance corre-

spondent, the Legal department or the appropriate 

human resources entity; 

 make a pragmatic decision to resolve the conflict, 

minimizing the risk for the Group while at the same 

time protecting the personal interests of the employee. 

The diversity of situations in which conflicts of interest 

might arise dictates a case-by-case response.

When a situation proves too complex for the manager 

to make a decision (after liaising with the appropri-

ate departments) or when the employee does not 

agree with the analysis of the situation, the issue 

must be escalated to the Ethics and Compliance 

correspondent for the Maison concerned, or to the 

LVMH Ethics and Compliance Director.

What to do in this situation

Sylvie seems to have objectively assessed the 

situation because she recognized a potential 

conflict of interest.

Given the company’s good reputation and the 

fact that its prices are consistent with the mar-

ket, she should take the issue to her manager, 

who can decide to have another employee 

take over the supplier selection and negotia-

tions in order to mitigate a potential conflict of 

interest.

EXAMPLE No. 2

Sergei works in the Finance department of 

one of the Maisons as a management control-

ler. During a family lunch he learns that his 

cousin has just taken a job as Marketing and 

Sales Director at a company that supplies 

leather for Sergei’s Maison. Even though he 

does not work directly in procurement, Sergei 

is nevertheless in charge of verifying expendi-

tures in his role as management controller.

What to do in this situation

The relationship between the supplier and 

the Maison was established before and has 

no link to the recruitment of Sergei’s cousin, 

meaning that in principle this situation does 

not represent any conflict of interest. Sergei 

should inform his management that his 

cousin is now head of marketing and sales 

for one of the Maison’s main suppliers. The 

Maison shall take the necessary measures so 

that Sergei does not control the activity of 

his cousin.

EXAMPLE No. 3

Ali manages a leather goods Maison. He 

wants to invest personally in a startup spe-

cialized in traceability of exotic leathers.

What to do in this case

Given Ali’s position, he is required to inform 

his reporting hierarchy and the LVMH Ethics 

and Compliance Director of his intentions 

before making any investment and to obtain 

the approval of his hierarchy.

EXAMPLE No. 1

Sylvie is in charge of renovating several stores. 

She receives several estimates, including a 

proposal from an interior design firm in which 

she knows her sister is a shareholder. Sylvie 

has doubts about the conflict of interest this 

might pose even though the company con-

cerned has a good reputation and its estimate 

is consistent with market rates. 
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Principles applied by the LVMH Group and its Maisons

G I F T S  A N D 

I N V I T A T I O N S

The LVMH Group (the “Group” or “LVMH”) requires 

exemplary integrity from all employees and stake-

holders in the conduct of their business activities. 

LVMH and its Maisons do not tolerate violations of 

applicable laws and regulations. Failure to respect 

them can expose the Group – and employees per-

sonally – to legal sanctions. Employees who do not 

comply with the Code of Conduct and these princi-

ples risk disciplinary sanctions, including dismissal.

Employees of the LVMH Group and its Maisons 

may be offered or may give gifts or invitations. This 

shall be handled with specific care in accordance 

with these principles and with the Maisons’ specific 

internal rules. Furthermore, the nature of the 

Group’s activities should be taken into account to 

ensure behavior appropriate to each situation.

These principles outline our requirements. The 

examples are illustrative but not exhaustive of the 

many different possible scenarios that might arise. 

Consequently, good judgment and a sense of 

responsibility must guide employees’ actions in all 

situations.

Employees who have questions regarding these 

issues must reach out to their management or to the 

relevant departments (Human Resources, Compliance, 

Legal, Audit and Internal Control) for guidance. 

They can also contact the Ethics and Compliance 

correspondent for their Maison or the Group Ethics 

and Compliance Director. 

Employees who identify or suspect any failure to 

comply with these principles must inform their man-

agement, the relevant department, their Ethics and 

Compliance correspondent or the LVMH Ethics and 

Compliance Director, or report the non-compliance 

via the alert mechanism established by the Group. 

Retaliations are prohibited against people who 

report violations of these principles in good faith 

even when the suspicions at the origin of the alert 

prove groundless.

GENERAL PRINCIPLES

It is important to note that:

 the practice of giving and receiving gifts and invi-

tations is not systematically objectionable;

 gifts or invitations may be considered acceptable 

expressions of courtesy within the context of good 

business relations if limited in scope and value, given 

openly and transparently, permitted under applicable 

local law, customary in the location in which they 

would be given, provided to reflect esteem or grati-

tude, and not offered with an expectation that some-

thing will be offered in return;

 certain events are traditionally associated with 

exchanges of gifts or invitations, such as national 

holidays, New Year’s celebrations, the inauguration 

of a new site, new product launches, etc., and a 

legitimate means for business partners to express 

respect for each other.

However, improper or excessive gifts and invitations 

can be a form of bribery or corruption and can also 

give rise to conflicts of interest. In some cases, these 

practices might be subject to anti-corruption 

regulations or other legal requirements, making it 

essential to be aware of such rules and to fully 

comply with them.

In addition, ethics and compliance rules applicable 

to certain professional categories may limit the 

occasions, frequency and value of gifts or invitations. 

Likewise, the status of certain persons prohibits 

these individuals from receiving gifts, at least on a 

personal basis.

TABLE OF CONTENTS 
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Accordingly, certain limitations shall apply to ensure 

Group’s compliance with legal requirements, 

mitigate potential conflicts of interest and ensure 

that gifts and invitations are given and received for 

a legitimate business purpose, do not appear to or 

actually give LVMH and/or its Maisons an unfair 

business advantage, and are properly documented 

and approved.

Employees should thus be aware of and ensure a 

strict compliance with the rules outlined in these 

principles as well as with the LVMH Group principles 

on “Fighting corruption and trading in influence” and 

on “Managing conflicts of interest”.

MAIN RULES TO BE FOLLOWED

The following rules must be respected by all employ-

ees of the LVMH Group and its Maisons:

 employees should discourage gift giving, in par-

ticular personal gifts, both to other employees of the 

Group and to third parties;

 monetary or other cash equivalent gifts are 

strictly prohibited, as are inappropriate gifts and gifts 

sent to the recipient’s home;

 giving or accepting a gift or invitation must always 

be done for legitimate business purpose. Further-

more, whenever possible any gifts received should 

be shared with other employees; 

 in relations with third parties (suppliers, etc.):

•  employees are not authorized to give business gifts

to their suppliers and partners without prior

approval from their management,

•  employees should discourage suppliers and part-

ners from giving them gifts, keeping in mind that the

notion of gifts includes all personal benefits (such as

meals, travel, tickets to sporting events) paid for

directly or indirectly by suppliers or partners,

•  offering or accepting a gift or invitation must

always clearly reflect an existing relationship and

must never be intended to establish a relationship

or appear to establish a relationship, create an obli-

gation, obtain an order or remunerate a service,

•  any ambiguity regarding the nature of the gesture

makes it unacceptable;

 if in a given situation it does not appear possible

to give a gift or invitation on behalf of the Group or 

the Maison, it also may not be given by an employee 

who pays for it personally;

 regardless of the context, employees are always 

encouraged to determine whether it is appropriate 

to accept or offer a gift or invitation and must sys-

tematically decline any behavior that might nega-

tively impact the image of the Group or its Maisons. 

Employees are also formally prohibited from solicit-

ing a gift or an invitation; 

 employees must decline any gift or invitation 

that does not meet the requirements described in 

this document; if a prohibited gift is received, it 

must be returned promptly, accompanied by an 

explanation of these principles;

 most regulations around the world closely regu-

late the receipt of gifts by public officials. With cer-

tain limited exceptions, gifts to federal, state and 

local officials are either prohibited or limited to spe-

cific limited amounts in value. Therefore:

•  any gift to any official must be validated by the rel-

evant department within the Maison (Compliance

or Legal) and the applicable laws must be reviewed

to determine if there is a local gift prohibition or

limitation in effect;

•  gifts should never be given if they are solicited;

•  gifts should not be given during periods that

might raise suspicions (pending or shortly after

approval of authorizations, electoral campaign,

etc.) and the value should not exceed the usual

customary value of gifts in this context.

As mentioned above, because neither these princi-

ples nor your Maison’s internal rules can provide 

exhaustive guidelines given the many different pos-

sible scenarios that might arise, good judgment and 

a sense of responsibility must guide your actions in 

all situations. In that respect, answering several ques-

tions can provide guidance in making an appropriate 

decision: 

 Will I have a problem justifying my action to my 

management?

 Have I checked local rules and laws concerning 

giving gifts or other benefits?

 If this gift or invitation were reported by the 

media would it be harmful to my reputation or to 

the reputation of my employer? 

 Would accepting this gift/invitation call into 

question my impartiality or that of the other party? 
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EXAMPLE No. 1

Diego works in the Purchasing department at 

one of the Group’s Maisons. Along with the 

New Year’s greetings from one of the suppli-

ers in the portfolio he manages, he received a 

gift whose value is greater than that of the 

low-cost items generally sent for promotional 

purposes. The contract between the Maison 

and this supplier is scheduled for renegotia-

tion in March. Can Diego accept the gift? 

What to do in this case

This gift appears to have been given in a pro-

fessional capacity and reflects the quality of 

a relationship that already exists between 

the Maison and the supplier. However, Diego 

must be especially vigilant since the proce-

dure for awarding a new contract will begin 

in the near future. He cannot be certain that 

this gift was not sent in order to influence 

him. Given this context and the value of the 

gift, Diego must decline and return the gift 

and report it to his management. 

Accepting this gift would expose the Maison 

to legal and reputation risks. 

Even if the contract were not up for renegotia-

tion, the value of the gift alone, since it exceeds 

customary business practice, should alert 

Diego and lead him to contact his manage-

ment before accepting a gift of this nature.

EXAMPLE No. 2

Sarah, an experienced manager who works in 

China, wonders whether it is appropriate to 

offer one of the Group’s products as a year-

end gift to a local supplier with whom she 

works. Negotiations with the company were 

complicated and Sarah would like to thank the 

head of the company for having facilitated the 

signing of the contract.

What to do in this case

While it is customary in China to exchange 

gifts when contracts are signed or even dur-

ing basic commercial contacts, this type of 

practice cannot be considered harmless and 

requires special vigilance. In a case like this, 

Sarah needs to take into account the value 

of the gift, the nature of the relationship with 

this supplier, the position of the supplier and 

the basic rules of these guidelines and the 

local rules of her Maison. If she has any 

doubts she should speak with her manager 

before giving any gift.

If an employee has any doubts he/she must contact 

his/her manager and/or the appropriate depart-

ments (Human Resources, Compliance, Legal, Audit 

and Internal Control) and must conform to the pro-

cedures specified in the company internal rules or 

equivalent documents for each Group entity. 

EXAMPLE No. 3

Pierre, the Commercial Director at one of the 

Maisons, is invited to a business dinner at a 

well-known restaurant by a supplier.

What to do in this case

The decision to accept or decline this dinner 

invitation must be carefully considered. 

Particular prudence is required if the parties 

are in the process of renegotiating an agree-

ment or discussing new plans. If the invita-

tion is accepted, the cost of the dinner 

should not exceed a reasonable amount and 

be in line with current standard commercial 

practices. In general, an invitation should not 

be accepted if the person is not in a position 

to offer a similar invitation in return. It may 

also be preferable for other employees of 

the Group or the Maison to be present.
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EXAMPLE No. 4

Jian, the Director of one of the Group’s stores, 

wants to give a small gift to the mayor of the 

city where the store is located to express 

esteem and gratitude for the relationship with 

city hall that has enabled the store to organize 

quality promotional events.

What to do in this case

In this case, Jian should ensure that giving a 

gift to a public official is permitted under appli-

cable local law, be given openly and transpar-

ently, and not be offered with an expectation 

that something will be offered in return. Jian 

should seek a prior approval from the Legal or 

Compliance department of his Maison or from 

the Group Ethics and Compliance Director. He 

should also make certain that the gift is appro-

priate in order to respect rules and customary 

practice at this administrative entity. Given the 

circumstances, one solution might be to give a 

collective gift to all the personnel at the city 

hall departments involved.

In general, a small gift can be given on appro-

priate occasions reflecting customary local 

practices (New Year’s, national holidays, etc.). 

Gifts should not be given during periods that 

might raise suspicions (pending approval of 

authorizations, electoral campaign, etc.) and 

the value should not exceed the usual custom-

ary value of gifts in this context. Furthermore, 

gifts should never be given if they are solicited.
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Principles applied by the LVMH Group and its Maisons

F I G H T I N G  M O N E Y  L A U N D E R I N G , 

F I N A N C I A L F R A U D  A N D 

V I O L A T I O N S  O F  E C O N O M I C 

A N D  T R A D E S A N C T I O N S

The LVMH Group (the “Group” or “LVMH”) requires 

exemplary integrity from all employees and stake-

holders in the conduct of their business activities. 

LVMH and its Maisons do not tolerate violations of 

applicable laws and regulations. Failure to respect 

them can expose the Group – and employees per-

sonally – to legal sanctions. Employees who do 

not comply with the Code of Conduct and these 

principles risk disciplinary sanctions, including 

dismissal.

As a global organization, LVMH regularly engages 

in financial transactions which create legal and rep-

utational risk. Two important such risks are money 

laundering and economic and trade sanctions (or 

“sanctions”) violations, which are defined below. 

Employees must comply with the ethical standards 

and legal requirements of each country in which 

LVMH conducts business, and take care to guard 

against improper financial transactions, including 

money laundering and sanctions violations. 

The LVMH Group supports all measures to fight 

money laundering and sanctions violations taken 

both at the international level and at the national 

level through applicable legislation in its host coun-

tries. Employees and partners are encouraged 

to be extremely vigilant in identifying any potential 

infraction.

This policy is not simply designed to prevent expo-

sure to criminal liability, but also to establish long-

term relationships with our suppliers, partners and 

clients based on confidence, and to avoid any nega-

tive impact on the Group’s image, as well as legal 

risks resulting from any association between its 

business activities and money laundering or sanc-

tions violations.

These principles outline our requirements. The 

examples are illustrative but not exhaustive of the 

many different possible scenarios that might arise. 

Consequently, good judgment and a sense of 

responsibility must guide employees’ actions in all 

situations. 

Employees who have questions regarding these 

issues must reach out to their management or to 

the relevant departments (Human Resources, 

Compliance, Legal, Audit and Internal Control) for 

guidance. They can also contact the Ethics and 

Compliance correspondent for their Maison or the 

Group Ethics and Compliance Director.

Employees who identify or suspect any failure to 

comply with these principles must inform their 

management, the relevant department, their Ethics 

and Compliance correspondent or the LVMH Ethics 

and Compliance Director, or report the non-

compliance via the alert mechanism established 

by the Group. Retaliations are prohibited against 

people who report violations of these principles in 

good faith even when the suspicions at the origin of 

the alert prove groundless.

DEFINITION OF MONEY LAUNDERING

Money laundering can occur where an action is 

taken to mask the true origin of money or assets 

that are connected to criminal activity. Employees 

must ensure that the Group’s activities do not con-

tribute to the transfer of proceeds from crime or 

criminal activity to legitimate business activities. 

Buying and selling luxury goods is one common 

technique used to launder money.

TABLE OF CONTENTS 
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DEFINITION OF ECONOMIC 

AND TRADE SANCTIONS

Economic and trade sanctions are country-imposed 

legal prohibitions on commercial activity, directly or 

indirectly (through a third party), with individuals or 

entities based on their geographic location, industry, 

or involvement with certain criminal activity.

With respect to geographic sanctions, the Group is 

subject to European Union, United States, Swiss, and 

other sanctions that restrict or prohibit activity with 

individuals or entities located in certain countries or 

regions. EU and particularly US sanctions laws have 

broad extraterritorial application. For example, US 

sanctions apply to US citizens, permanent residents, 

business entities formed under US law and to any-

one physically present in the US as well as non-US 

subsidiaries and branches of US entities or foreign 

companies (or non-US subsidiaries and branches 

thereof) owned or controlled by US individuals or 

entities, or transactions in US dollars or that other-

wise involve the US financial system.

To mitigate the risk of sanctions violations, the Group 

follows specific policies and procedures with respect 

to investments and other business activity in desig-

nated countries and/or with designated persons. A 

guide to applicable sanctions rules and regulations in 

the primary jurisdictions where the Group is present 

is available to Maisons on the LVMH Voices website. 

This guide is updated every six months. Employees 

are expected to always apply the most recent local 

rules and regulations. 

PREVENTING MONEY LAUNDERING 

AND ECONOMIC AND TRADE SANCTIONS 

VIOLATIONS

Verification of suppliers and other partners

To limit the risk of money laundering and sanctions 

violations, employees must systematically evaluate 

business partners before and during the business rela-

tionship. This evaluation should involve gathering geo-

graphic and business information about business 

partners and being extremely vigilant with regards to 

orders, invoices and unusual payments.

Geographic location

Verification of a supplier or partner’s geographic 

location is important as sanctions laws, in particular 

EU and US sanctions laws prohibit doing business 

with certain countries. The type of activities that are 

prohibited varies depending of the applicable laws 

and the countries concerned. Some sanctions laws 

specifically prohibit the import and export of many 

luxury goods. In addition, the list of sanctioned coun-

tries and sanctioned persons as well as the scope of 

the prohibited activities vary from time to time. 

A particular attention must be paid to any transaction 

that may fall within the scope of the US sanctions 

given the broad extraterritorial reach of such laws.

For all these reasons, any proposed commercial 

activity with individuals or entities in countries which 

fall within the scope of sanctions laws and regula-

tions must only be envisaged if they would not 

breach any applicable sanctions laws and shall in 

addition be preapproved and validated by LVMH 

holding General Management. 

Business information

This evaluation is performed by gathering data on 

the supplier or partner and, in certain instances, the 

individuals or entities controlling such suppliers or 

partners from documents and/or searches, including 

the use of third party searches, depending on the 

level of risk. This data must be regularly updated, in 

particular for significant transactions. 

Searches for information may cover the following 

areas: 

 registered address of partner and its different 

businesses (subsidiaries, production facilities, etc.), 

particularly in countries deemed “risky” (tax havens);

 whether the partner has been the subject of sanc-

tions or otherwise banned from business transac-

tions by relevant governmental or non-governmental 

organizations; 

 commercial history of the partner;

 reputation of partner (prior convictions or current 

legal proceedings);

 whether the partner has a policy in place to pre-

vent money laundering;

 ease with which the identity of the end benefi-

ciary of the entity can be confirmed (individuals 

holding shares in the business);

 organization of payment and invoicing processes;

 bank account used;

 organization and operating procedures of the 

partner for the commercial activity; 

 any additional information that might be relevant 

given previous information obtained.



3

2017 – Confi dential document and for internal use only

Ethics & Compliance        

Know your client

Depending on the country, the Group is subject to 

certain obligations in the fight against money launder-

ing in terms of knowledge of its clients and customers, 

particularly with regards to limits on cash payments.

Several European countries put ceilings on cash pay-

ments (France, Belgium, Denmark, Greece, Italy and 

Portugal), and some countries have introduced 

reporting requirements (including the United States, 

Switzerland and China).  

Regulatory measures are subject to change. A guide 

to anti-money laundering applicable rules and regu-

lations in the primary jurisdictions where the Group 

is present is available to Maisons on the LVMH Voices 

website. This guide is updated every six months. 

Employees are expected to always apply the most 

recent local rules and regulations.

IDENTIFYING “RED FLAGS” 

THAT MIGHT BE INDICATIVE 

OF MONEY LAUNDERING 

OR ECONOMIC AND TRADE 

SANCTIONS VIOLATIONS

Certain behaviors should alert employees to the 

need for heightened vigilance: 

 when a client or partner uses unusual payment 

methods without giving any valid reason for deviat-

ing from standard commercial practices (payment 

of large sums in cash, payment via intermediaries or 

offshore accounts, unjustified staggering through 

multiple payments, etc.);

 when clients make purchases in a hurry without 

seeming to take an interest in the characteristics of 

the products they buy; 

 when a client or partner seems to have detailed 

knowledge of regulations concerning money laun-

dering and/or seems to deliberately get as close as 

possible to applicable cash payment limits;

 when a customer purchases several identical 

expensive products without any apparent reason;

 when a client requests a refund/return to an 

account or person different than the original account 

or person who made the purchase;

 when a partner requests that payment be made 

to a bank account in the name of a different person 

or entity, including settlement transactions involving 

different receivables;

 when a partner requests that payment be made 

to a bank account domiciled in a country with exten-

sive bank secrecy laws and different from that of the 

creditor entity; 

 when a partner requests payment in cash or cash-

like instruments (money orders in particular); 

 when a freight forwarding firm is listed as a prod-

uct’s final destination or a shipping route is abnormal 

for the product’s final destination;

 when a partner asks to use one of the payment or 

shipping methods listed above without providing a 

reasonable business justification for the request, pay-

ment must be refused. 

REFUSING TRANSACTIONS 

WITH “RED FLAGS”

FOR MONEY LAUNDERING 

OR ECONOMIC AND TRADE 

SANCTIONS VIOLATIONS

Employees of LVMH and the Maisons must exercise 

appropriate vigilance based on information they 

have concerning a supplier, a partner or a client.

Management at all Group entities and at commercial 

departments responsible for procurement of goods 

and services or in-store and wholesale and client 

payments and shipments are particularly exposed to 

the risk of money laundering and should thus be par-

ticularly alert to this issue and carefully follow the 

Group and Maison requirements regarding cash pay-

ments and shipments to avoid legal violations.

Employees who have doubts regarding a supplier or 

partner or as to whether a transaction complies with 

money laundering or sanctions laws should immedi-

ately contact their management, Legal department, 

Ethics and Compliance correspondent, or the LVMH 

Ethics and Compliance Director in order to obtain 

guidance on the action to be taken. It may be neces-

sary to ask the supplier, partner or client for explana-

tions and suspend the transactions pending 

additional information.

If doubts remain after having received the opinion 

from the abovementioned persons, along with any 

explanations provided by the supplier, partner or the 

client, the transaction should be declined.
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EXAMPLE No. 1

Mirna works in one of the Group’s stores. 

One of her clients who does not appear to be 

a French tax resident, wants to pay for nearly 

20,000 euros of purchases in cash. Mirna 

informs the client that there is a 10,000 

euro limit on cash payments in France. 

The client is surprised, but still wishes to 

pay in cash. Mirna’s manager will not be 

back for two hours. 

What to do in this case

Mirna should restate to her client that French 

law prohibits her from accepting any cash 

payment from a foreign tax resident over 

10,000 euros.

If the client agrees to another payment 

means – for the entire amount or just 

the amount over 10,000 euros – Mirna can 

make the sale, but must still obtain all the 

informa                                                       -             tion needed to identify                   the client.

If the client refuses to use another means of 

payment, Mirna cannot complete the sale. 

EXAMPLE No. 2

Jean works in the accounting department of 

an LVMH Maison. One of the Maison’s suppli-

ers requests that an invoice be paid to a dif-

ferent account than that specified in the 

contract and which has always been used 

previously. This account is with another bank, 

which is located in the Republic of Georgia.

What to do in this case

Jean must take every possible measure to 

guarantee that this is a legitimate transaction 

and that it is not an attempt to commit fraud. 

In this case, the factors that should trigger an 

alert include a change in banking details and 

the location of the bank in a country that 

raises questions. Jean must report this situa-

tion to his management and/or the appropri-

ate departments, and receive direction from 

the Legal and Compliance departments from 

his Maison prior to moving forward.

KEEPING LEGITIMATE ACCOUNTS, 

BOOKS AND RECORDS 

No false or unfounded information may be recorded 

in the books and records of the Group or its Maisons 

for any reason whatsoever. 

All assets, liabilities and all transactions executed by 

the Group and its Maisons must be recorded in the 

accounts of these entities with complete transpar-

ency. Accounting documents must accurately and 

precisely reflect the transactions executed and must 

be prepared in compliance with applicable account-

ing standards and practices.

All Group assets must be recorded in the accounts 

as soon as ownership and risks have been trans-

ferred. Documents justifying commercial and finan-

cial transactions must accurately describe the 

transactions. No payment can be approved or made, 

even partially, for a purpose other than that described 

in documents justifying the payment request.
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EXAMPLE No. 3A

What if Nathalie’s client says, “we can get 

around those sanctions laws: just ship the 

order to Turkey and my people will pick it up 

there.” May Nathalie arrange for shipment 

now? 

What to do in this case

No. Employees must generally not engage in 

any form of commercial activity if they know, 

or should know, that the activity will involve, 

directly or indirectly, an individual or entity 

located in a sanctioned country or a sanc-

tioned person. Here, while the shipment 

would be picked up in Turkey, Nathalie knows 

that it is ultimately destined for Syria. 

EXAMPLE No. 3

Nathalie works in one of the Group’s stores in 

New York. One of Nathalie’s clients wants to 

ship an order to his residence in Syria. May 

Nathalie arrange for shipment to be made? 

What to do in this case

Nathalie must decline the client’s request for 

shipment of the order. Engaging in commer-

cial activity, directly or indirectly, with individ-

uals or entities located in Syria is prohibited 

under US sanctions laws.
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Principles applied by the LVMH Group and its Maisons

L O A N  O F  P R O D U C T S  
O R  A S S E T S ,  D I S C O U N T S  

A N D  S A L E S  T O  P E R S O N N E L 

The LVMH Group (the “Group” or “LVMH”) requires 
exemplary integrity from all employees and stake-
holders in the conduct of their business activities. 
LVMH and its Maisons do not tolerate violations of 
applicable laws and regulations. Failure to respect 
them can expose the Group – and employees per-
sonally – to legal sanctions. Employees who do not 
comply with the Code of Conduct and these princi-
ples risk disciplinary sanctions, including dismissal.

The responsibilities and missions of certain employ-
ees and executives and agreements with persons 
outside the Group may require that they wear or use 
clothes, accessories or other products from the 
Maisons. LVMH and its Maisons may in certain cases 
loan these items and/or provide clothing allowances 
and discounts. 

The Group and its Maisons also occasionally enable 
certain employees to benefit from sales reserved to 
personnel, allowing them to purchase products 
from the Maisons at a discount. 

These practices are subject to specific rules which 
must be respected. 

These principles outline our requirements. The 
examples are illustrative but not exhaustive of the 
many different possible scenarios that might arise. 
Consequently, good judgment and a sense of 
responsibility must guide employees’ actions in all 
situations.

Employees who have questions regarding these 
issues must reach out to their management or to  
the relevant departments (Human Resources, 
Compliance, Legal, Audit and Internal Control). 

They can also contact the Ethics and Compliance 
correspondent for their Maison or the Group Ethics 
and Compliance Director.

Employees who identify or suspect any failure to 
comply with these principles must inform their man-
agement, the relevant department, their Ethics and 
Compliance correspondent or the LVMH Ethics and 
Compliance Director, or report the non-compliance 
via the alert mechanism established by the Group. 
Retaliations are prohibited against people who 
report violations of these principles in good faith 
even when the suspicions at the origin of the alert 
prove groundless.

LOAN OF PRODUCTS OR ASSETS

The contracts, responsibilities or missions of cer-
tain executives and employees of the Group and 
its Maisons or certain external personnel may lead 
to the loan of clothes, accessories or other prod-
ucts from the Maisons.

These products remain the property of the entity 
concerned. They are entrusted for strictly per-
sonal use and on a temporary basis.

The terms and conditions for provision and tem-
porary use of these assets are expressly stipu-
lated by each Maison and shared with the Group 
Ethics and Compliance Director. 

TABLE OF CONTENTS 
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Persons who benefit from these products’ loans 
are expected to ensure their proper use and good 
condition throughout the period of the loan. In 
general, they are required to respect the following 
conditions:

 ensure that prior authorization for the loan has 
been given by their management or someone 
with the appropriate authority; 

 ensure strictly personal use of the products 
loaned; 

 take measures to protect against theft, loss or 
deterioration; 

 report any loss, theft or deterioration during 
the loan period and no later than when the prod-
ucts are returned; 

 return the products loaned on time and under 
the conditions stipulated. Failure to return assets 
loaned may result in penal sanctions (misuse of 
company assets, breach of trust or theft).

DISCOUNTS AND ALLOWANCES

Certain employees of the Group and its Maisons 
with representative responsibilities are encouraged 
to wear clothing, accessories or other products from 
the Maisons. To facilitate this, they benefit from per-
manent discounts and/or a clothing allowance. 

The terms and conditions of these benefits are 
expressly stipulated by each Maison and submitted 
to the Group Ethics and Compliance Director. In 
general, the following conditions must be respected 
by the beneficiaries:

 ensure that prior authorization has been given 
by their management or someone with the 
appropriate authority; 

 ensure strictly personal use of these benefits; 

 do not exceed ceilings or maximum quotas 
defined for these benefits; 

 do not resell products obtained through these 
benefits; 

 respect all contractual provisions.

SALES TO PERSONNEL

Certain Maisons organize private sales of prod-
ucts from the Maison for all or some Group 
employees.

The terms and conditions for these sales are 
expressly stipulated by each Maison and submit-
ted to the Group Ethics and Compliance Director. 

Beneficiaries of these sales are expected to 
respect the rules defined. In general, they are 
required to respect the following conditions: 

 access codes and invitations to these sales are 
strictly for personal use; 

 access codes and invitations to these sales 
may not be sold; 

 no purchases may be made during these sales 
with the intention to resell the products; 

 respect all quotas for benefits in kind and value 
ceilings;

 respect all rules related to the confidentiality of 
these sales. 

Controls are conducted to ensure compliance 
with these rules. Any failure to respect these rules 
identified may lead to disciplinary sanctions, 
including dismissal, and will result in termination 
of these benefits and a permanent or temporary 
ban on participating in these sales.
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Principles applied by the LVMH Group and its Maisons

U S E  O F

C O M PA N Y  A S S E T S

The LVMH Group (the “Group” or “LVMH”) requires 

exemplary integrity from all employees and stake-

holders in the conduct of their business activities. 

LVMH and its Maisons do not tolerate violations of 

applicable laws and regulations. Failure to respect 

them can expose the Group – and employees per-

sonally – to legal sanctions. Employees who do not 

comply with the Code of Conduct and these princi-

ples risk disciplinary sanctions, including dismissal.

The assets of the Group and its Maisons are to be 

used for the benefit of our customers and share-

holders and to create value through the long-term 

development of our business activities.

These assets involve significant investments in skills, 

people, equipment and resources. They are entru-

sted to all those who contribute, through the exer-

cise of their responsibilities, to meeting our 

objectives and achieving our missions. 

By entrusting these assets, the Group and its 

Maisons show confidence in employees. In return, 

employees have a responsibility for ensuring their 

proper use.

These principles outline our requirements. The 

examples are illustrative but not exhaustive of the 

many different possible scenarios that might arise. 

Consequently, good judgment and a sense of 

responsibility must guide employees’ actions in all 

situations.

Employees who have questions regarding these 

issues must reach out to their management or 

to the relevant departments (Human Resources, 

Compliance, Legal, Audit and Internal Control) for 

guidance. They can also contact the Ethics and 

Compliance correspondent for their Maison or the 

Group Ethics and Compliance Director.

Employees who identify or suspect any failure to 

comply with these principles must inform their man-

agement, the relevant department, their Ethics and 

Compliance correspondent or the LVMH Ethics and 

Compliance Director, or report the non-compliance 

via the alert mechanism established by the Group. 

Retaliations are prohibited against people who 

report violations of these principles in good faith 

even when the suspicions at the origin of the alert 

prove groundless.

PROTECTING TANGIBLE 

AND INTANGIBLE ASSETS

The assets of LVMH and its Maisons comprise all the 

property and rights that the Group owns, including 

both tangible assets (products supplied and/or 

manufactured by the Maisons such as clothing, 

accessories, shoes, or leather goods, watches, jew-

elry, perfumes and cosmetics, communications 

resources, computer hardware and software, furni-

ture, buildings, inventories, etc.) and intangible assets 

(intellectual property, know-how, contracts, strategic 

information, etc.).

Data, know-how, documents and strategic commer-

cial information (customer, supplier and employee 

records, product launches, legal and financial infor-

mation, etc.) are an integral part of the Group’s 

assets and employees with access to these assets 

have a responsibility to maintain the confidentiality 

of these materials. They remain bound by this obli-

gation even after they leave the Group. 
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EXAMPLE No. 1

Clarence, a manager who works for the LVMH 

holding company, goes on a business trip to 

South America. Clarence wonders whether 

his wife can accompany him.

What to do in this case

Clarence must follow the rules stated in the 

LVMH Corporate Travel and Safety Policy. The 

spouse or another member of the family 

(including children) is authorized to accom-

pany the employee on the condition that it 

does not interfere with the mission. The man-

ager should be informed prior to the trip. The 

company does not cover the costs for the 

spouse (or another person of the employee’s 

family), which must be fully paid by the 

employee.

Likewise, the image and reputation of LVMH, its 

Maisons and their brands, represent highly valuable 

assets that must be carefully protected. This means 

that anyone who is a member of the Group, its 

Maisons or their brands, or who is identified as such, 

must respect the values and rules of the Group and 

its Maisons, notably as detailed in the LVMH Code of 

Conduct.

RESPONSIBILITY FOR PROFESSIONAL 

AND PROPER USE OF COMPANY ASSETS

All tangible and intangible assets produce value and 

have a specific use. Employees entrusted with these 

assets must put them to the use for which they are 

intended under conditions that guarantee the pro-

tection of these assets, carefully ensuring that there 

is no waste, theft, loss, deterioration or improper use 

of assets for illicit purposes. 

The entities concerned make their assets available 

solely for professional use within the framework of 

responsibilities given to employees. All other use 

must be expressly authorized. This authorization 

may be general, such as authorizing use of commu-

nications resources for private purposes so long as 

the terms and conditions specified in the LVMH 

Information Systems Security Charter are respected. 

Without such explicit tolerance of private use, spe-

cific authorization is required from an employee’s 

manager or the relevant departments (Compliance, 

Legal or Human Resources). 

Employees who use the assets of LVMH or its Maisons 

are expected to respect the good condition of these 

assets and to report any problems encountered in 

their use, such as loss, deterioration, theft, etc.

ASSETS ENTRUSTED ON A PERSONAL 

AND TEMPORARY BASIS

Assets entrusted to employees or service providers 

remain the property of the entity concerned. They 

are entrusted for strictly personal use and on a tem-

porary basis, for the performance of there functions 

and duties.

This applies, for example, to computer and commu-

nications hardware and software, products, vehi-

cles, equipment, information and creative work.

The terms and conditions of use and temporary 

basis of this use are expressly stipulated when the 

corresponding assets are entrusted to an employee 

or service provider. Unless otherwise stipulated, 

persons with access to assets may not dispose of 

them or use them or authorize their use for any 

manner of personal benefit. 

Upon completion of the mission or responsibilities 

assigned to employees or service providers of the 

Group and its Maisons, assets entrusted must be 

returned to the entity to which they belong, unless 

exceptions expressly authorized.

Failure to return an asset entrusted to an individual 

may have various legal consequences, including 

misuse of company assets, breach of trust and in 

certain cases, theft. Specific legal measures in indi-

vidual countries regarding these issues must be 

respected by all parties concerned within the LVMH 

Group and its Maisons. 
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EXAMPLE No. 2

Nadia, who has worked for ten years in the 

leather goods workshop of one of the Group’s 

Maisons, is thinking about creating her own 

leather goods company. She wonders whether 

she is authorized to do this and whether she 

will be allowed to use information that she 

acquired during her time working for the 

company.

What to do in this case

Nadia must look at the company handbook 

and policies and, if applicable, the terms of 

her employment contract and the applicable 

collective bargaining agreement.

There are two possible different situations here:

 if she wants to create her own company 

while continuing to work for the Maison, she 

must check whether there is a duty of loyalty 

or an exclusive employment provision that 

would prohibit her from creating the com-

pany while employed by the Maison. She can 

only create her company on her own time 

and cannot work on creating her company 

during her working hours with the Maison; 

 if she plans to create her company after 

leaving her job with the Maison, Nadia may be 

subject to a non-compete clause for a certain 

period of time following her termination of 

employment so her ability to create a com-

pany may be limited if she plans to exercise 

responsibilities equivalent to those she held 

previously. 

In any event, Nadia must make sure that her 

plans to create her company do not put her in 

a situation of real, apparent or potential con-

flict of interest. 

With regards to using information acquired 

within the scope of her responsibilities at the 

Maison, Nadia must make certain, if applica-

ble, that she respects all applicable confiden-

tiality provisions and does not make any illicit 

use of confidential information. 

Given the complexity of the situation, Nadia 

should consult her management, her Legal or 

Human Resources department, or the Ethics 

and Compliance correspondent of her Maison, 

before initiating any action that risks violating 

her contractual and other obligations or the 

Group’s internal guidelines. 
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