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We Are 
MAPFRE 
and We Act

Dear reader,

�›�ž�f�ï�þ���x�±�Ò�û�x�±�����ï�B�f�ž�±���U�ï�x�ž�±�g�ï�U���J�‘�þ�f���x�ï�±�g�ï�x���ï�K�‘�B�à�±�J�à�ä�ï�‡�‘�à�‡�±�à�à�Û�ï�±���ï�x�ž�f�ï�þ���g�x�ï�±�þ�K���T�x�û���x�ï�û�g�K�f�J�x�g�ï�û�ä�ï�à�f�û�g�x�Û�ï�$���w�‰�€�_�É�g�ï
work in relation to the people that make this company possible: its more than 30,000 employees. There 
are many more - over 220,000 professionals - who directly or indirectly work or collaborate with MAPFRE 
�K�T���Ò�±�U�±���’�ï�x�ž�f�ï�f�ß�J�f�à�à�f���x�ï�g�f�T�Ò�±�J�f�ï�x�ž�û�x�ï�Ö�f�ï�û�T�f�ï�×�����Ö���ï�‡���T�Û�ï�B�‘�x�ï�±�x�É�g�ï���‘�T�ï�f�þ�K�à���ä�f�f�g�ï�Ö�ž���ï�û�T�f�ï�x�ž�f�ï�B�f�û�x�±���’�ï�ž�f�û�T�x�ï���‡�ï
our company, the engine that makes everything else possible.

I am firmly convinced that companies are only as strong as the people who build them every day. At 
MAPFRE, we can safely say that we have an extraordinary team, more than 30,000 colleagues who place 
their talent, energy and commitment at the service of a shared purpose: taking care of what matters. 
Because when we look after our clients, our colleagues and society, then we can proudly say that We Are 
MAPFRE and We Act . 

This reciprocal relationship, where we are committed to employees who are in turn committed to the 
�J���þ�K�û���ä�É�g�ï�Ò�û�à�‘�f�g�ï�û���U�ï���B�Ï�f�J�x�±�Ò�f�g�Û�ï�±�g�ï�x�ž�f�ï�þ���g�x�ï�f���T�±�J�ž�±���’�ï�f�à�f�þ�f���x�ï���‡�ï���‘�T�ï�B�‘�g�±���f�g�g�ï�J�‘�à�x�‘�T�f�Û�ï�û���U�ï�±�g�ï�Ö�ž�û�x�ï
�f���û�B�à�f�g�ï�‘�g�ï�x���ï�K�T���‘�U�à�ä�ï�g�x�û�x�f�ï�x�ž�û�x�ï�$���w�‰�€�_�ï�±�g�ï�û�ï�J���þ�K�û���ä�ï���‡�ï���K�K���T�x�‘���±�x�±�f�g�ï�Ö�ž�f�T�f�ï���‘�T�ï�f�þ�K�à���ä�f�f�g�É�ï�x�±�þ�f�ï�±�g�ï
meaningful.

Thank you all for making it all possible.

Alfredo Castelo

Group Chief People, Strategy and Sustainability Officer
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Where 
your time is 
meaningful

���ï�J���þ�K�û���ä�É�g�ï�J�T�f�U�±�B�±�à�±�x�ä�ï�û���U�ï�T�f�K�‘�x�û�x�±�����ï�û�T�f�ï�K�T���K�f�à�à�f�U�ï�B�ä�ï�K�T���Ò�f���ï�‡�û�J�x�g�ß�ï�Ö�f�ï�U���ï�Ö�ž�û�x�ï�Ö�f�ï�U���ï�f�Ò�f�T�ä�ï�U�û�ä�Û�ï�û���U�ï
we report on our activity every year through documents like the one you are reading now. Over the course 
of 2024, we once again made good on all of the commitments we had set ourselves in an area as relevant 
�x���ï�û�ï�J���þ�K�û���ä�É�g�ï�K�f�T�‡���T�þ�û���J�f�ï�û�g�ï�x�ž�f�ï�w�f���K�à�f�ï�û���U�ï�A�T�’�û���±�ü�û�x�±�����ï�‡�‘���J�x�±�����ï�±�g�Ü�ï�Ë�f�ï�J�����x�±���‘�f�U�ï�K�T���þ���x�±���’�ï�x�ž�f�ï
�K�T���‡�f�g�g�±�����û�à�ï�U�f�Ò�f�à���K�þ�f���x�ï���‡�ï���‘�T�ï�x�f�û�þ�g�Û�ï�K�T���Ò�±�U�±���’�ï�x�T�û�±���±���’�Û�ï�K�T�±���T�±�x�±�ü�±���’�ï�±���x�f�T���û�à�ï�K�T���þ���x�±�����Û�ï�J�T�f�û�x�±���’�ï�Ö���T�×�ï
environments founded on trust, collaboration and responsibility. We want everybody at MAPFRE to grow, 
playing a leading role in their own development and knowing that the company believes in them.

�Ë�f�É�Ò�f�ï�x�û�×�f���ï�J�û�T�f�ï���‡�ï�x�ž�f�ï�Ö�f�à�à�±�B�f�±���’�ï���‡�ï���‘�T�ï�K�f���K�à�f�ß�ï�±���ï�K�ž�ä�g�±�J�û�à�ï�û���U�ï�f�þ���x�±�����û�à�ï�ž�f�û�à�x�ž�Û�ï�Ö���T�×�±�à�±�‡�f�ï�B�û�à�û���J�f�Û�ï
diversity and safety. People can only fully give the best of themselves when they feel good about what 
�x�ž�f�ä�É�T�f�ï�U���±���’�Ü�ï�Ë�f�É�Ò�f�ï�û�à�g���ï�B�f�f���ï�Ö�ž�f�T�f�ï�Ö�f�ï�Ö�f�T�f�ï�þ���g�x�ï���f�f�U�f�U�ï���Ò�f�T�ï�x�ž�f�ï�J���‘�T�g�f�ï���‡�ï�à�û�g�x�ï�ä�f�û�T�ï�x�ž�T���‘�’�ž�ï���‘�T�ï
corporate volunteering, with a more participatory and impactful program, acting to transform reality!

Our culture drives everything, and our Cultural Reactivation Plan is reconciling us once again with our 
essence, our values and our purpose: taking care of our clients, colleagues, and society.

�$���g�x�ï�±�þ�K���T�x�û���x�à�ä�ß�ï�Ö�f�É�Ò�f�ï�U�����f�ï�û�à�à�ï���‡�ï�x�ž�±�g�ï�x���’�f�x�ž�f�T�Ü�ï�Ë�±�x�ž�ï�Ò�±�g�±�����Û�ï�Ö�±�x�ž�ï�f�‡�‡���T�x�Û�ï�û���U�ï�Ö�±�x�ž�ï�U�f�x�f�T�þ�±���û�x�±�����Ü�ï�Ë�f�ï�×�����Ö�ï
that the future is full of new challenges: in artificial intelligence, sustainability, in attracting and developing 
�x�û�à�f���x�Ü�ï�����U�ï�Ö�f�É�T�f�ï�K�T�f�K�û�T�f�U�ï�x���ï�þ�f�f�x�ï�x�ž���g�f�ï�J�ž�û�à�à�f���’�f�g�ï�ž�f�û�U�ï�����Û�ï�B�f�J�û�‘�g�f�ï�Ö�f�ï�à�����×�ï�x���ï�x�ž�f�ï�‡�‘�x�‘�T�f�ï�Ö�±�x�ž�ï�x�ž�f�ï
�f�ß�J�±�x�f�þ�f���x�ï�û���U�ï�J�f�T�x�û�±���x�ä�ï�x�ž�û�x�ï�Ö�f�É�T�f�ï�B�‘�±�à�U�±���’�ï�û�ï�K�T���Ï�f�J�x�ï�Ö�ž�f�T�f�ï�f�Ò�f�T�ä�B���U�ä�ï�J���‘���x�g�ï�û���U�ï�f�Ò�f�T�ä�ï�’�f�g�x�‘�T�f�ï�þ�û�x�x�f�T�g�Ü

We imagine this future side by side with the people who make MAPFRE a company where every minute 
makes sense.

�›�ž�û���×�ï�ä���‘�ï�‡���T�ï�B�f�±���’�ï�û�ï�K�û�T�x�ï���‡�ï�x�ž�±�g�ï�Ï���‘�T���f�ä�Ü�ï�›�ž�û���×�ï�ä���‘�ï�‡���T�ï�B�f�±���’�ï�ž�f�T�f�Ü�ï�›�ž�û���×�ï�ä���‘�ï�‡���T�ï�B�f�à�±�f�Ò�±���’�Ü�ï�����U�Û�ï�û�B���Ò�f�ï
all, thank you for making it possible .

Juan Carlos Rondeau

Group Chief People Officer
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Our company is distinguished by a strong corporate culture—deeply rooted and fully aligned with our 
�K�‘�T�K���g�f�ï�û���U�ï�Ò�û�à�‘�f�g�Ü�ï�A�‘�T�ï�•�x�T�û�x�f�’�±�J�ï�w�à�û���ï�=�;�=�@�½�=�;�=�C�ï�±�g�ï�J�û�à�à�f�U�ï�Ì���x�x�±�x�‘�U�f�ß�ï�Ë�f�ï�û�T�f�ï�$���w�‰�€�_�ï�û���U�ï�Ë�f�ï���J�x�Û�Í�ï
which embodies the people at MAPFRE and our culture. This plan is based on four pillars:

�•�x�T�û�x�f�’�±�J�ï�w�±�à�à�û�T�g

Growth and 
profitability

Efficiency and 
productivity

Sustainability
Transformation 

and culture

Under the Transformation and Culture  pillar, in 2024 we launched the Cultural Reactivation Plan  to 
strengthen employee engagement with:

 �= Our purpose:  
�Ì�Ë�f�ï�J�û�T�f�ï�û�B���‘�x�ï�Ö�ž�û�x�ï�þ�û�x�x�f�T�g�ï�x���ï�ä���‘�Í

 �= And our culture

This means that all MAPFRE people share and live by a set of specific behaviors  that demonstrate our 
�5�û�’�H�÷�æ�Ð�6�ª�L�Y�5�G and guide our day-to-day work.

OUR CULTURE
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Our culture is what has defined us and driven our progress for over 90 years. Now more than ever, we 
want to strengthen it and help it evolve further.

To ensure employees feel personally connected with their contribution to our purpose and culture, the 
�I�‘�à�x�‘�T�û�à�ï�€�f�û�J�x�±�Ò�û�x�±�����ï�w�à�û���ï�û�±�þ�g�ï�x���ï�’�f���f�T�û�x�±���’�ï�f���x�ž�‘�g�±�û�g�þ�ï�û���U�ï�J���þ�þ�±�x�þ�f���x�Û�ï�J�f�þ�f���x�±���’�ï�x�ž�f�ï�Ì�Ë�f�ï���T�f�ï
�$���w�‰�€�_�ï�û���U�ï�Ë�f�ï���J�x�Í�ï�B�f�ž�û�Ò�±���T�g�ï�x�ž�û�x�ï�B�T�±���’�ï���‘�T�ï�K�‘�T�K���g�f�ï�x���ï�à�±�‡�f�Ü

The plan rests on a culture narrative that defines our corporate identity, vision, purpose, and values, and is 
driven by five strategic levers:

 �= Defining the shared behaviors  that describe and express our purpose.

 �= A leadership support plan , complete with a guide so leaders can serve as cultural role models.

 �= Listening to employees  via a survey to understand their thoughts and feelings about our culture and 
purpose.

 �= Integrating our culture into every stage of the employee life cycle �Û�ï�g���ï�±�x�É�g�ï�f�ß�K�f�T�±�f���J�f�U�ï�f�Ò�f�T�ä�ï�U�û�ä�Ü

 �= Measuring and monitoring progress , with specific KPIS for leaders.
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Leadership as a lever
���f�û�U�f�T�g�ï�û�T�f�ï�×�f�ä�ï�x���ï���‘�T�ï�J�‘�à�x�‘�T�û�à�ï�T�f�û�J�x�±�Ò�û�x�±�����Ü�ï�›�ž�û�x�É�g�ï�Ö�ž�ä�ï�Ö�f�ï�J�����x�±���‘�f�ï�x���ï�g�‘�K�K���T�x�ï�x�ž�f�þ�ï�x�ž�T���‘�’�ž�ï�x�ž�f�ï
���f�û�U�f�T�g�ž�±�K�ï�w�à�û���ï�=�;�=�A�¾�=�;�=�C�Û�ïso they remain role models of our culture and of the behaviors aligned 
with our values .

A MAPFRE leader is a strategic visionary who delivers results, leads people, and serves as a cultural 
beacon.

Transformational leadership to drive change 

Leadership is a key transformation driver at MAPFRE. More than 4,700 leaders have participated in 
the new Leadership 2024 cycle, which focuses on their strategic vision, ability to achieve results, and 
people-oriented approach.

This initiative also included:

 �= ���ï���f�Ö�ï�±���U�±�Ò�±�U�‘�û�à�±�ü�f�U�ï�g�f�à�‡�±�û�g�g�f�g�g�þ�f���x�ï�x�����à�ï�x�ž�û�x�ï�f���J���‘�T�û�’�f�g�ï�g�f�à�‡�±�T�f�‡�à�f�J�x�±�����ï�û���U�ï�û�à�à���Ö�g�ï�f�û�J�ž�ï�à�f�û�U�f�T�ï�x���ï
evaluate their alignment with our leadership model. 

 �= New development pathways, with content linked to key leadership behaviors.

 �= Alignment with the cultural reactivation plan, which will continue in 2025.

 STRATEGIC 
Leader

PEOPLE 
Leader

RESULTS 
Leader

 �= Sees change as 
an opportunity

 �= Raises the bar

 �= Future thinking

 �= Executes 
thoroughly

 �= Makes decisions

 �= �w�T�±���T�±�x�±�ü�f�g�ï
effectively

 �= Promotes 
wellbeing

 �= Encourages 
autonomy

 �= Commits to 
development

���f�û�U�f�T
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���g�ï�K�û�T�x�ï���‡�ï�x�ž�±�g�ï�x�T�û���g�‡���T�þ�û�x�±�����û�à�ï�à�f�û�U�f�T�g�ž�±�K�ï�û�K�K�T���û�J�ž�Û�ï�Ö�f�É�Ò�f�ï�U�f�g�±�’���f�U�ï�g�K�f�J�±�‡�±�J�ï�±���±�x�±�û�x�±�Ò�f�g�ï�‡���T�ï�g�f���±���T�ï
executives:

 �= 148 participants took part in the Transformational Leadership Program. This focused on fostering 
reflection and practice around being a strategic leader, a results-driven leader, and a people-focused 
leader — all aligned with our leadership evaluation model.

 �= Individual development plans were launched for 15 CEOs, according to their needs.

 �= For 200 top leaders, a 2024 webinar series was implemented with both internal and external experts. 
�Ë�±�x�ž�±���ï�x�ž�f�ï���f�û�U�f�T�g�ž�±�K�ï�•�J�ž�����à�ï���‡�ï�$���w�‰�€�_�É�g�ï�I���T�K���T�û�x�f�ï�¨���±�Ò�f�T�g�±�x�ä�Û�ï�x�ž�f�ï�‡���à�à���Ö�±���’�ï�x���K�±�J�g�ï�Ö�f�T�f�ï�J���Ò�f�T�f�U�ß�ï
Current geopolitical situation and risks, Value for money in the spotlight of insurance supervisors, 
Economic environment and MAPFRE, AI: the new frontier of transformation, Leadership as a cultural 
�à�f�Ò�f�T�Û�ï���f�û�U�f�T�g�ï�Ö�±�x�ž�ï�J�‘�à�x�‘�T�f�Û�ï�$���w�‰�€�_�É�g�ï�’�à���B�û�à�ï�Ò�±�g�±�����ï�‡���T�ï�±���x�f�T���û�x�±�����û�à�ï�±���g�‘�T�û���J�f�Û�ï�û���U�ï�•�‘�g�x�û�±���û�B�±�à�±�x�ä�ï�û�g�ï�û�ï
value driver for business.

As part of our leadership evaluation and development efforts, MAPFRE leadership behaviors have been 
integrated into the evaluation model, enabling assessment across three key dimensions: strategic vision, 
results orientation, and people leadership. The results of our initiatives will guide the development of 
future, targeted action plans.

�Ë�f�ï�à�û�‘���J�ž�f�U�ï�x�ž�f�ï�$���w�‰�€�_�ï���f�û�U�f�T�ï�I�û�K�g�‘�à�f�Û�ï�û�ï�x�����à�ï�U�f�g�±�’���f�U�ï�x���ï�ž�f�à�K�ï���‘�T�ï�à�f�û�U�f�T�g�ï�±���x�f�T���û�à�±�ü�f�ï�û���U�ï�K�‘�x�ï�±���x���ï
practice our leadership model. 

At MAPFRE, we grow with leaders who inspire, transform, and build strong teams.
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�¡���Ö�ï�Ö�f�É�T�f�ï�±�þ�K�à�f�þ�f���x�±���’�ï�x�ž�f�ï
Cultural Reactivation Plan
�Ë�f�É�T�f�ï�þ�û�×�±���’�ï�’�����U�ï�K�T���’�T�f�g�g�ï�Ö�±�x�ž�ï���‘�T�ï�I�‘�à�x�‘�T�û�à�ï�€�f�û�J�x�±�Ò�û�x�±�����ï�w�à�û���Û�ï�Ö�ž�±�J�ž�ï�‡�f�û�x�‘�T�f�g�ï�û�ï�J�ž�û���’�f�ï�þ�û���û�’�f�þ�f���x�ï
strategy comprising action across four phases.

1. �I���þ�þ�‘���±�J�û�x�±�����ï�û���U�ï�û�Ö�û�T�f���f�g�g�±�T�û�±�g�±���’�ï�x���ï�g�K�û�T�×�ï�f���x�ž�‘�g�±�û�g�þ�ï

Actions in 2024 included:  

 �= Broadcast of an institutional video by Antonio Huertas, chairman and CEO of MAPFRE, highlighting our 
corporate identity, the essence of our culture and the key role of leaders in reinforcing and reactivating 
our unique culture.  

 �= Definition of a unique narrative about the MAPFRE culture, with the aim of highlighting the role that 
culture plays in our company and to boost the impact of our individual and corporate purpose. To 
convey this narrative, a culture video was created that has been disseminated through internal channels 
that transmits the essence of our culture to employees and collaborators.

 �= Launch of a Communication Kit for company leaders, communicating the strategy and focusing on 
the cultural reactivation plan with leaders as protagonists. The purpose of this Communication Kit is to 
provide the MAPFRE leader with adequate tools so they can share the most relevant messages of the 
�•�x�T�û�x�f�’�±�J�ï�w�à�û���ï�=�;�=�@�½�=�;�=�C�ï�û���U�ï�J�‘�à�x�‘�T�û�à�ï�T�f�û�J�x�±�Ò�û�x�±�����ï�Ö�±�x�ž�ï�x�ž�f�±�T�ï�x�f�û�þ�g�Ü�ï�›�ž�f�ï���±�x�ï�±���J�à�‘�U�f�g�ï�û�ï�þ�f�g�g�û�’�±���’�ï�à�±�g�x�ï
and a Q&A document, among other elements.  

 �= Definition of behaviors that serve our purpose and explain behaviors related to caring for the customer, 
colleagues and everyone we relate to and society at large. To this end, a reflection was made in various 
workshops with countries and corporate areas on the behaviors that underpin our purpose: We care 
about what matters to you.  

 �= �€�f�J���T�U�±���’�ï���‡�ï�x�f�g�x�±�þ�����±�û�à�ï�Ò�±�U�f���g�ï���‡�ï�f�þ�K�à���ä�f�f�g�ï�û���U�ï�à�f�û�U�f�T�g�ï�±���ï�•�K�û�±���Û�ï�A�T�û�ü�±�à�ï�û���U�ï�x�ž�f�ï�¨���±�x�f�U�ï�•�x�û�x�f�g�ï�Ö�±�x�ž�ï
authentic testimonies where different employees talk about what it means to look after the client, our 
colleagues and society.  

 �= Face-to-face sessions in which employees attend a talk between the human resources manager 
and the CEO of each country, talking about the MAPFRE culture and the reactivation plan and the 
importance of putting into practice the behaviors that underpin our purpose.  

 �= Production of large-scale posters of individual photos of employees who were selected as an example 
of MAPFRE culture, with their name and the area they work in. These posters were hung on the facades 
of several MAPFRE buildings in different countries, visible not only to employees but also to the general 
�K�‘�B�à�±�J�Ü�ï�›�ž�±�g�ï�±���±�x�±�û�x�±�Ò�f�ï�û�à�g���ï�g�f�T�Ò�f�U�ï�x���ï�T�f�J���’���±�ü�f�ï�x�ž�f�ï�K�f���K�à�f�ï�g�f�à�f�J�x�f�U�ï�x���ï�K�û�T�x�±�J�±�K�û�x�f�Ü�ï
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2. �›�T�û�±���±���’�ï�x���ï�±���x�f�T���û�à�±�ü�f�ï�x�ž�f�ï�B�f�ž�û�Ò�±���T�g�ï�‘���U�f�T�K�±�����±���’�ï���‘�T�ï�K�‘�T�K���g�f�ï�û���U�ï�þ�û�×�f�ï�±�x�ï�K�û�T�x�ï���‡�ï
�f�Ò�f�T�ä�U�û�ä�ï�à�±�‡�f

In 2024, we carried out a number of actions in this respect:  

 �= Webinar for leaders, focused on inspiring leadership and leadership based on caring. These sessions 
were held in hybrid format, allowing some leaders to attend in person and others to connect online. This 
content was recorded and is available through the Leadership School of our Corporate University.  

 �= Culture Talks - meetings focused on our culture - featuring external speakers, with the first one focused 
on customer care, the second on caring for colleagues and collaborators, and the third on caring for 
society. These sessions were also held in hybrid format and the recordings were distributed across our 
internal channels.  

 �= MAPFRE Online Culture Program, available to all employees worldwide. More than 23,000 employees 
participated in the MAPFRE Online Culture Program, available via our MAPFRE Corporate University 
Self-Learning platform.  

 �= In 2024 a course called Everybody cares about what matters to you was designed and created, which 
�Ö�±�à�à�ï�B�f�ï�U�±�g�x�T�±�B�‘�x�f�U�ï���Ò�f�T�ï�x�ž�f�ï�J���‘�T�g�f�ï���‡�ï�=�;�=�A�ï�û���U�ï�=�;�=�C�Ü�ï�›�ž�f�ï�‡���J�‘�g�ï�Ö�û�g�ï�x���ï�Ö���T�×�ï�����ï�x�ž�f�ï�g�K�f�J�±�‡�±�J�ï�B�f�ž�û�Ò�±���T�g�ï
that are part of our culture. The course will be given in person and will be experiential and very practical 
in nature, focusing on the behaviors that underline our purpose and are aligned with our values, which 
are a reflection of our culture. Training teams from different countries met in person for several days to 
create the workshop, and trainer training sessions will be held for all countries.
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3. �•�‘�K�K���T�x�ï�û���U�ï�T�f�±���‡���T�J�f�þ�f���x

 �= Celebration of MAPFRE Culture Week from 
June 9 to 13, 2024. This is a global initiative in 
which all countries participated and more than 
300 activities were carried out that reinforce our 
purpose, values and other levers related to our 
culture such as health and well-being. During the 
week, the aforementioned communication actions 
�Ö�f�T�f�ï�K�T�f�g�f���x�f�U�Û�ï�g�‘�J�ž�ï�û�g�ï�x�ž�f�ï�J�ž�û�±�T�þ�û���ï�û���U�ï�I�_�A�É�g�ï
institutional video and the culture sessions by 
Human Resources managers and the CEOs of the 
countries.  

 �= A specific support plan was defined for leaders 
due to their special relevance as an example 
of culture within the company, which includes 
awareness-raising and training actions. One of 
�x�ž�f�g�f�ï�û�J�x�±�����g�ï�±�g�ï�x�ž�f�ï�U�f�à�±�Ò�f�T�ä�ï���‡�ï�û�ï���f�û�U�f�T�É�g�ï�•�‘�±�U�f�ï
that includes teaching content on culture and other 
aspects related to leadership.  

 �= Recognition plan for highlighting behaviors that 
reflect our culture and exemplary behavior related 
to caring for clients, colleagues and society. 
These plans are executed through our corporate 
recognition tool, which allows employees to 
�T�f�J���’���±�ü�f�ï�f�û�J�ž�ï���x�ž�f�T�Ü�ï�•�K�f�J�±�‡�±�J�ï�û�J�x�±�����g�ï�û�T�f�ï�û�à�g���ï
�K�T���þ���x�f�U�ï�x���ï�f���û�B�à�f�ï�à�f�û�U�f�T�g�ï�x���ï�T�f�J���’���±�ü�f�ï�x�ž�f�±�T�ï
collaborators.  

4. ���J�x�±�����g�ï�x���ï�û�g�g�f�g�g�ï�ž���Ö�ï�J�‘�à�x�‘�T�f�ï�x�ž�T�±�Ò�f�g�ï�û���U�ï�f�Ò���à�Ò�f�g

 �= In 2024, a culture diagnosis was defined that will further evolve our satisfaction and recommendation 
�g�‘�T�Ò�f�ä�Û�ï�Ö�ž�±�J�ž�ï�Ö�±�à�à�ï�û�à�à���Ö�ï�‘�g�ï�x���ï�þ�f�û�g�‘�T�f�ï�ž���Ö�ï�x�ž�f�ï�$���w�‰�€�_�ï�J�‘�à�x�‘�T�f�ï�±�g�ï�f�ß�K�f�T�±�f���J�f�U�ï�û���U�ï�ž���Ö�ï�±�x�É�g�ï�f�Ò���à�Ò�±���’�Ü�ï
This survey invites MAPFRE employees around the world to reflect on how they experience our culture 
lives and what aspects we should continue to strengthen, which will help us to implement improvement 
plans. During 2024, a pilot survey was conducted among several employee groups, allowing the 
�Q�‘�f�g�x�±�������û�±�T�f�ï�x���ï�B�f�ï�û�U�Ï�‘�g�x�f�U�ï�x���ï�±�x�g�ï�‡�±���û�à�ï�Ò�f�T�g�±�����Û�ï�Ö�ž�±�J�ž�ï�Ö�±�à�à�ï�B�f�ï�à�û�‘���J�ž�f�U�ï�±���ï�=�;�=�A�Ü

BE PART OF IT

MAPFRE CULTURE WEEK
June 10 – 14, 2024
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�Å���ï�x���U�û�ä�É�g�ï�U�ä���û�þ�±�J�ï�B�‘�g�±���f�g�g�ï�f���Ò�±�T�����þ�f���x�Û�ï�û�U�û�K�x�û�B�±�à�±�x�ä�ï�±�g�ï�f�g�g�f���x�±�û�à�ï�x���ï�g�x�û�ä�±���’�ï�J���þ�K�f�x�±�x�±�Ò�f�Û�ï�f���g�‘�T�±���’�ï
sustainability, and delivering high-quality service.

At MAPFRE, our people are our greatest asset, and we focus on their development through a strategy 
designed to prepare our teams for constant challenges.

This year, we have reinforced initiatives that position MAPFRE as a benchmark employer brand.

Capability transformation plan:  
the basis for managing our talent

This plan lies at the core of our talent management. It enables us to align the growth of our teams with 
�$���w�‰�€�_�É�g�ï�g�x�T�û�x�f�’�±�J�ï���f�f�U�g�Ü�ï�Å���ï�f�û�J�ž�ï�J���‘���x�T�ä�ï�Ö�ž�f�T�f�ï�Ö�f�ï���K�f�T�û�x�f�Û�ï�Ö�f�ï�û���û�à�ä�ü�f�ï�à���J�û�à�ï�J�û�K�û�B�±�à�±�x�±�f�g�ï�û���U�ï���f�f�U�g�Û�ï
�û�g�g�f�g�g�ï�K�f���K�à�f�É�g�ï�g�×�±�à�à�g�ï�û���U�ï�×�����Ö�à�f�U�’�f�Û�ï�û���U�ï�U�f�‡�±���f�ï�x�û�±�à���T�f�U�ï�g�x�T�û�x�f�’�±�f�g�ï�x���ï�û�U�U�T�f�g�g�ï�x�ž�f�þ�ï�x�ž�T���‘�’�ž�ï�‘�K�g�×�±�à�à�±���’�ï���T�ï
reskilling initiatives.

Succession plans

At MAPFRE, we believe in internal talent and 
mobility as key drivers of professional growth. We 
are committed to filling positions with internal 
candidates, enabling agile transitions and ensuring 
that teams are always supported by the best talent. 
We also have a succession strategy in place for key 
roles, ensuring smooth transitions in strategic 
positions and proactively identifying future leaders

A place to grow

�A�‘�±�à�U�±���’�ï�à���ä�û�à�x�ä�ï�±�g�ï�f�g�g�f���x�±�û�à�Ü�ï�A�‘�T�ï���B�Ï�f�J�x�±�Ò�f�ï�±�g�ï�x���ï
foster an environment where everyone can develop 
their career, contribute meaningfully, and feel part 
���‡�ï�û�ï�K�‘�T�K���g�f�±�U�T�±�Ò�f���ï�K�T���Ï�f�J�x�Ü�ï���x�ï�$���w�‰�€�_�Û�ï�J�û�T�f�f�T�ï
and personal development go hand in hand with a 
feeling of belonging.

Continuous monitoring 
and improvement

To ensure the effectiveness of our strategy, we 
continuously evaluate our talent management 
processes and drive ongoing improvements. Our 
goal is to make MAPFRE a place where people 
feel committed, inspired, and confident about their 
future.

We believe people and talent are the true engine 
of transformation—ready to meet both current and 
future challenges. This approach allows us to adapt 
and thrive in a constantly changing world.
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�����ï�û�’�±�à�f�Û�ï�’�à���B�û�à�ï���T�’�û���±�ü�û�x�±�����ï
aligned with the business
�A�‘�T�ï���T�’�û���±�ü�û�x�±�����û�à�ï�g�x�T�‘�J�x�‘�T�f�ï�±�g�ï�’�T���‘���U�f�U�ï�±���ï�K�T�±���J�±�K�à�f�g�ï���‡�ï�‡�à�f�ß�±�B�±�à�±�x�ä�ï�û���U�ï�U�ä���û�þ�±�g�þ�Û�ï�f���û�B�à�±���’�ï�‘�g�ï�x���ï�T�f�g�K�����U�ï
�x���ï�x�ž�f�ï�f�Ò���à�Ò�±���’�ï���f�f�U�g�ï���‡�ï�x�ž�f�ï�B�‘�g�±���f�g�g�Ü�ï�›���ï�g�‘�K�K���T�x�ï�x�ž�±�g�Û�ï�Ö�f�ï�ž�û�Ò�f�ï�f�g�x�û�B�à�±�g�ž�f�U�ï�û���ï���T�’�û���±�ü�û�x�±�����û�à�ï�‡�T�û�þ�f�Ö���T�×�ï
that defines our internal structure, operating and governance model, and inter-area relationships. This 
�‡�T�û�þ�f�Ö���T�×�ï�ž�f�à�K�g�ï�‘�g�ï���K�x�±�þ�±�ü�f�ï�T�f�g���‘�T�J�f�g�Û�ï�‡���g�x�f�T�ï�J���à�à�û�B���T�û�x�±�����Û�ï�û���U�ï�f���g�‘�T�f�ï�û�’�±�à�f�ï�û���U�ï�f�‡�‡�±�J�±�f���x�ï�þ�û���û�’�f�þ�f���x�Ü�ï

Optimization and clarity in processes

�›���ï�U�f�f�K�f���ï�x�ž�f�ï�‘���U�f�T�g�x�û���U�±���’�ï���‡�ï�f�û�J�ž�ï�û�T�f�û�É�g�ï�‡�‘���J�x�±�����g�Û�ï�±���ï�=�;�=�@�ï�Ö�f�ï�à�û�‘���J�ž�f�U�ï�û�ï�K�T���Ï�f�J�x�ï�x���ï�U�f�Ò�f�à���K�ï�û���U�ï
implement our operational manuals. These manuals will detail the key responsibilities and processes of 
each area. This initiative will enable us to operate with greater clarity, efficiency, and alignment across all 
functions.

�›�ž�f�ï�±���±�x�±�û�x�±�Ò�f�ï�ž�û�g�ï�x�ž�f�ï�‡���à�à���Ö�±���’�ï���B�Ï�f�J�x�±�Ò�f�g�ß�ï

 �= To design a flexible, dynamic structure that adapts properly to business needs.

 �= �›���ï�K�T���þ���x�f�ï�J���à�à�û�B���T�û�x�±�����ï�û���U�ï�x�f�û�þ�Ö���T�×�ï�x�ž�T���‘�’�ž�ï�û���ï�û�’�±�à�f�ï���T�’�û���±�ü�û�x�±�����Ü�ï�›���ï�x�ž�±�g�ï�f���U�Û�ï�Ö�f�ï�ž�û�Ò�f�ï�û�ï�’�à���B�û�à�ï
�þ�û�K�ï���‡�ï�Ï���B�ï�K���g�±�x�±�����g�ï�û���U�ï�‡�‘���J�x�±�����g�ï�x�ž�û�x�ï�ž�f�à�K�g�ï�U�f�‡�±���f�ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï�g�x�T�û�x�f�’�±�J�ï�K�T���‡�±�à�f�g�ï�û���U�ï�×�����Ö�à�f�U�’�f�ï
base.

�›���ï�‡���g�x�f�T�ï�û�ï�þ���T�f�ï�û�’�±�à�f�ï�û���U�ï�f�‡�‡�±�J�±�f���x�ï���T�’�û���±�ü�û�x�±�����ï�±���ï�U�f�J�±�g�±�����±�þ�û�×�±���’�Û�ï�Ö�f�ï�û�±�þ�ï�x���ï���K�x�±�þ�±�ü�f�ï�x�ž�f�ï���‘�þ�B�f�T�ï
of employees in managerial positions—those responsible for leading teams. By the end of 2024, the 
�ž�±�f�T�û�T�J�ž�ä�ï�±���U�f�ß�ï�g�x�����U�ï�û�x�ï�<�C�Ü�E�Î�Û�ï�T�f�K�T�f�g�f���x�±���’�ï�x�ž�f�ï�K�f�T�J�f���x�û�’�f�ï���‡�ï�þ�û���û�’�f�T�±�û�à�ï�K���g�±�x�±�����g�ï�Ö�±�x�ž�±���ï�x�ž�f�ï�x���x�û�à�ï
workforce.

�Å���ï�K�û�T�û�à�à�f�à�Û�ï���‘�T�ï�x�f�J�ž���±�J�û�à�ï�J�û�T�f�f�T�ï�K�û�x�ž�ï�ž�û�g�ï�T�f�±���‡���T�J�f�U�ï�$���w�‰�€�_�É�g�ï�’�à���B�û�à�ï�Ò�±�g�±�����Û�ï�g�x�T�f���’�x�ž�f���f�U�ï���‘�T�ï�J�‘�à�x�‘�T�f�Û�ï�û���U�ï
�U�f�f�K�f���f�U�ï�x�f�J�ž���±�J�û�à�ï�f�ß�K�f�T�x�±�g�f�Ü�ï�A�ä�ï�x�ž�f�ï�f���U�ï���‡�ï�=�;�=�@�Û�ï�D�Ü�@�Î�ï���‡�ï�f�þ�K�à���ä�f�f�g�ï�Ö�f�T�f�ï�K�T���’�T�f�g�g�±���’�ï�û�à�����’�ï�x�f�J�ž���±�J�û�à�ï
career paths.
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�$���w�‰�€�_�É�g�ï�J���þ�K�T�f�ž�f���g�±�Ò�f�ï
talent recruitment strategy 
leverages innovation and 
proactivity to secure the future
���x�ï�$���w�‰�€�_�Û�ï�Ö�f�ï�û�T�f�ï�J���þ�þ�±�x�x�f�U�ï�x���ï�û�x�x�T�û�J�x�±���’�ï�f�ß�J�f�K�x�±�����û�à�ï�x�û�à�f���x�ï�x���ï�f���g�‘�T�f�ï�x�ž�f�ï���T�’�û���±�ü�û�x�±�����ï�ž�û�g�ï�x�ž�f�ï
�J�û�K�û�B�±�à�±�x�±�f�g�ï���f�f�U�f�U�ï�x���ï�þ�f�f�x�ï�‡�‘�x�‘�T�f�ï�J�ž�û�à�à�f���’�f�g�Ü�ï�›���ï�x�ž�±�g�ï�f���U�Û�ï�Ö�f�É�Ò�f�ï�U�f�Ò�f�à���K�f�U�ï�û�ï�x�û�à�f���x�ï�û�J�Q�‘�±�g�±�x�±�����ï���K�f�T�û�x�±���’�ï
model that efficiently leverages multiple sourcing channels and tailored employer branding strategies.

Proactive search: connecting with top talent

Our external recruitment strategy is built on foresight and agility, ensuring we attract the right profiles 
at the right time. We tap into a global network of sources and channels, including social media, digital 
platforms, universities, training centers, and strategic partnerships.

�›�ž�T���‘�’�ž�ï���‘�T�ï�f�þ�K�à���ä�þ�f���x�ï�K���T�x�û�à�ï�Ì�Ë���T�×�±���’�ï�û�x�ï�$���w�‰�€�_�Í�ï�›�Ö�Ö�Ö�Ü�þ�û�K�‡�T�f�Ü�J���þ�­�f���­�x�û�à�f���x�­�œ�Û�ï�D�D�Û�@�C�F�ï�K�f���K�à�f�ï�ž�û�Ò�f�ï
�g�ž���Ö���ï�±���x�f�T�f�g�x�ï�±���ï���‘�T�ï�Ï���B�ï���‡�‡�f�T�g�Ü�ï���U�U�±�x�±�����û�à�à�ä�Û�ï���‘�T�ï�f�þ�K�à���ä�f�f�ï�T�f�‡�f�T�T�û�à�ï�K�T���’�T�û�þ�ï�ž�û�g�ï�’�f���f�T�û�x�f�U�ï�=�F�=�ï�f�þ�K�à���ä�f�f�ï
recommendations, highlighting the key role our internal community plays in attracting talent.

Strategic agreements 

�Ë�f�É�Ò�f�ï�f�g�x�û�B�à�±�g�ž�f�U�ï�’�à���B�û�à�ï�û�à�à�±�û���J�f�g�ï�Ö�±�x�ž�ï�K�û�T�x���f�T�g�ï�g�K�f�J�±�û�à�±�ü�±���’�ï�±���ï�T�f�J�T�‘�±�x�±���’�ï�g�x�T�û�x�f�’�±�J�ï�K�T���‡�±�à�f�g�ï�±���ï�×�f�ä�ï�û�T�f�û�g�ï
�à�±�×�f�ï�û�J�x�‘�û�T�±�û�à�ï�g�J�±�f���J�f�Û�ï�x�f�J�ž�����à���’�ä�Û�ï�J�ä�B�f�T�g�f�J�‘�T�±�x�ä�Û�ï�U�û�x�û�Û�ï�û���U�ï�û�T�x�±�‡�±�J�±�û�à�ï�±���x�f�à�à�±�’�f���J�f�ï�¤���Å�¥�Ü�ï�›�ž�f�g�f�ï�K�û�T�x���f�T�g�ž�±�K�g�ï
�û�à�à���Ö�ï�‘�g�ï�x���ï���K�x�±�þ�±�ü�f�ï�x�ž�f�ï�g�f�à�f�J�x�±�����ï���‡�ï�J�T�±�x�±�J�û�à�ï�x�û�à�f���x�ï�±���ï�ž�±�’�ž�±�U�f�þ�û���U�ï�g�f�J�x���T�g�Û�ï�U�±�Ò�f�T�g�±�‡�ä�ï���‘�T�ï�T�f�J�T�‘�±�x�þ�f���x�ï
�g�x�T�û�x�f�’�ä�Û�ï�û���U�ï�f���g�‘�T�f�ï�Ö�f�ï�T�f�þ�û�±���ï�û�x�ï�x�ž�f�ï�‡���T�f�‡�T�����x�ï���‡�ï�±�������Ò�û�x�±�����ï�û���U�ï�g�K�f�J�±�û�à�±�ü�û�x�±�����Ü

Job fairs

As part of our MAPFRE Universities Plan, we actively participate in events that enhance our visibility and 
strengthen our connection with young talent.

In 2024, we took part in over 100 forums worldwide, promoting our employer brand and showcasing the 
opportunities we offer to the next generation of professionals. 
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Employer branding: building an attractive brand

We currently promote our employer value proposition primarily through digital campaigns across various 
�g���J�±�û�à�ï�þ�f�U�±�û�ï�K�à�û�x�‡���T�þ�g�Ü�ï�A���ï���±���×�f�U�Å���Û�ï���‘�T�ï�Ì���±�‡�f�ï�û�x�ï�x�ž�f�ï�I���þ�K�û���ä�Í�ï�g�f�J�x�±�����ï�g�ž�±���f�g�ï�û�ï�à�±�’�ž�x�ï�����ï���‘�T�ï�J�‘�à�x�‘�T�f�ï�û���U�ï
�K�T���‡�f�g�g�±�����û�à�ï�’�T���Ö�x�ž�ï���K�K���T�x�‘���±�x�±�f�g�Ü�ï���g�ï�û�ï�T�f�g�‘�à�x�Û�ï�Ö�f�É�Ò�f�ï�f�ß�K�û���U�f�U�ï���‘�T�ï�U�±�’�±�x�û�à�ï�J���þ�þ�‘���±�x�ä�ï�û���U�ï�±�þ�K�T���Ò�f�U�ï�×�f�ä�ï
performance indicators, including:

 �= �‰���à�à���Ö�f�T�ï�’�T���Ö�x�ž�ß�ï�±���ï�=�;�=�@�Û�ï���‘�T�ï���±���×�f�U�Å���ï�‡���à�à���Ö�f�T�ï�J���‘���x�ï�±���J�T�f�û�g�f�U�ï�B�ä�ï�=�<�Ü�E�Î�Û�ï�T�f�û�J�ž�±���’�ï�û�ï�x���x�û�à�ï���‡�ï�E�D�<�Û�C�F�A�Ü

 �= �Å���‡�à�‘�f���J�f�U�ï�ž�±�T�f�g�ß�ï�x�ž�f�ï�K�f�T�J�f���x�û�’�f�ï���‡�ï�ž�±�T�f�g�ï�±���‡�à�‘�f���J�f�U�ï�B�ä�ï���‘�T�ï�f�þ�K�à���ä�f�T�ï�B�T�û���U�±���’�ï�f�‡�‡���T�x�g�ï�T���g�f�ï�‡�T���þ�ï�=�E�Ü�C�Î�ï
�±���ï�=�;�=�?�ï�x���ï�?�=�Ü�D�Î�ï�±���ï�=�;�=�@�Ü

 �= �
���B�ï�û���U�ï���±�‡�f�ï�K�û�’�f�ï�Ò�±�f�Ö�g�ï�T���g�f�ï�B�ä�ï�F�C�Ü�A�E�Î�ï�±���ï�=�;�=�@�Û�ï�T�f�û�J�ž�±���’�ï�@�=�F�Û�?�F�C�ï�Ò�±�f�Ö�g�´�U�f�þ�����g�x�T�û�x�±���’�ï�’�T���Ö�±���’�ï
interest in our employer brand.

WE’RE COMMITTED TO SOCIETY, AND TO 
YOU. TOGETHER, WE’RE BUILDING A 

BETTER WORLD, DAY BY DAY.

BECAUSE WE ARE COMMITTED

AT MAPFRE, YOU CAN BE YOURSELF AND TAKE 
YOUR TALENT WHEREVER YOU WANT TO GO.

BECAUSE WE ARE TALENT

BECAUSE WE INNOVATE
WITH A PURPOSE

OUR OPEN AND COLLABORATIVE 
ENVIRONMENT EMPOWERS US TO CREATE 

INNOVATIVE SOLUTIONS THAT TRULY 
IMPROVE PEOPLE’S LIVES.

JOIN OUR TEAM!

MILLIONS 
OF PEOPLE
ARE ALREADY
INSPIRED
BY MAPFRE
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Automation and digitalization

�A�ä�ï�û�‘�x���þ�û�x�±���’�ï�x�ž�f�ï�g�f�à�f�J�x�±�����ï�K�T���J�f�g�g�ï�±���ï�•�‘�J�J�f�g�g�‰�û�J�x���T�g�Û�ï�Ö�f�É�Ò�f�ï�f���ž�û���J�f�U�ï�x�ž�f�ï�J�û���U�±�U�û�x�f�ï�f�ß�K�f�T�±�f���J�f�Û�ï
�T�f�U�‘�J�f�U�ï�x�±�þ�f�±�x���±�ž�±�T�f�Û�ï�û���U�ï���K�x�±�þ�±�ü�f�U�ï�U�û�x�û�±�U�T�±�Ò�f���ï�x�û�à�f���x�ï�þ�û���û�’�f�þ�f���x�Ü�ï�Ë�f�ï�J�����x�±���‘�f�ï�±���Ò�f�g�x�±���’�ï�±���ï���f�Ö�ï
features to ensure that every interaction with MAPFRE is more agile and efficient.

STEM and young talent profiles 

�›���ï�g�x�T�f���’�x�ž�f���ï���‘�T�ï�J�������f�J�x�±�����ï�Ö�±�x�ž�ï�•�›�_�$�ï�K�T���‡�±�à�f�g�ï�›�g�J�±�f���J�f�Û�ï�x�f�J�ž�����à���’�ä�Û�ï�f���’�±���f�f�T�±���’�Û�ï�û���U�ï�þ�û�x�ž�f�þ�û�x�±�J�g�œ�ï
and young professionals, we created an interactive landing page specifically designed for emerging 
�x�û�à�f���x�Û�ï�‡�f�û�x�‘�T�±���’�ï�þ���T�f�ï�U�±�T�f�J�x�ï�û���U�ï�K�f�T�g�����û�à�±�ü�f�U�ï�J���þ�þ�‘���±�J�û�x�±�����Ü�ï�›�ž�±�g�ï�J�ž�û�����f�à�ï�Ö�±�à�à�ï�B�f�ï�J�����x�±���‘���‘�g�à�ä�ï
���K�x�±�þ�±�ü�f�U�ï�x���ï�f���g�‘�T�f�ï�Ö�f�ï�T�f�þ�û�±���ï�J�������f�J�x�f�U�ï�Ö�±�x�ž�ï�x�ž�f�ï�þ���g�x�ï�T�f�à�f�Ò�û���x�ï�K�T���‡�±�à�f�g�ï�û�à�±�’���f�U�ï�Ö�±�x�ž�ï���‘�T�ï�g�x�T�û�x�f�’�±�J�ï���f�f�U�g�Ü

Efficiency and measurable results

�Ë�±�x�ž�ï���‘�T�ï�x�û�à�f���x�ï�û�J�Q�‘�±�g�±�x�±�����ï���K�f�T�û�x�±���’�ï�þ���U�f�à�Û�ï�Ö�f�ï�‡���J�‘�g�ï�����ï�f�‡�‡�±�J�±�f���J�ä�Û�ï���K�x�±�þ�±�ü�û�x�±�����Û�ï�û���U�ï�±�������Ò�û�x�±�����ï
in recruitment. This has reduced the average time-to-hire from 55 days to 47 days, improving our 
�T�f�g�K�����g�±�Ò�f���f�g�g�ï�x���ï�B�‘�g�±���f�g�g�ï���f�f�U�g�Û�ï�Ö�ž�±�à�f�ï�x�ž�f�ï�J���g�x�±�K�f�T�±�ž�±�T�f�ï�K�f�T�ï�Ò�û�J�û���J�ä�ï�Ö�f���x�ï�‘�K�ï�‡�T���þ�ï�<�Û�A�C�<�ï�f�‘�T���g�ï�±���ï�=�;�=�?�ï
�x���ï�<�Û�C�A�;�ï�f�‘�T���g�ï�±���ï�=�;�=�@�Ü

We continue to evolve our strategy to remain an attractive, innovative, and market-aligned company.
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Learning: growth and innovation  
Continuous learning is essential to the development of our teams and the building of a more innovative 
and accessible future. 

�A�‘�T�ï�’�à���B�û�à�ï�à�f�û�T���±���’�ï�þ���U�f�à�ï�à�±���×�g�ï�û�à�à�ï�x�T�û�±���±���’�ï�±���±�x�±�û�x�±�Ò�f�g�ï�x���ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï�g�x�T�û�x�f�’�ä�Û�ï�Ö�±�x�ž�ï�û�ï�g�x�T�����’�ï�‡���J�‘�g�ï�����ï
business and the learning experience of each individual. 

�Å���ï�=�;�=�@�Û�ï�C�D�Î�ï���‡�ï�û�à�à�ï�x�T�û�±���±���’�ï�Ö�û�g�ï�U�±�’�±�x�û�à�Û�ï�Ö�±�x�ž�ï�û�ï�K�û�T�x�±�J�‘�à�û�T�ï�‡���J�‘�g�ï�����ï�x�f�J�ž���±�J�û�à�ï�û���U�ï�g�û�à�f�g�ï�x�T�û�±���±���’�Û�ï�Ö�ž�±�J�ž�ï
�T�f�K�T�f�g�f���x�f�U�ï�D�A�Î�ï���‡�ï�x�T�û�±���±���’�ï�û�J�x�±�Ò�±�x�±�f�g�Ü

�›�ž�f�ï�$���w�‰�€�_�ï�I���T�K���T�û�x�f�ï�¨���±�Ò�f�T�g�±�x�ä�Û�ï�Ö�±�x�ž�ï�<�C�ï�g�J�ž�����à�g�Û�ï�<�D�ï�T�����þ�g�Û�ï�û���U�ï�û���ï�Å�������à�û�B�Û�ï�K�à�û�ä�g�ï�û�ï�‡�‘���U�û�þ�f���x�û�à�ï�T���à�f�ï�±���ï
preparing our teams. Through the university, employees have access to local and international programs 
that provide the essential skills and knowledge to grow in their roles. These programs also offer in-depth, 
up-to-date insights tailored to help them meet new challenges. 
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There follows a selection of the programs, and corresponding data, that made a difference in 2024.

Technical training for a real impact

 �= Insurance School

 �= With the aim of sharing technical and strategic knowledge globally, webinars and training programs 
were held, attended by 10,702 employees. Among the most notable initiatives were the MAPFRE Global 
�Å���g�‘�T�û���J�f�ï�w�T���’�T�û�þ�ï�û���U�ï�x�ž�f�ï�$���x���T�ï���U�Ï�‘�g�x�f�T�ï�€�f�‡�T�f�g�ž�f�T�ï�I���‘�T�g�f�ï�=�;�=�@�Û�ï�Ö�ž�±�J�ž�ï�g�x�T�f���’�x�ž�f���f�U�ï�×�f�ä�ï�±���g�‘�T�û���J�f�ï
technical capabilities.

 �= Business Classroom

Throughout the year, 42 training programs were developed aimed at improving business management 
and analysis, including the Google Analytics 4 Global Program, which has been instrumental in driving 
digital transformation and the strategic use of data.

 �= Customer and Commercial Development School

A total of 95,822 hours were dedicated to training in this area, with the participation of more than 5,028 
employees in actions aimed at improving customer experience and commercial skills, consolidating a 
customer-centric culture.

 �= Operations School

With a total of 121,983 hours of training and more than 9,218 employees trained, this School has been 
�×�f�ä�ï�x���ï���K�x�±�þ�±�ü�±���’�ï�K�T���J�f�g�g�f�g�ï�û���U�ï�g�x�T�f���’�x�ž�f���±���’�ï���K�f�T�û�x�±�����û�à�ï�f�‡�‡�±�J�±�f���J�ä�ï�±���ï�û�à�à�ï�û�T�f�û�g�ï���‡�ï�x�ž�f�ï�B�‘�g�±���f�g�g�Ü

 �= Actuarial School

�$���T�f�ï�x�ž�û���ï�@�Û�;�=�<�ï�ž���‘�T�g�ï���‡�ï�g�K�f�J�±�û�à�±�ü�f�U�ï�x�T�û�±���±���’�ï�Ö�f�T�f�ï�K�T���Ò�±�U�f�U�ï�±���ï�=�;�=�@�Û�ï�ž�±�’�ž�à�±�’�ž�x�±���’�ï�x�ž�f�ï�U�f�Ò�f�à���K�þ�f���x�ï
of skills in tools such as RESQ and Radar Base, as well as global participation in a series of actuarial 
webinars that fostered the exchange of technical knowledge.

 �= Technology School

�Ë�±�x�ž�ï�?�@�Û�C�C�A�ï�ž���‘�T�g�ï���‡�ï�x�T�û�±���±���’�ï�û���U�ï�?�Û�;�<�=�ï�f�þ�K�à���ä�f�f�g�ï�x�T�û�±���f�U�Û�ï�x�ž�f�ï�U�f�Ò�f�à���K�þ�f���x�ï���‡�ï�x�f�J�ž�����à���’�±�J�û�à�ï�g�×�±�à�à�g�ï�Ö�û�g�ï
�K�T���þ���x�f�U�ï�±���ï�û�T�f�û�g�ï�g�‘�J�ž�ï�û�g�ï�I�à���‘�U�Û�ï�T�f�Ò�A�K�g�Û�ï�w���Ö�f�T�ï�A�Å�Û�ï�û���U�ï�w�ä�x�ž�����Û�ï�û�à�à�ï�‡�‘���U�û�þ�f���x�û�à�ï�x���ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï
digital and technological evolution.

 �= Finance School

A total of 8,484 employees participated in training focused on IFRS 9 and financial statement 
accounting and analysis programs, strengthening analytical capacity and financial rigor globally.

 �= Auditing School

Nearly 4,000 hours of training were provided, with the highlight being the Global Internal Audit Seminar 
2024, which brought together professionals from around the world to share best practices and 
strengthen internal control standards.
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 �= Legal School

�T�‘�T�±���’�ï�x�ž�f�ï�ä�f�û�T�Û�ï�C�Û�@�=�=�ï�f�þ�K�à���ä�f�f�g�ï�J���þ�K�à�f�x�f�U�ï�x�T�û�±���±���’�ï�����ï�$���w�‰�€�_�É�g�ï�Å���x�f�T���û�à�ï�Ë�ž�±�g�x�à�f�B�à���Ö�f�T�ï�•�ä�g�x�f�þ�Ü�ï
In addition, the Global Legal Affairs Program was held for the first time, bringing together legal affairs 
managers from all countries to align criteria and strengthen the legal function.

 �= Sustainability

More than 11,000 employees completed the Playing Our Part program, a key initiative in raising 
�û�Ö�û�T�f���f�g�g�ï�û���U�ï�g�‘�g�x�û�±���û�B�±�à�±�x�ä�ï�x�T�û�±���±���’�Û�ï�T�f�±���‡���T�J�±���’�ï�$���w�‰�€�_�É�g�ï�J���þ�þ�±�x�þ�f���x�ï�x���ï�T�f�g�K�����g�±�B�à�f�ï�U�f�Ò�f�à���K�þ�f���x�Ü

 �= People and Organization School

Training in this area totaled 33,240 hours, impacting 5,374 employees on topics related to talent 
�þ�û���û�’�f�þ�f���x�ï�û���U�ï�K�T���þ���x�±���’�ï���T�’�û���±�ü�û�x�±�����û�à�ï�J�‘�à�x�‘�T�f�Ü

Other High-Impact Training Initiatives

Other highly relevant transversal training initiatives were also developed:

 �= In the Digital Technical Knowledge Room �Û�ï�þ���T�f�ï�x�ž�û���ï�<�E�Û�C�;�;�ï�ž���‘�T�g�ï���‡�ï�x�T�û�±���±���’�ï�Ö�f�T�f�ï�K�T���Ò�±�U�f�U�ï
�x�ž�T���‘�’�ž�ï�K�T���’�T�û�þ�g�ï�g�‘�J�ž�ï�û�g�ï���f�û�T���±���’�ï�B�ä�ï�T���±���’�ï�û���U�ï���f�û�T���ï�x���ï�¨�g�f�ï�$���w�‰�€�_�É�g�ï�T�±�’�±�x�û�à�ï�›�����à�g�Û�ï�g�x�T�f���’�x�ž�f���±���’�ï
�f�þ�K�à���ä�f�f�g�É�ï�U�±�’�±�x�û�à�ï�g�×�±�à�à�g�Ü

 �= In the Data Classroom , comprehensive training on data governance and management was offered, 
through courses including Understanding Data Culture and Management and MS Power BI Governance 
Model, which reached 4,020 employees.

 �= In the area of security , training continued on content related to comprehensive security and 
cybersecurity, totaling 95,874 hours, with 28,103 employees trained over the past three years, 
consolidating a robust security culture.

 �= In the area of innovation, InnoLab �ï�x�T�û�±���f�U�ï�D�A�C�ï�f�þ�K�à���ä�f�f�g�ï�±���ï�g�x�T�û�x�f�’�±�J�ï�±�������Ò�û�x�±�����ï�þ�f�x�ž���U���à���’�±�f�g�ï�x�ž�T���‘�’�ž�ï
�K�T���’�T�û�þ�g�ï�g�‘�J�ž�ï�û�g�ï�Ì�•�f�x�ï�•�x�û�T�x�f�U�ï�±���ï�Å�������Ò�û�x�±�����ï�$�f�x�ž���U���à���’�±�f�g�Û�Í�ï�‡���g�x�f�T�±���’�ï�û�ï�J�T�f�û�x�±�Ò�f�ï�û���U�ï�J�ž�û���’�f�±���T�±�f���x�f�U�ï
mindset.

 �= Finally, MAPFRE offers specific training to its professionals to mitigate the potential negative effects of 
the climate and industrial transition. In 2023, the Climate Change and Energy Transition and Climate 
�I�ž�û���’�f�ï�û���U�ï�x�ž�f�ï�›�û�g�×�ï�‰���T�J�f�ï�����ï�I�à�±�þ�û�x�f�±�€�f�à�û�x�f�U�ï�‰�±���û���J�±�û�à�ï�T�±�g�J�à���g�‘�T�f�g�ï�¤�›�I�‰�T�œ�ï�J���‘�T�g�f�g�ï�Ö�f�T�f�ï�à�û�‘���J�ž�f�U�Û�ï
aimed at key groups within the Group, such as actuaries, risk teams, underwriters, Technical Areas, 
Investment, Sustainability, and Environment teams, among others. A total of 1,347 employees completed 
this training.
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Professional development 

 �= Leadership and global development: we run two key programs for our leaders: the Global 
Development and Leadership Program, with the participation of 23 participants from 10 countries, and 
�x�ž�f�ï�_�ß�f�J�‘�x�±�Ò�f�ï���Ò�û���ü�û�ï�w�T���’�T�û�þ�Û�ï�Ö�±�x�ž�ï�=�A�ï�K�û�T�x�±�J�±�K�û���x�g�ï�‡�T���þ�ï���±���f�ï�J���‘���x�T�±�f�g�Ü�ï

Self-learning and knowledge management 

 �= Self-learning: Personal and professional development is at the core of our strategy. 11,500 employees 
�û�J�J�f�g�g�f�U�ï���‘�T�ï�x�T�û�±���±���’�ï�J�û�x�û�à���’�Û�ï�Ö�±�x�ž�ï�E�E�Û�<�<�=�ï�g�f�à�‡�±�f���T���à�à�þ�f���x�g�Û�ï�û���ï�±���J�T�f�û�g�f�ï���‡�ï�?�Î�ï�J���þ�K�û�T�f�U�ï�x���ï�x�ž�f�ï�K�T�f�Ò�±���‘�g�ï
year.

 �= Knowledge management �›�ž�T���‘�’�ž�ï���‘�T�ï�_�‘�T�f�×�û�ï�K�à�û�x�‡���T�þ�Û�ï�$���w�‰�€�_�É�g�ï�Ò�±�T�x�‘�û�à�ï�g�K�û�J�f�ï�‡���T�ï�à�f�û�T���±���’�ï�û���U�ï
knowledge sharing, more than 4,700 pieces of knowledge were shared, fostering collaborative learning.

�›�ž�f�g�f�ï�û�T�f�ï�Ï�‘�g�x�ï�û�ï�‡�f�Ö�ï�f�ß�û�þ�K�à�f�g�ï���‡�ï�Ö�ž�û�x�ï�Ö�f�ï�û�T�f�ï�U���±���’�ï�x���ï�K�T�f�K�û�T�f�ï���‘�T�ï�x�f�û�þ�g�ï�‡���T�ï�J�‘�T�T�f���x�ï�û���U�ï���f�û�T�±�‡�‘�x�‘�T�f�ï
�J�ž�û�à�à�f���’�f�g�Ü�ï���x�ï�$���w�‰�€�_�Û�ï�à�f�û�T���±���’�ï���f�Ò�f�T�ï�g�x���K�g�´�Ö�f�É�T�f�ï�û�à�Ö�û�ä�g�ï�g�f�f�×�±���’�ï���f�Ö�ï�Ö�û�ä�g�ï�x���ï�’�T���Ö�ï�û���U�ï�f�Ò���à�Ò�f�ï
alongside our people!

705 
Knowledge 

items

19,005 
Views

1,851
Knowledge 

leaders

3,255
Searches

5,345
Likes

537
Shares

132
Validations

20,543
Downloads

335
Comments

7,777
Users
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Performance evaluation: 
�?�C�;���ï�K�T���J�f�g�g�ï�‡���T�ï�J�����x�±���‘���‘�g�ï
development 
�Ë�f�ï�±�þ�K�à�f�þ�f���x�ï�û�ï�’�à���B�û�à�Û�ï�g�x�û���U�û�T�U�±�ü�f�U�ï�?�C�;���ï�f�Ò�û�à�‘�û�x�±�����ï�K�T���J�f�g�g�ï�U�f�g�±�’���f�U�ï�x���ï�K�T���Ò�±�U�f�ï�û�ï�J���þ�K�T�f�ž�f���g�±�Ò�f�ï�û���U�ï
���B�Ï�f�J�x�±�Ò�f�ï�û�g�g�f�g�g�þ�f���x�ï���‡�ï���‘�T�ï�K�f���K�à�f�Ü�ï

���Ò�û�±�à�û�B�à�f�ï�x���ï�F�E�Î�ï���‡�ï�x�ž�f�ï�Ö���T�×�‡���T�J�f�Û�ï�x�ž�±�g�ï�f�Ò�û�à�‘�û�x�±�����ï�±�g�ï�J�û�T�T�±�f�U�ï���‘�x�ï�x�ž�T���‘�’�ž�ï�û�ï�’�à���B�û�à�ï�K�à�û�x�‡���T�þ�ï�x�ž�û�x�ï�f���û�B�à�f�g�ï
�f�þ�K�à���ä�f�f�g�ï�x���ï�T�f�J�f�±�Ò�f�ï�g�x�T�‘�J�x�‘�T�f�U�Û�ï�g�x�T�û�x�f�’�±�J�ï�‡�f�f�U�B�û�J�×�ï�û�à�±�’���f�U�ï�Ö�±�x�ž�ï�$���w�‰�€�_�É�g�ï���B�Ï�f�J�x�±�Ò�f�g�Ü

The process ensures agility and continuous feedback, both qualitatively and quantitatively, across all 
profiles and levels and at every stage of the performance process.

�›�ž�±�g�ï�þ���U�f�à�ï�‘���U�f�T�g�J���T�f�g�ï�$���w�‰�€�_�É�g�ï�g�x�T�����’�ï�J���þ�þ�±�x�þ�f���x�ï�x���ï�x�û�à�f���x�ï�U�f�Ò�f�à���K�þ�f���x�ï�û���U�ï�K�T���‡�f�g�g�±�����û�à�ï�’�T���Ö�x�ž�Ü

A dynamic, agile process focused on growth

1. �A�B�Ï�f�J�x�±�Ò�f�ï�g�f�x�x�±���’�ï�û���U�ï�J�����x�±���‘���‘�g�ï�‡�f�f�U�B�û�J�×

�›�ž�f�ï�f�Ò�û�à�‘�û�x�±�����ï�K�T���J�f�g�g�ï�B�f�’�±���g�ï�Ö�±�x�ž�ï�x�ž�f�ï�U�f�‡�±���±�x�±�����ï���‡�ï���B�Ï�f�J�x�±�Ò�f�g�ï�û���U�ï�x�û�T�’�f�x�g�ï�x�ž�T���‘�’�ž�ï�$�û���û�’�f�þ�f���x�ï�B�ä�ï
�A�B�Ï�f�J�x�±�Ò�f�g�ï�¤�$�A�A�¥�Ü�ï�w�T���’�T�f�g�g�ï�±�g�ï�x�T�û�J�×�f�U�ï�x�ž�T���‘�’�ž���‘�x�ï�x�ž�f�ï�ä�f�û�T�ï�Ö�±�x�ž�ï�T�f�’�‘�à�û�T�ï�‡�f�f�U�B�û�J�×�Û�ï�f���g�‘�T�±���’�ï�û�à�±�’���þ�f���x�ï�û���U�ï
development.

���x�ï�x�ž�f�ï�f���U�ï���‡�ï�x�ž�f�ï�J�ä�J�à�f�Û�ï�û�ï�‡�±���û�à�ï�û�g�g�f�g�g�þ�f���x�ï�±�g�ï�J�����U�‘�J�x�f�U�Û�ï�x�û�±�à���T�f�U�ï�x���ï�x�ž�f�ï�f�þ�K�à���ä�f�f�É�g�ï�T���à�f�ß

 �= 180° evaluation: For employees who are leaders, this evaluation focuses on both their individual 
performance and the fulfillment of their responsibilities.

 �= 360° evaluation: For non-leader employees, this includes feedback from multiple sources: 
self-evaluation, direct manager, peers, customers, and collaborators.

 �= Overall evaluation: a complete analysis of the performance, potential, risk and impact of loss of the 
evaluated person

2. �Å���U�±�Ò�±�U�‘�û�à�ï�û���U�ï�x�f�û�þ�ï�K�f�T�‡���T�þ�û���J�f�ï�f�Ò�û�à�‘�û�x�±����

CWe use an evaluation model that assesses both individual performance and the achievement of team or 
�K�T���Ï�f�J�x�ï���B�Ï�f�J�x�±�Ò�f�g�Û�ï�û�à�à���Ö�±���’�ï�‘�g�ï�x���ï�’�û�‘�’�f�ï�f�g�g�f���x�±�û�à�ï�x�f�û�þ�Ö���T�×�ï�û���U�ï�J���à�à�û�B���T�û�x�±�����ï�g�×�±�à�à�g�Ü

3. �I�����J�à�‘�g�±�����ï�û���U�ï�U�f�Ò�f�à���K�þ�f���x�ï�K�à�û��

�‰���T�ï�F�E�Î�ï���‡�ï�x�ž�f�ï�Ö���T�×�‡���T�J�f�Û�ï�x�ž�f�ï�f�Ò�û�à�‘�û�x�±�����ï�K�T���J�f�g�g�ï�J�‘�à�þ�±���û�x�f�g�ï�±���ï�û�ï�‡�f�f�U�B�û�J�×�ï�g�f�g�g�±�����Û�ï�û���ï�f�g�g�f���x�±�û�à�ï
opportunity to align expectations and develop a plan for continuous performance improvement. 

�A�‘�T�ï�K�f�T�‡���T�þ�û���J�f�ï�f�Ò�û�à�‘�û�x�±�����ï�±�g���É�x�ï�Ï�‘�g�x�ï�û�ï�þ�f�û�g�‘�T�f�þ�f���x�ï�x�����à�ï�²�ï�±�x�É�g�ï�‘�g�f�U�ï�x���ï�U�f�Ò�f�à���K�ï�x�û�à�f���x�Û�ï�û�à�±�’���ï���B�Ï�f�J�x�±�Ò�f�g�Û�ï
and foster continuous improvement—ensuring our teams are equipped to meet challenges and contribute 
�x���ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï�g�‘�J�J�f�g�g�Ü
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�����ï���B�Ï�f�J�x�±�Ò�f�±�B�û�g�f�U�ï�þ���U�f�à�ï
that drives growth
�$���w�‰�€�_�ï�ž�û�g�ï�û�ï�’�à���B�û�à�ï�þ�û���û�’�f�þ�f���x�ï�B�ä�ï���B�Ï�f�J�x�±�Ò�f�g�ï�þ���U�f�à�ï�±���ï�K�à�û�J�f�Ü

�_�û�J�ž�ï�Ï���B�ï�à�f�Ò�f�à�ï�‡���à�à���Ö�g�ï�û�ï�B�û�à�û���J�f�U�ï�g�x�T�‘�J�x�‘�T�f�ï�x�ž�û�x�ï�J���þ�B�±���f�g�ß

 �= �$���w�‰�€�_�É�g�ï�g�x�T�û�x�f�’�±�J�ï
objectives

 �= Department or area 
objectives

 �= Specific objectives at 
the regional, national, 
or business level

���ï�þ�û�x�T�±�ß�ï�f�g�x�û�B�à�±�g�ž�f�g�ï�x�ž�f�ï�Ö�f�±�’�ž�x�g�ï�‡���T�ï�f�û�J�ž�ï�J�û�x�f�’���T�ä�ï���‡�ï���B�Ï�f�J�x�±�Ò�f�Û�ï�Ö�±�x�ž�ï�x�ž�f�ï�Ö�f�±�’�ž�x�ï���‡�ï�g�x�T�û�x�f�’�±�J�ï���B�Ï�f�J�x�±�Ò�f�g�ï
�±���J�T�f�û�g�±���’�ï�û�x�ï�ž�±�’�ž�f�T�ï�Ï���B�ï�K���g�±�x�±�����ï�à�f�Ò�f�à�g�Ü�ï�I���þ�þ�f�T�J�±�û�à�ï�K�T���‡�±�à�f�g�ï�ž�û�Ò�f�ï�x�ž�f�±�T�ï���Ö���ï�g�ä�g�x�f�þ�ï���‡�ï���B�Ï�f�J�x�±�Ò�f�g�Û�ï�x�û�±�à���T�f�U�ï
specifically to their activity and geared toward delivering results.

�›�ž�±�g�ï�f���g�‘�T�f�g�ï�x�ž�û�x�ï�x�ž�f�ï�f���x�±�T�f�ï�Ö���T�×�‡���T�J�f�ï�±�g�ï�û�à�±�’���f�U�ï�Ö�±�x�ž�ï���B�Ï�f�J�x�±�Ò�f�±�U�T�±�Ò�f���ï�K�f�T�‡���T�þ�û���J�f�ï�þ�û���û�’�f�þ�f���x�Ü

We continue to evolve this model by incorporating specific systems adapted to the nature of each activity, 
�±���J�à�‘�U�±���’�ï�K�T���Ï�f�J�x�ï�B�����‘�g�f�g�ï�û���U�ï�A���€�g�ï�¤�A�B�Ï�f�J�x�±�Ò�f�g�ï�û���U�ï���f�ä�ï�€�f�g�‘�à�x�g�œ�Û�ï�û�à�±�’���f�U�ï�Ö�±�x�ž�ï���f�Ö�ï�þ�f�x�ž���U���à���’�±�f�g�ï�û���U�ï
work environments.
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Talent development: strategies 
and growth plans
Learning is a key driver of growth. At MAPFRE, we leverage tools to identify internal capabilities and address 
�x�ž�f�ï�×�����Ö�à�f�U�’�f�ï�’�û�K�g�ï���f�J�f�g�g�û�T�ä�ï�‡���T�ï�x�ž�f�ï���T�’�û���±�ü�û�x�±�����É�g�ï�’�T���Ö�x�ž�Ü�ï�›�ž�T���‘�’�ž�ï�K�f�T�g�����û�à�±�ü�f�U�ï�U�f�Ò�f�à���K�þ�f���x�ï�K�à�û���g�Û�ï
�x�û�±�à���T�f�U�ï�x�T�û�±���±���’�ï�K�û�x�ž�Ö�û�ä�g�Û�ï�û���U�ï�g�f�à�‡�±�U�f�Ò�f�à���K�þ�f���x�ï�±���±�x�±�û�x�±�Ò�f�g�Û�ï�Ö�f�ï�f���ž�û���J�f�ï���‘�T�ï�f�þ�K�à���ä�f�f�g�É�ï�g�×�±�à�à�g�Û�ï�f�þ�K�à���ä�û�B�±�à�±�x�ä�Û�ï
and opportunities to transition into new roles. These initiatives empower them to tackle business challenges 
�û���U�ï�J�����x�T�±�B�‘�x�f�ï�x���ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï�����’���±���’�ï�g�‘�J�J�f�g�g�Ü

�Ë�±�x�ž�ï���‘�T�ï�’�à���B�û�à�ï�Ë���T�×�‡���T�J�f�ï�w�à�û�����±���’�ï�þ�f�x�ž���U���à���’�ä�Û�ï�Ö�f�ï�±�U�f���x�±�‡�ä�ï�û���U�ï�û�U�U�T�f�g�g�ï�B���x�ž�ï�Ï���B�±�g�K�f�J�±�‡�±�J�ï�û���U�ï�×�����Ö�à�f�U�’�f�ï
development needs, ensuring growth opportunities for all.

Versatility matrix and knowledge clusters

�A�‘�T�ï�Ò�f�T�g�û�x�±�à�±�x�ä�ï�þ�û�x�T�±�ß�ï�Ö�±�x�ž�±���ï�$���w�‰�€�_�É�g�ï�w�f���K�à�f�ï�û���U�ï�A�T�’�û���±�ü�û�x�±�����ï�U�f�K�û�T�x�þ�f���x�g�ï�f���û�B�à�f�g�ï�‘�g�ï�x���ï�g�‘�K�K���T�x�ï�x�ž�f�ï
�x�T�û���g�‡���T�þ�û�x�±�����ï���‡�ï�J�û�K�û�B�±�à�±�x�±�f�g�Ü�ï�›�ž�±�g�ï�x�����à�ï�f�Ò�û�à�‘�û�x�f�g�ï�x�ž�f�ï�U�f�’�T�f�f�ï���‡�ï�Ò�f�T�g�û�x�±�à�±�x�ä�ï�B�f�x�Ö�f�f���ï�Ï���B�ï�K���g�±�x�±�����g�ï�B�û�g�f�U�ï�����ï
�g�ž�û�T�f�U�ï�×�����Ö�à�f�U�’�f�Ü�ï�Ë�f�É�Ò�f�ï�±�U�f���x�±�‡�±�f�U�ï�<�D�ï�×�����Ö�à�f�U�’�f�ï�J�à�‘�g�x�f�T�g�Û�ï�T�f�K�T�f�g�f���x�±���’�ï�û�x�ï�à�f�û�g�x�ï�û�ï�A�;�Î�ï���Ò�f�T�à�û�K�ï�Ö�±�x�ž�ï�x�ž�f�ï
55 global clusters.

Development plans: upskilling and reskilling

We make available a tool that allows employees to self-assess their knowledge and confirm it with their 
supervisors. Based on this evaluation, employees can create their own development plans, incorporating 
training content and actions to close any knowledge gaps.

�Ë�f�ï�B�f�à�±�f�Ò�f�ï�±���ï�J���þ�K�T�f�ž�f���g�±�Ò�f�ï�x�T�û�±���±���’�Û�ï�Ö�ž�±�J�ž�ï�±�g�ï�Ö�ž�ä�ï�Ö�f�ï�‘�g�f�ï�û�ï�D�;�­�=�;�­�<�;�ï�þ���U�f�à�Û�ï�J���þ�B�±���±���’�ï�‡���T�þ�û�à�ï�à�f�û�T���±���’�Û�ï
�g���J�±�û�à�ï�à�f�û�T���±���’�ï�›�g�‘�J�ž�ï�û�g�ï�þ�f���x���T�±���’�ï�K�T���J�f�g�g�f�g�œ�Û�ï�û���U�ï�K�T�û�J�x�±�J�û�à�ï�à�f�û�T���±���’�ï�›�g�‘�J�ž�ï�û�g�ï�K�T���Ï�f�J�x�ï�Ö���T�×�œ�Ü�ï�Å���ï�=�;�=�@�Û�ï
�=�E�Û�;�D�=�ï�f�þ�K�à���ä�f�f�g�ï�¤�F�E�Î�ï���‡�ï�x�ž�f�ï�Ö���T�×�‡���T�J�f�œ�ï�ž�û�U�ï�û�J�J�f�g�g�ï�x���ï�x�ž�f�g�f�ï�±���U�±�Ò�±�U�‘�û�à�ï�U�f�Ò�f�à���K�þ�f���x�ï�K�à�û���g�Ü

�Ë�f�É�Ò�f�ï�±�U�f���x�±�‡�±�f�U�ï�C�@�ï�×�f�ä�ï�g�x�T�û�x�f�’�±�J�ï�K�T���‡�±�à�f�g�ï�‡���T�ï�x�ž�f�ï�B�‘�g�±���f�g�g�ï�’�T���‘�K�f�U�ï�±���x���ï�?�E�ï�×�����Ö�à�f�U�’�f�ï�J�à�‘�g�x�f�T�g�Ü�ï�›�ž�f�g�f�ï
�K�T���‡�±�à�f�g�ï�û�T�f�ï�f�g�g�f���x�±�û�à�ï�‡���T�ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï�x�T�û���g�‡���T�þ�û�x�±�����Ü�ï�w�f�T�g�����û�à�±�ü�f�U�ï�U�f�Ò�f�à���K�þ�f���x�ï�K�à�û���g�ï�‡���T�ï�‘�K�g�×�±�à�à�±���’�ï
and reskilling are being implemented to ensure the loyalty and growth of these profiles, aligned with 
���T�’�û���±�ü�û�x�±�����û�à�ï�’���û�à�g�Ü

Career plans for specific groups

Some employee groups have career plans that guarantee progression and development within the 
���T�’�û���±�ü�û�x�±�����ß

Sales 
technicians  

1,729 
employees

Claims 
handlers  

1,527 
employees

Auditors  

172 
employees

Underwriters  

775  
employees

Actuaries  

318 
employees
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Programa de desarrollo internacional (trainees)

We remain committed to young talent through initiatives such as the Global Trainee Program, which since 
2013 has incorporated more than 170 young people from 17 countries. 

In 2024, 17 actuaries were integrated into the Global Trainee Actuarial Program.

Mentoring programs: traditional and digital

�•�ž�û�T�f�U�ï�à�f�û�T���±���’�ï�±�g�ï�×�f�ä�ï�x���ï�f�Ò���à�Ò�±���’�Ü�ï�$���w�‰�€�_�É�g�ï�þ�f���x���T�±���’�ï�K�T���’�T�û�þ�g�ï�J�������f�J�x�ï�x�û�à�f���x�ï�û���U�ï�f�ß�K�f�T�±�f���J�f�ï�x���ï
continue growing together. Some data for 2024 is given below.

Traditional mentoring

120 
mentors

145  
mentees

Digital mentoring,  
focused on digital skills and  

technological trends.

80  
digital mentors 

348   
mentees

Global plan for developing the technical function

To further promote our technical excellence, we have strengthened our Technical Directors Plan, aimed at 
ensuring global coverage for the role of Technical Director, preparing them for business challenges and 
�g�‘�K�K���T�x�±���’�ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï�J�����x�±���‘���‘�g�ï�g�‘�J�J�f�g�g�Ü�ï�›�ž�±�g�ï�±���±�x�±�û�x�±�Ò�f�ï�f���g�‘�T�f�g�ï�x�ž�f�ï�g�‘�g�x�û�±���û�B�±�à�±�x�ä�ï�û���U�ï�T�f�à�±�û�B�±�à�±�x�ä�ï���‡�ï
the position in the medium and long term, and 13 executives are currently participating in the plan. 

���U�U�±�x�±�����û�à�à�ä�Û�ï�Ö�f�É�Ò�f�ï�T���à�à�f�U�ï���‘�x�ï�à���J�û�à�ï�K�à�û���g�ï�±���ï�?�<�ï�J���‘���x�T�±�f�g�ï�‡���T�ï�@�Û�?�?�<�ï�x�f�J�ž���±�J�û�à�ï�f�þ�K�à���ä�f�f�g�Û�ï�K�T���Ò�±�U�±���’�ï�J�à�f�û�T�ï
professional development paths to support their growth.

This approach in the technical function reinforces our commitment to these employees and contributes to 
the retention of key talent. The professional itineraries are designed to be flexible, enabling adaptation to 
the specific needs of each region or business unit. 

Succession plans

We have a succession plan in place that ensures continuity of leadership and effective succession 
planning. We provide resources to evaluate talent, train leaders, and develop technological tools to 
support effective process management.

Personalized development plans for CEOs

In 2024, we implemented tailored development plans for 15 CEOs across Latin America to enhance both 
their professional growth and the management of their teams. These plans are implemented through a 
management module that facilitates ongoing monitoring.
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Mobility: growth without borders
�Ë�f�É�T�f�ï�J���þ�þ�±�x�x�f�U�ï�x���ï�J�T�f�û�x�±���’�ï���K�K���T�x�‘���±�x�±�f�g�ï�x�ž�û�x�ï�û�à�à���Ö�ï���‘�T�ï�K�f���K�à�f�ï�x���ï�f�ß�K�û���U�ï�x�ž�f�±�T�ï�f�ß�K�f�T�±�f���J�f�Û�ï�g�ž�û�T�f�ï
knowledge, and strengthen their professional development—whether through temporary or international 
�þ���B�±�à�±�x�ä�Ü�ï�Å���ï�=�;�=�@�Û�ï�@�Û�@�C�E�ï�f�þ�K�à���ä�f�f�g�ï�¤�<�A�Ü�F�E�Î�ï���‡�ï�x�ž�f�ï�Ö���T�×�‡���T�J�f�œ�ï�K�û�T�x�±�J�±�K�û�x�f�U�ï�±���ï�þ���B�±�à�±�x�ä�ï�K�T���J�f�g�g�f�g�Ü

Our mobility program is designed to boost strategic talent across all functional areas, with a particular 
�‡���J�‘�g�ï�����ï�J�T�±�x�±�J�û�à�ï�T���à�f�g�ï�x�ž�û�x�ï�B�f���f�‡�±�x�ï�‡�T���þ�ï�±���x�f�T���û�x�±�����û�à�ï�f�ß�K���g�‘�T�f�ï�û���U�ï�ž�±�’�ž�±�±�þ�K�û�J�x�ï�K�T���Ï�f�J�x�g�Ü�ï�›���ï�g�‘�K�K���T�x�ï
this, we allocate specific resources to cover administrative assistance, relocation costs, international 
�û�g�g�±�’���þ�f���x�g�Û�ï�û���U�ï�x�ž�f�ï�þ�����±�x���T�±���’�ï���‡�ï�g�x�T�û�x�f�’�±�J�ï�K�T���Ï�f�J�x�g�´�f���g�‘�T�±���’�ï�û�ï�g�þ�����x�ž�ï�û���U�ï�f���T�±�J�ž�±���’�ï�f�ß�K�f�T�±�f���J�f�Ü

We promote mobility through various channels: functional and geographical. Functional mobility includes 
�x�ž�f�ï�‡���à�à���Ö�±���’�ï�x�ä�K�f�g�ß�ï�ž�±�f�T�û�T�J�ž�±�J�û�à�ï�›�û�J�T���g�g�ï�U�±�‡�‡�f�T�f���x�ï�ž�±�f�T�û�T�J�ž�±�J�û�à�ï�à�f�Ò�f�à�g�œ�Û�ï�‡�‘���J�x�±�����û�à�ï�›�û�J�T���g�g�ï�U�±�‡�‡�f�T�f���x�ï
�‡�‘���J�x�±�����g�œ�Û�ï�T���à�f�±�B�û�g�f�U�Û�ï�g�J���K�f�±�B�û�g�f�U�Û�ï�x�f�þ�K���T�û�T�ä�Û�ï�û���U�ï�’�f���’�T�û�K�ž�±�J�ï�›���û�x�±�����û�à�ï�û���U�ï�±���x�f�T���û�x�±�����û�à�œ�Ü

Geographic mobility comprises international careers, global mobility programs, and temporary relocations. 
�Å���ï�=�;�=�@�Û�ï�A�F�ï�f�þ�K�à���ä�f�f�g�ï�T�f�à���J�û�x�f�U�ï�x���ï�<�F�ï�J���‘���x�T�±�f�g�Û�ï�J�����x�T�±�B�‘�x�±���’�ï�x���ï�g�x�T�û�x�f�’�±�J�ï�U�f�Ò�f�à���K�þ�f���x�Û�ï�K�T���Ï�f�J�x�ï�f�ß�f�J�‘�x�±�����Û�ï
and innovation. Currently, 229 employees are working outside their country of origin.

�Å���ï�=�;�=�@�Û�ï�=�D�Î�ï���‡�ï�Ò�û�J�û���J�±�f�g�ï�Ö�f�T�f�ï�‡�±�à�à�f�U�ï�±���x�f�T���û�à�à�ä�Û�ï�Ö�ž�±�à�f�ï�C�A�Î�ï���‡�ï�K�T���þ���x�±�����g�ï�Ö�f�T�f�ï�±���x�f�T���û�à�Ü�ï�¨���Ö�û���x�f�U�ï
�x�‘�T�����Ò�f�T�ï�Ö�û�g�ï�à�±�þ�±�x�f�U�ï�x���ï�C�Î�Ü

�A�‘�T�ï�Ï���B�ï�g�±�x�f�Û�ï�Ë���T�×�±���’�ï�û�x�ï�$���w�‰�€�_�Û�ï�›�Ö�Ö�Ö�Ü�þ�û�K�‡�T�f�Ü�J���þ�­�f���­�x�û�à�f���x�­�œ�ï�K�‘�B�à�±�g�ž�f�U�ï�<�Û�D�=�<�ï�Ò�û�J�û���J�±�f�g�Û�ï�Ö�ž�±�J�ž�ï�Ö�f�T�f�ï
�Ò�±�f�Ö�f�U�ï�E�A�E�Û�C�D�C�ï�x�±�þ�f�g�Ü

Encouraging mobility

�Ë�f�ï�à�û�‘���J�ž�f�U�ï�û�ï�J���þ�þ�‘���±�J�û�x�±�����ï�K�à�û���ï�x���ï�f���J���‘�T�û�’�f�ï�±���x�f�T���û�à�ï�þ���B�±�à�±�x�ä�ï�û���U�ï�‡���g�x�f�T�ï�û���ï���T�’�û���±�ü�û�x�±�����û�à�ï�J�‘�à�x�‘�T�f�ï
that values mobility as a key tool in professional development and talent retention. This plan includes 
internal campaigns, workshops, and the use of digital tools, with global reach across all regions where 
MAPFRE operates.
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Retention: drive, grow, 
and evolve together
�Å���ï�=�;�=�@�Û�ï�Ö�f�ï�J�����x�±���‘�f�U�ï�x���ï�g�x�T�f���’�x�ž�f���ï���‘�T�ï�g�x�T�û�x�f�’�±�J�ï�x�û�à�f���x�ï�û�J�T���g�g�ï�×�f�ä�ï�J���‘���x�T�±�f�g�Û�ï�±�U�f���x�±�‡�ä�±���’�ï�<�Û�A�F�C�ï�f�þ�K�à���ä�f�f�g�ï
�±���ï�x�ž�±�g�ï�J�û�x�f�’���T�ä�Ü�ï�›�ž�f�ï�Ò���à�‘���x�û�T�ä�ï�x�‘�T�����Ò�f�T�ï�T�û�x�f�ï�û�þ�����’�ï�x�ž�f�g�f�ï�f�þ�K�à���ä�f�f�g�ï�g�x�û���U�g�ï�û�x�ï�A�Ü�E�Î�Û�ï�Ö�±�x�ž�ï�û�ï�x�û�T�’�f�x�ï���‡�ï
�C�Ü�@�Î�ï�g�f�x�ï�‡���T�ï�=�;�=�@�Ü

One of the strategic talent profiles we focus on is actuaries, and to support their development and ensure 
�à�����’�±�x�f�T�þ�ï�T�f�x�f���x�±�����Û�ï�Ö�f�É�Ò�f�ï�±�þ�K�à�f�þ�f���x�f�U�ï�û�ï�•�à���B�û�à�ï���J�x�‘�û�T�±�û�à�ï�w�à�û���Ü�ï�›�ž�±�g�ï�K�à�û���ï�±�g�ï�B�û�g�f�U�ï�����ï�x�ž�T�f�f�ï�‡�‘���U�û�þ�f���x�û�à�ï
pillars:

 �= Succession plan, which includes a compensation review and focuses on development and training. 

 �= Career plan, �Ö�ž�±�J�ž�ï�f���ž�û���J�f�g�ï�x�ž�f�ï�Ò�±�g�±�B�±�à�±�x�ä�ï���‡�ï�’�T���Ö�x�ž�ï���K�K���T�x�‘���±�x�±�f�g�ï�x�ž�T���‘�’�ž�ï�’�à���B�û�à�ï�û���U�ï�à���J�û�à�ï�Ï���B�ï�K���g�±�x�±�����ï
maps

 �= Recognition plan, with initiatives such as Actuarial Meeting, which brought together more than 150 
actuaries in Spain to share experiences, strengthen their sense of belonging, and highlight their role 
within MAPFRE.
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Recognition programs
�•�à���B�û�à�ï�û���U�ï�à���J�û�à�ï�K�T���’�T�û�þ�g�ï�J�f�à�f�B�T�û�x�f�ï���‘�T�ï�x�f�û�þ�g�É�ï�J�����x�T�±�B�‘�x�±�����g�´�‡�T���þ�ï�x�ž�f�±�T�ï�±�þ�K�û�J�x�ï�����ï�g�x�T�û�x�f�’�ä�ï�û���U�ï�U�f�à�±�Ò�f�T�ä�ï
of extraordinary results, to how they handle significant events, drive innovation, demonstrate long-term 
commitment, and embody our values.

More than 25,500 employees have access to Stars, our global recognition program, which allows them to 
send messages of appreciation to any colleague across the 20 countries where the program is active.

���û�g�x�ï�ä�f�û�T�Û�ï�þ���T�f�ï�x�ž�û���ï�F�Û�;�;�;�ï�f�þ�K�à���ä�f�f�g�ï�Ö�f�T�f�ï�T�f�J���’���±�ü�f�U�Û�ï�û���U�ï�=�C�ï�J���‘���x�T�±�f�g�ï�x�����×�ï�K�û�T�x�ï�±���ï�T�f�J���’���±�x�±�����ï
initiatives, through global and local programs.

We also continue to promote Thank You Day, one of the initiatives most eagerly awaited by our teams. 
In 2024, we celebrated its tenth edition—a day on which more than 11,500 messages were exchanged 
among colleagues worldwide, highlighting teamwork, continuous support, and a positive work 
atmosphere.

�Ë�f�ï�J�����U�‘�J�x�ï�û���ï�û�����‘�û�à�ï�g�‘�T�Ò�f�ä�ï�x���ï�‘���U�f�T�g�x�û���U�ï�ž���Ö�ï���‘�T�ï�x�f�û�þ�g�ï�‡�f�f�à�ï�û�B���‘�x�ï�B�f�±���’�ï�T�f�J���’���±�ü�f�U�ï�‡���T�ï�x�ž�f�±�T�ï�Ö���T�×�Ü�ï
�Å���ï�=�;�=�@�Û�ï�Ö�f�ï�û�J�ž�±�f�Ò�f�U�ï�û�ï�g�J���T�f�ï���‡�ï�D�Ü�C�ï���‘�x�ï���‡�ï�<�;�Û�ï�T�f�‡�à�f�J�x�±���’�ï���‘�T�ï�����’���±���’�ï�J���þ�þ�±�x�þ�f���x�ï�x���ï�B�‘�±�à�U�±���’�ï�û�ï�Ö���T�×�K�à�û�J�f�ï
where every contribution matters.

Recognition is key to fostering an environment where people feel valued and inspired to give their best.
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We support every step 
���‡�ï�x�ž�f�ï�Ï���‘�T���f�ä
From onboarding to offboarding—regardless of the reason for their departure—we strive to ensure each 
person receives the support they need for both professional and personal development. The experience 
���‡�ï���‘�T�ï�K�f���K�à�f�ï�±�g�ï�û�ï�x���K�ï�K�T�±���T�±�x�ä�ï�û�x�ï�f�Ò�f�T�ä�ï�g�x�û�’�f�ï���‡�ï�x�ž�f�±�T�ï�Ï���‘�T���f�ä�ï�Ö�±�x�ž�ï�‘�g�Ü

I join 
MAPFRE

My 
day-to-day

I develop
I leave the 
company

I contributed

 �= I go through 
the selection 
process

 �= The welcome

 �= I achieve my 
���B�Ï�f�J�x�±�Ò�f�g

 �= I collaborate 
�����ï�û�ï�w�T���Ï�f�J�x

 �= I communicate 
with the 
company

 �= I lead a team

 �= They pay me

 �= I balance my 
work and 
home life

 �= I experience 
a change

 �= I connect

 �= I am 
motivated

 �= I feel 
supported 
in personal 
situations

 �= I receive 
feedback

 �= I learn

 �= I feel 
�T�f�J���’���±�ü�f�U

 �= I move

 �= I got 
promoted

EMPLOYEE  
LIFE CYCLE
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3  

WE CARE FOR 
�w�_�A�w���_�É�•�ï

�Ë�_�����½�A�_�Å�,�•
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�›�ž�f�ï�K�f���K�à�f�É�g�ï�Ò���±�J�f
We know that a great employee experience attracts and retains top talent. We actively listen to our people 
through a listening and measurement model that enables us to understand their lived experiences and 
make decisions that positively impact their daily work, based on both qualitative and quantitative data.

This model monitors employee experience across all interactions throughout the employee lifecycle, 
from recruitment and onboarding through to offboarding. We have also redesigned our listening process 
�g�K�f�J�±�‡�±�J�û�à�à�ä�ï�‡���T�ï�x�ž�f�ï���‡�‡�B���û�T�U�±���’�ï�g�x�û�’�f�Û�ï�x���ï�g�‘�K�K���T�x�ï�����x�ï�����à�ä�ï�x�ž�f�ï�K�f�T�g�����ï�à�f�û�Ò�±���’�ï�x�ž�f�ï�J���þ�K�û���ä�ï�›�T�f�’�û�T�U�à�f�g�g�ï���‡�ï
�x�ž�f�ï�T�f�û�g�����œ�ï�B�‘�x�ï�û�à�g���ï�x�ž�f�±�T�ï�x�f�û�þ�þ�û�x�f�g�Û�ï�f���g�‘�T�±���’�ï�x�ž�f�ï�B�f�g�x�ï�K���g�g�±�B�à�f�ï�f�ß�K�f�T�±�f���J�f�ï�U�‘�T�±���’�ï�f�û�J�ž�ï�x�T�û���g�±�x�±�����Ü

The insights we gather through this listening and measurement model enable us to make data-driven 
�U�f�J�±�g�±�����g�ï�x�ž�û�x�ï�ž�f�à�K�ï�‘�g�ï���K�x�±�þ�±�ü�f�ï�T�f�g���‘�T�J�f�g�ï�û���U�ï�K�T�±���T�±�x�±�ü�f�ï�x�ž�f�ï�±���±�x�±�û�x�±�Ò�f�g�ï�Ö�±�x�ž�ï�x�ž�f�ï�’�T�f�û�x�f�g�x�ï�±�þ�K�û�J�x�ï�����ï
satisfaction and productivity.

�¡���Ö�ï�U���ï�Ö�f�ï�à�±�g�x�f���ï�x���ï���‘�T�ï�x�f�û�þ�•

 �= Focus groups: These sessions involve groups of employees who represent a cross-section of 
�x�ž�f�ï�Ö���T�×�‡���T�J�f�ï�û���U�­���T�ï�g�K�f�J�±�‡�±�J�ï�g�f�’�þ�f���x�g�ï�›�f�Ü�’�Ü�Û�ï�ä���‘���’�ï�K�T���‡�f�g�g�±�����û�à�g�Û�ï�g�f���±���T�ï�K�T���‡�±�à�f�g�Û�ï�g�x�T�û�x�f�’�±�J�ï�T���à�f�g�Û�ï
�f�ß�K�û�x�T�±�û�x�f�g�Û�ï���f�Ö�ï�ž�±�T�f�g�Û�ï���f�Ö�à�ä�ï�K�T���þ���x�f�U�ï�±���U�±�Ò�±�U�‘�û�à�g�Û�ï�f�x�J�Ü�œ�Ü�ï�›�ž�f�ä�ï�û�T�f�ï�U�f�g�±�’���f�U�ï�x���ï�f�ß�K�à���T�f�ï�þ���þ�f���x�g�ï�Ö�ž�f�T�f�ï
the employee experience diverges from that of the general population.

 �= Transactional eNPS® surveys:  Brief questionnaires triggered when employees pass through key 
moments in the employee life cycle.

This continuous measurement is complemented by an annual survey that measures recommendation, 
satisfaction, and commitment. In 2024, this evaluation was conducted across 35 countries and business 
�‘���±�x�g�Û�ï�J���Ò�f�T�±���’�ï�F�D�Ü�D�Î�ï���‡�ï���‘�T�ï�f�þ�K�à���ä�f�f�g�ï�û���U�ï�f���Ï���ä�f�U�ï�û�ï�K�û�T�x�±�J�±�K�û�x�±�����ï�T�û�x�f�ï���‡�ï�A�F�Î�Ü

�Ë�_�ï�I���€�_�ï�‰�A�€�ï�w�_�A�w���_�É�•�ï�Ë�_�����½�A�_�Å�,�•
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Content What we measure 2024 Results

eNPS�~ Likelihood that employees will 
recommend MAPFRE as a good 
company to work for.

91.4%  
of our employees work 
in countries where the 
recommendation index 
is rated as very good 
�›�û�B���Ò�f�ï�=�;�ï�K���±���x�g�œ�ï���T�ï
�f�ß�J�f�à�à�f���x�ï�›�û�B���Ò�f�ï�@�;�ï
�K���±���x�g�œ�Ü

Employee 
Satisfaction 
�Å���U�f�ß�ï�¤�_�•�Å�¥

Employees who rated their satisfaction 
with the following ten variables with 
an average score of between 8 and 
�<�;�ß�ï�‘���U�f�T�g�x�û���U�±���’�ï���‡�ï���B�Ï�f�J�x�±�Ò�f�g�Û�ï�K�T�±�U�f�ï
in the work performed, recognition 
for the work performed, contribution 
to the company, quality of feedback 
received, development opportunities, 
collaboration, work tools, care for 
people, pride in the social footprint.

71%,  
�f�ß�J�f�f�U�±���’�ï�x�ž�f�ï�D�;�Î�ï
���B�Ï�f�J�x�±�Ò�f�ï�f�g�x�û�B�à�±�g�ž�f�U�ï
for this year.

Leader Index Degree to which employees would 
recommend their supervisors 64%   

of employees gave a 
score of 9 or 10.

Company 
Satisfaction

Overall satisfaction with MAPFRE as an 
employer 70%

Reputation �€�f�‡�à�f�J�x�g�ï�f�þ�K�à���ä�f�f�g�É�ï�K�f�T�J�f�K�x�±�����ï���‡�ï
�$���w�‰�€�_�É�g�ï�T�f�K�‘�x�û�x�±�����Ü 8.4  

out of 10.
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�›���ï�B�f�x�x�f�T�ï�‘���U�f�T�g�x�û���U�ï�Ö�ž�û�x�ï�U�T�±�Ò�f�g�ï�g�û�x�±�g�‡�û�J�x�±�����ï�û���U�ï�±�U�f���x�±�‡�ä�ï�û�T�f�û�g�ï�‡���T�ï�±�þ�K�T���Ò�f�þ�f���x�Û�ï�Ö�f�ï�û���û�à�ä�ü�f�U�ï�x�ž�f�ï�×�f�ä�ï
reasons employees recommend MAPFRE as a great place to work.  The most frequently mentioned 
reasons include:

The conditions and benefits 
that MAPFRE offers us

Development  
possibilities

 �= Stability  �= Work-life balance  �= Improved 
employability as a 
professional

 �= Promotion 
possibilities

Our measurement model also helps us assess workplace climate through specific indicators aligned with 
the Global Well-being Movement, which associates these factors with well-being at work. These include: 

Satisfaction with the work performed 3.7

Happiness at work 3.4

Stress at work 3.3

Sense of purpose 3.9

�I�������f�J�x�±�����ï�Ö�±�x�ž�ï�$���w�‰�€�_�É�g�ï�K�‘�T�K���g�f�Ü 3.8

Sense of contribution to MAPFRE's purpose 4

�•�+�÷�5�G�6�Ð�÷�r�Y�Ð�÷�h�Ð�"

�Å���ï�û�U�U�±�x�±�����ï�x���ï�þ�û�±���x�û�±���±���’�ï�û�J�x�±�Ò�f�ï�à�±�g�x�f���±���’�ï�þ�f�J�ž�û���±�g�þ�g�ï�x�ž�T���‘�’�ž�ï�x�ž�f�ï�f�þ�K�à���ä�f�f�É�g�ï�Ò���±�J�f�Û�ï�Ö�f�ï�f���g�‘�T�f�ï���K�f���ï�û���U�ï
ongoing communication with employee representatives, including unions and works councils, in countries 
where such representation exists.

We fully guarantee and respect freedom of association, the right to union membership, and the right to 
collective bargaining. It is important to note that the election of employee representatives is a right of the 
workforce, which they may choose to exercise voluntarily. 

�I�‘�T�T�f���x�à�ä�Û�ï�A�?�Î�ï���‡�ï���‘�T�ï�Ö���T�×�‡���T�J�f�ï�±�g�ï�T�f�K�T�f�g�f���x�f�U�ï�B�ä�ï�f�þ�K�à���ä�f�f�ï�à�f�’�û�à�ï�T�f�K�T�f�g�f���x�û�x�±�Ò�f�g�Ü�ï�Å���ï�J���‘���x�T�±�f�g�ï�g�‘�J�ž�ï�û�g�ï
���T�’�f���x�±���û�Û�ï�•�f�T�þ�û���ä�Û�ï�A�T�û�ü�±�à�Û�ï�•�K�û�±���Û�ï�Å�x�û�à�ä�Û�ï�$�û�à�x�û�Û�ï�›�‘���±�g�±�û�Û�ï�¨�T�‘�’�‘�û�ä�Û�ï�û���U�ï�È�f���f�ü�‘�f�à�û�Û�ï�x�ž�f�ï�T�f�K�T�f�g�f���x�û�x�±�����ï�T�û���’�f�g�ï
�‡�T���þ�ï�@�A�Î�ï�x���ï�<�;�;�Î�ï���‡�ï�f�þ�K�à���ä�f�f�g�ï�±���ï�f�û�J�ž�ï�J�û�g�f�Ü

�Å���ï�û�U�U�±�x�±�����Û�ï�C�=�Î�ï���‡�ï�x�ž�f�ï�Ö���T�×�‡���T�J�f�ï�±�g�ï�J���Ò�f�T�f�U�ï�B�ä�ï�J���à�à�f�J�x�±�Ò�f�ï�B�û�T�’�û�±���±���’�ï�û�’�T�f�f�þ�f���x�g�Û�ï�Ö�ž�f�x�ž�f�T�ï�û�x�ï�x�ž�f�ï�g�f�J�x���T�û�à�ï
or company level. It is important to acknowledge that collective bargaining is not structured the same 
way across all countries, as the legal, social, and business conditions that enable such processes are not 
homogeneous. However, MAPFRE has collective agreements in place in 10 countries, seven of which 
�J���Ò�f�T�ï�þ���T�f�ï�x�ž�û���ï�F�;�Î�ï���‡�ï�x�ž�f�±�T�ï�T�f�g�K�f�J�x�±�Ò�f�ï�Ö���T�×�‡���T�J�f�Ü

�Ë�_�ï�I���€�_�ï�‰�A�€�ï�w�_�A�w���_�É�•�ï�Ë�_�����½�A�_�Å�,�•
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Diversity, Equality, and 
Inclusion: our commitment 
to talent without barriers

Diversity, Equality and 
Inclusion at MAPFRE
Inclusion for sustainable growth

Gender 
diversity

Equalrights, 
responsibilities, and 
opportunitiesfor
womenand men

Women hold 

46.7%
Of the seats on the Board of 

Directors

34.1%
Women in Senior 
Management and 

Management positions

Women hold 

42.7%
of job positions of 

responsibility

Women hold 

30.3%
of Top Management 

positions

Women hold 

44.5%
of Junior Management job 

position

Women hold 

30.4%
of STEM positions*

Women hold 

43.6%
of job positions of 

responsibility in business 
areas

Women accounted for

50.4%
of promotions

55.4%
of new hires in 2024 were

women

55.4% 44.6%

People with a disability make 
up

4,2%
of the workforce

103
Workforce hires

3
Number of people with a 

disability who completed an
internship

281
volunteering activities aimed at 
improving the quality of life of
people with a disability

11,970 
employeeshavecompleted with the MAPFRE 
global disability program“Miradas sin Etiquetas” 
(ViewsWithout Labels)

Generational 
diversity

A global teamcomprising
fivegenerations, enriching
knowledge-sharingand 
experience

18% 
Generation Z

31.9% 
Generation Y

39.3% 
GenerationX

10.9% 
Veteransand Baby 

Boomers

Sexual orientation diversity Culture and racial diversity
We’resignedup to theUnited
NationsStandarsof Conductfor
Business onLGBTI matters, based
ontheUN GuidingPrincipleson
Business amdHuman Rightsand the
UN global Compact 

Ourworkforceincludespeoplefrom
83 nationalities, enrichingand 
complementingthecompanyand 
everyprofessionalworkinghere.

83 nationalities

* Data based the total number of IT employees

People with 
a disability
We’recommittedto
integratingpeoplewith
disabilitiesintoour
workplace
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We work every day to build an inclusive, equitable, and respectful 
environment where everyone can reach their full potential..

This commitment is reflected in key policies such as the 
Diversity and Equal Opportunities Policy �ï�›�û�K�K�T���Ò�f�U�ï�±���ï�=�;�<�A�¥�Û�ï
the Human Rights Policy, and the Code of Ethics and Conduct. 
These frameworks ensure a workplace free from all forms of 
discrimination—whether based on age, gender, marital status, 
nationality, culture, race or ethnicity, sexual orientation, gender 
�±�U�f���x�±�x�ä�ï���T�ï�f�ß�K�T�f�g�g�±�����Û�ï�B�f�à�±�f�‡�g�ï�›�±���J�à�‘�U�±���’�ï�K���à�±�x�±�J�û�à�ï���K�±���±�����g�œ�Û�ï���T�ï
any other physical or social condition. We also condemn all 
forms of harassment and actively promote a culture of respect 
and openness to diversity across all groups and areas of our 
activity.

Our commitment extends across our entire value chain, impacting employees, suppliers, partners, clients, 
and visitors. Through transversal initiatives, we promote equal opportunities and the development of talent 
based on merit.

We have a global diversity �Û�ï�±���J�à�‘�g�±�����Û�ï�û���U�ï�f�Q�‘�±�x�ä�ï�g�x�T�û�x�f�’�ä�ï�‡���T�ï�x�ž�f�ï�=�;�=�=�½�=�;�=�@�ï�K�f�T�±���U�ï�×�����Ö���ï�û�g�ï�Ì�Å���J�à�‘�g�±�����ï�‡���T�ï
�•�‘�g�x�û�±���û�B�à�f�ï�•�T���Ö�x�ž�Û�Í�ï�û�U�û�K�x�f�U�ï�x���ï�x�ž�f�ï�g���J�±�û�à�ï���f�f�U�g�ï���‡�ï�f�û�J�ž�ï�J���‘���x�T�ä�ï�Ö�ž�f�T�f�ï�Ö�f�ï���K�f�T�û�x�f�Ü�ï�›�ž�±�g�ï�T���û�U�þ�û�K�ï�ž�f�à�K�g�ï
us create a diverse, inclusive, and equitable workplace, and through it, we implement targeted actions to 
achieve our goals across various dimensions of diversity.

�A�‘�T�ï���B�Ï�f�J�x�±�Ò�f�g�ï�û�T�f�ß

 �= To foster an inclusive work environment in which all individuals—regardless of gender, disability, age, 
sexual orientation, background, nationality, or beliefs—feel valued and can develop their talents.

 �= To position MAPFRE as a benchmark company in diversity, equity, and inclusion, embedding these 
values in our culture, processes, and relationships with all stakeholders.

To achieve this, we have defined a series of commitments within our Diversity and Equal Opportunities 
Policy:

 �= To develop the principle of equal opportunities, establishing the necessary measures and actions to 
�û�J�ž�±�f�Ò�f�ï�x�ž�±�g�ï�û���U�ï�x���ï�K�T�f�Ò�f���x�ï�B���x�ž�ï�U�±�T�f�J�x�ï�û���U�ï�±���U�±�T�f�J�x�ï�U�±�g�J�T�±�þ�±���û�x�±�����ï�û�x�ï�û�à�à�ï�à�f�Ò�f�à�g�ï���‡�ï�x�ž�f�ï���T�’�û���±�ü�û�x�±�����Ü�ï

 �= To ensure that respect for diversity and the principle of equality are embedded in all people 
management processes, from recruitment and promotions to compensation, training, performance 
evaluation, and communication.

 �= To define equitable professional development plans, guaranteeing effective gender equality and 
�K�T���þ���x�±���’�ï�x�ž�f�ï�’�T���Ö�x�ž�ï���‡�ï�û�à�à�ï�±���U�±�Ò�±�U�‘�û�à�g�ï�Ö�±�x�ž�±���ï�x�ž�f�ï���T�’�û���±�ü�û�x�±�����Ü

 �= To create integration programs for specific groups, with special attention to the inclusion of people with 
disabilities.

 �= To promote cultural diversity, encouraging the exchange of knowledge and experiences between the 
different countries in which we operate.

 �= International mobility and language learning, increasing multicultural skills on our teams.
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 �= Intergenerational collaboration, facilitating the exchange of knowledge and experiences between 
professionals of different ages, enriching our workplace environment.

 �= �Ë�f�É�T�f�ï�J���þ�þ�±�x�x�f�U�ï�x���ï�‡���g�x�f�T�±���’�ï�T�f�à�û�x�±�����g�ž�±�K�g�ï�B�û�g�f�U�ï�����ï�T�f�g�K�f�J�x�Û�ï�����x�ï�����à�ä�ï�Ö�±�x�ž�±���ï�x�ž�f�ï�J���þ�K�û���ä�ï�B�‘�x�ï�û�à�g���ï�Ö�±�x�ž�ï
our customers, providers, and partners. Our dedication to diversity is present at all levels of MAPFRE.

 �= Awareness-raising and ongoing training, ensuring that the entire workforce is aware of and shares our 
commitment to diversity and inclusion.

�$���w�‰�€�_�ï�K�T���þ���x�f�g�ï�û���U�ï�J�ž�û�þ�K�±�����g�ï�U�±�Ò�f�T�g�±�x�ä�ï�B�f�J�û�‘�g�f�ï�±�x�É�g�ï�û�ï�×�f�ä�ï�û�à�à�ä�ï�±���ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï�����’���±���’�ï�x�T�û���g�‡���T�þ�û�x�±�����ï
and is critical in ensuring sustainable growth in the global and diverse world we live in. 

We strive for full inclusion , creating work environments where everyone feels physically and 
psychologically safe. We work closely with our leaders to ensure they foster inclusivity. When individuals are 
able to present themselves authentically, in an environment of respect, they can reach their full potential and 
�x�û�à�f���x�Ü�ï�›�ž�±�g�ï�J�����x�T�±�B�‘�x�f�g�ï�U�±�T�f�J�x�à�ä�ï�x���ï�x�ž�f�ï�’�T���Ö�x�ž�ï���‡�ï�x�ž�f�ï���T�’�û���±�ü�û�x�±�����Ü�ï

We guarantee equity , ensuring that everyone truly has the same opportunities. By doing so, we uphold the 
principle of equality.

A diverse, inclusive, and equitable work environment allows us to:

 �= Guarantee equal opportunities at every stage of the professional lifecycle. 

 �= ���U�U�ï�Ò�û�à�‘�f�ï�x���ï�x�ž�f�ï���T�’�û���±�ü�û�x�±�����ï�û���U�ï�J�����x�T�±�B�‘�x�f�ï�x���ï�x�ž�f�ï�’�à���B�û�à�ï�$���w�‰�€�_�ï�g�x�T�û�x�f�’�ä�Ü

 �= Contribute to the fulfillment of the commitments outlined in our sustainability plan and the Sustainable 
Development Goals.

 �= Promote a culture of respect in all interactions both inside and outside the company.

 �= Eliminate all forms of discrimination in employment, promotion, training, remuneration, and work-life 
balance.

 �= Create a safe and inclusive work environment where all people can grow.

 �= Attract and retain the best talent, building diverse and committed teams.

 �= Raise awareness and provide training to ensure actual inclusion in everyday activities.

 �= �w�T���þ���x�f�ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï�g���J�±�û�à�ï�J���þ�þ�±�x�þ�f���x�ï�x�ž�T���‘�’�ž�ï�J���T�K���T�û�x�f�ï�Ò���à�‘���x�f�f�T�±���’�Ü
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Gender diversity: equal opportunities, growth, and equity

At MAPFRE, gender equality refers to equal rights, responsibilities, and opportunities for women and 
�þ�f���Ü�ï�_�Q�‘�±�x�ä�ï�±�g�ï�����x�ï�û�B���‘�x�ï�ž���þ���’�f���±�ü�±���’�ï�B�‘�x�ï�T�f�J���’���±�ü�±���’�ï�U�±�Ò�f�T�g�±�x�ä�ï�û���U�ï�û�J�x�±���’�ï�x���ï�f���g�‘�T�f�ï�x�ž�f�ï�g�û�þ�f�ï�T�±�’�ž�x�g�Û�ï
opportunities, and freedoms for all. It involves acknowledging the complementarity of both genders, 
considering their interests, needs, and priorities.

As part of our global diversity, inclusion, and equity strategy, our goals for gender diversity are:

 �= To foster an equitable work environment in which women and men have the same opportunities for 
professional growth.

�›���ï�û�J�ž�±�f�Ò�f�ï�x�ž�±�g�Û�ï�Ö�f�ï�û�±�þ�ï�x���ï�ž�û�Ò�f�ï���Ò�f�T�ï�@�;�Î�ï���‡�ï�Ö���þ�f���ï�±���ï�K���g�±�x�±�����g�ï���‡�ï�T�f�g�K�����g�±�B�±�à�±�x�ä�ï�û���U�ï�?�C�Î�ï�±���ï
�þ�û���û�’�f�þ�f���x�ï�K���g�±�x�±�����g�ï�B�ä�ï�=�;�=�C�Ü

 2024 2023

Percentage of women in positions of responsibility �¤�<�¥ 42.7 42.5

Number of women in positions of responsibility �¤�<�¥ 3,215 �=�Û�F�=�C

Percentage of women in management positions �¤�=�¥ 34.5 33.1

Number of women in management positions �¤�<�¥ 575 �A�C�<

 �= Guarantee gender pay equality, with a compensation policy based on function and performance, ensuring 
�x�ž�û�x�ï�T�f�þ�‘���f�T�û�x�±�����ï�±�g�ï�U�f�x�f�T�þ�±���f�U�ï�B�ä�ï���B�Ï�f�J�x�±�Ò�f�ï�J�T�±�x�f�T�±�û�Û�ï�����x�ï�’�f���U�f�T�ï�U�±�‡�‡�f�T�f���J�f�g�Ü

�¤�<�¥ Position of responsibility include management and expert management, middle management and 
�f�ß�K�f�T�x�ï�Ï���B�ï�K���g�±�x�±�����g

�¤�=�¥ Excluding Bancodo  Brasil, ENALTA, and Insignia Life
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�A�‘�T�ï�J���þ�þ�±�x�þ�f���x�ï�x���ï�f�Q�‘�û�à�ï�K�û�ä�ï�±�g�ï�g�‘�g�x�û�±���f�U�ï�B�ä�ï�x�ž�f�ï�f�à�±�þ�±���û�x�±�����ï���‡�ï�x�ž�f�ï�K�û�ä�ï�’�û�K�Û�ï�þ�û�±���x�û�±���±���’�ï�±�x�ï�Ö�±�x�ž�±���ï�û�ï�ð�­�½�<�Î�ï
�T�û���’�f�Ü�ï���g�ï���‡�ï�x�ž�f�ï�f���U�ï���‡�ï�=�;�=�@�Û�ï�x�ž�f�ï�û�U�Ï�‘�g�x�f�U�ï�K�û�ä�ï�’�û�K�ï�±�g�ï�;�Ü�D�A�Î�Ü

Adjusted pay gap 2024

Mean fixed remuneration gap �<�Ü�?�;�Î

Median fixed remuneration gap �;�Ü�D�A�Î

Mean variable remuneration gap �=�Ü�?�C�Î

Median variable remuneration gap �<�Ü�A�@�Î

�Ë�f�ï�û�K�K�à�ä�ï�x�ž�f�ï�þ�f�x�ž���U���à���’�ä�ï�‡���T�ï�J�û�à�J�‘�à�û�x�±���’�ï�x�ž�f�ï�û�U�Ï�‘�g�x�f�U�ï�K�û�ä�ï�’�û�K�ï�Ò�f�T�±�‡�±�f�U�ï�B�ä�ï�x�ž�f�ï�J�����g�‘�à�x�±���’�ï�‡�±�T�þ�ï�_�T���g�x�ï
�•�ï�Ø���‘���’�ï�¤�_�Ø�¥�Ü�ï�›�ž�±�g�ï�þ�f�x�ž���U���à���’�ä�ï�J�����g�±�U�f�T�g�ï�Ò�û�T�±���‘�g�ï�‡�û�J�x���T�g�ï�‡���T�ï�x�ž�f�ï�J�T�f�û�x�±�����ï���‡�ï�J���þ�K�û�T�±�g�����ï�’�T���‘�K�g�ï���T�ï
clusters, aiming to provide more accurate compensation comparisons based on the functions and 
responsibilities assigned to each position, as well as by business unit and country.

The calculation formula is shown below.

�›�ž�f�ï�û�U�Ï�‘�g�x�f�U�ï�K�û�ä�ï�’�û�K�ï���Ò�f�T�ï�x�ž�f�ï�þ�f�U�±�û���ï�’�û�K�ï�±���ï�‡�±�ß�f�U�ï�T�f�þ�‘���f�T�û�x�±�����ï�±���ï�x�ž�f�ï�þ�û�±���ï�J���‘���x�T�±�f�g�ï�x�ž�f�ï�$���w�‰�€�_�ï�•�T���‘�K�ï
operates in is shown in the accompanying table.

Country 2024

Spain �=�Ü�<�D�Î

�A�T�û�ü�±�à �;�Ü�E�;�Î

Peru �½�;�Ü�A�F�Î

Mexico �;�Ü�@�D�Î

Germany �½�<�Ü�;�?�Î

Puerto Rico �<�Ü�<�F�Î

�›���ï�û�J�ž�±�f�Ò�f�ï���‘�T�ï���B�Ï�f�J�x�±�Ò�f�g�Û�ï�Ö�f�ï�ž�û�Ò�f�ï�û�ï�’�à���B�û�à�ï�J�û�x�û�à���’�ï���‡�ï�f�Q�‘�û�à�±�x�ä�ï�þ�f�û�g�‘�T�f�g�ï�û�J�T���g�g�ï�‡���‘�T�ï�×�f�ä�ï�û�T�f�û�g�ß�ï�x�û�à�f���x�ï
development, well-being, awareness-raising, and leadership.

Awareness-raising to promote an equitable working environment

 �= �Ë�f�ï�K�û�T�x�±�J�±�K�û�x�f�ï�±���ï�þ�û�Ï���T�ï�Å���x�f�T���û�x�±�����û�à�ï�T�û�ä�g�ï�T�f�à�û�x�f�U�ï�x���ï�’�f���U�f�T�ï�f�Q�‘�û�à�±�x�ä�Û�ï�g�‘�J�ž�ï�û�g�ï�Å���x�f�T���û�x�±�����û�à�ï�Ë���þ�f���É�g�ï
Day, International Day of Women and Girls in Science, European and International Equal Pay Days, 
and International Day for the Elimination of Violence against Women, among others. Through various 
communication campaigns, we promote an equitable labor environment. 

 �= We drive health campaigns and promote initiatives in key areas such as: access to employment, 
training, promotion, remuneration, communication, responsible exercise of the right to work-life balance, 
gender-based violence, prevention of sexual and gender-based harassment.  These actions aim to 
create an environment that contributes to increasing the number of women in management positions.
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�Ë���þ�f���É�g�ï���f�û�U�f�T�g�ž�±�K

�Ë�f�É�Ò�f�ï�f�g�x�û�B�à�±�g�ž�f�U�ï�Ö���þ�f���É�g�ï�à�f�û�U�f�T�g�ž�±�K�ï���f�x�Ö���T�×�g�ï�±���ï�J���‘���x�T�±�f�g�ï�g�‘�J�ž�ï�û�g�ï�$�f�ß�±�J���Û�ï�x�ž�f�ï�¨���±�x�f�U�ï�•�x�û�x�f�g�Û�ï�A�T�û�ü�±�à�Û�ï
Peru, and Turkey. These are inclusive dialogue spaces that drive initiatives contributing to progress in 
gender equality within the company, highlight the presence of women in leadership roles where they are 
underrepresented, and give visibility to female talent within the company.ñía.

Key 2024 data

 �= �A�A�Ü�@�Î�ï���‡�ï���f�Ö�ï�ž�±�T�f�g�ï�Ö�f�T�f�ï�Ö���þ�f���Ü

 �= �<�;�D�ï�Ö���þ�f���ï���J�J�‘�K�ä�ï�g�f���±���T�ï�þ�û���û�’�f�þ�f���x�ï�Ï���B�ï�K���g�±�x�±�����g�ï���T�ï�g�±�x�ï�����ï�A���û�T�U�g�ï���‡�ï�T�±�T�f�J�x���T�g�Ü�ï�•�f�Ò�f���ï�Ö���þ�f���ï
�J�‘�T�T�f���x�à�ä�ï�g�±�x�ï�����ï�$���w�‰�€�_�ï�•�Ü���Ü�É�g�ï�A���û�T�U�ï���‡�ï�T�±�T�f�J�x���T�g�Û�ï�T�f�K�T�f�g�f���x�±���’�ï�@�C�Ü�D�Î�ï���‡�ï�x�ž�f�ï�x���x�û�à�Ü�ï�Ë�f�É�T�f�ï�J���þ�þ�±�x�x�f�U�ï�x���ï
�ž�û�Ò�±���’�ï�û�x�ï�à�f�û�g�x�ï�@�;�Î�ï�‡�f�þ�û�à�f�ï�T�f�K�T�f�g�f���x�û�x�±�����ï�����ï�x�ž�f�ï�A���û�T�U�ï���‡�ï�T�±�T�f�J�x���T�g�Ü

 �= �?�;�Ü�=�Î�ï���‡�ï�x���K�ï�þ�û���û�’�f�þ�f���x�ï�Ï���B�ï�K���g�±�x�±�����g�ï�û�T�f�ï�ž�f�à�U�ï�B�ä�ï�Ö���þ�f���Û�ï�Ö�ž�±�à�f�ï�Ö���þ�f���ï�ž���à�U�ï�@�@�Ü�A�Î�ï���‡�ï�Ï�‘���±���T�ï
management positions.

 �= �@�?�Ü�C�Î�ï���‡�ï�Ï���B�ï�K���g�±�x�±�����g�ï���‡�ï�T�f�g�K�����g�±�B�±�à�±�x�ä�ï�±���ï�B�‘�g�±���f�g�g�ï�û�T�f�û�g�ï�û�T�f�ï�ž�f�à�U�ï�B�ä�ï�Ö���þ�f���Ü

 �= �?�;�Ü�@�Î�ï���‡�ï�Ï���B�ï�K���g�±�x�±�����g�ï�±���ï�•�J�±�f���J�f�Û�ï�›�f�J�ž�����à���’�ä�Û�ï�_���’�±���f�f�T�±���’�Û�ï�û���U�ï�$�û�x�ž�f�þ�û�x�±�J�g�ï�¤�•�›�_�$�œ�ï�û�T�f�ï�ž�f�à�U�ï�B�ä�ï
women.

Equality Plan in Spain

Since 2010, we have had an Equality Plan in place for Spain, which has been agreed with the legal 
representatives of employees, to guarantee equal treatment and opportunities in the workplace. 

In 2024, the 4th Equality Plan was signed, covering 9,914 employees and reinforcing our commitment to 
equity throughout all stages of the professional lifecycle. 

This new plan incorporates the following innovative measures in key areas:

 �= Protocol for preventing sexual and gender-based harassment.

 �= Adaptation to new data reporting obligations broken down by gender.

 �= Training and awareness on equality and unconscious biases.

 �= Specific measures to support victims of gender-based violence.

 �= Periodic surveys of all employees to assess the impact of the plan and identify areas for improvement.

Alongside these measures, the plan also includes actions covering access to employment, promotion, 
remuneration, communication, the responsible exercising of the rights to work-life balance, and 
occupational health with a gender perspective.
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Commitment to disability inclusion 

Our goal is to ensure an inclusive and sustainable work environment for people with disabilities, promoting 
their workforce integration, improving their quality of life, and ensuring accessibility in our work centers. 
We aim to either retain or increase the number of people with disabilities in the company.

�›�ž�f�ï�U�±�g�û�B�±�à�±�x�ä�±�T�f�à�û�x�f�U�ï���B�Ï�f�J�x�±�Ò�f�g�ï�g�f�x�ï�U���Ö���ï�±���ï���‘�T�ï�U�±�Ò�f�T�g�±�x�ä�Û�ï�±���J�à�‘�g�±�����Û�ï�û���U�ï�f�Q�‘�±�x�ä�ï�g�x�T�û�x�f�’�ä�ï�û�T�f�ï�û�g�ï�‡���à�à���Ö�g�ß

 �= To guarantee real equality of opportunities and treatment, ensuring all people can develop personally 
and professionally to give their best.

 �= To eliminate any form of discrimination in the workplace, regardless of physical condition or disability, 
in the areas of access to employment, promotion, professional classification, training, compensation, 
work-life balance, and other human resources processes.

People with a disability 
in the workforce �¤�?�¥ 

Number 
of Men

Number of 
Women

Number 
of people 
available Total

% of employees 
with a disability out 

of total workforce

Without legal restrictions �=�C�A 347 �C�<�= �=�Ü�=�Î

With legal restrictions �¤�@�¥ 8 14 518 540 �<�Ü�F�Î

TOTAL 273 361 518 1152 4.2%

�¤�?�¥ Workforce data for BRASILSEG, Enalta, La Financière Responsable and Insignia Life are excluded.
�¤�@�¥�ï�›�ž�f�ï���‘�þ�B�f�T�ï���‡�ï�f�þ�K�à���ä�f�f�g�ï�Ö�±�x�ž�ï�U�±�g�û�B�±�à�±�x�±�f�g�ï�±���ï�•�f�T�þ�û���ä�ï�û���U�ï�x�ž�f�ï�¨���±�x�f�U�ï�•�x�û�x�f�g�ï�±�g�ï�g�‘�B�Ï�f�J�x�ï�x���ï�à�f�’�û�à�ï

restrictions. In the case of Germany, during the recruitment interview, the employer can only ask about 
�û�ï�g�f�T�±���‘�g�ï�U�±�g�û�B�±�à�±�x�ä�ï�±�‡�ï�±�x�ï�à�±�þ�±�x�g�ï�û�ï�J�û���U�±�U�û�x�f�É�g�ï�û�B�±�à�±�x�ä�ï�x���ï�U���ï�x�ž�f�ï�Ï���B�ï�±���ï�à�±���f�ï�Ö�±�x�ž�ï�f�ß�K�f�J�x�û�x�±�����g�Ü�ï�Å���ï�x�ž�f�ï�¨���±�x�f�U�ï
States, information on disability is provided by an external provider. 
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MAPFRE is committed to having employees with a disability make 
up 3.5% of our global workforce over the next three years.

 �= �›���ï�û�J�ž�±�f�Ò�f�ï�x�ž�±�g�ï���B�Ï�f�J�x�±�Ò�f�Û�ï�Ö�f�ï�ž�û�Ò�f�ï�±�þ�K�à�f�þ�f���x�f�U�ï�û�ï�’�à���B�û�à�ï�U�±�g�û�B�±�à�±�x�ä�ï�K�T���’�T�û�þ�ï�±���ï�û�à�à�ï�J���‘���x�T�±�f�g�ï�Ö�f�ï���K�f�T�û�x�f�ï
in, which features specific measures to ensure the genuine integration of people with disabilities in the 
company. Through this program, we have carried out the following actions: 

 �= A total of 11,970 employees have received training on disability awareness with our global program 
Looking Beyond Labels.

 �= �=�E�<�ï�Ò���à�‘���x�f�f�T�ï�û�J�x�±�Ò�±�x�±�f�g�ï�ž�û�Ò�f�ï�B�f�f���ï���T�’�û���±�ü�f�U�ï�x���ï�J�����x�T�±�B�‘�x�f�ï�x���ï�±�þ�K�T���Ò�±���’�ï�x�ž�f�ï�Q�‘�û�à�±�x�ä�ï���‡�ï�à�±�‡�f�ï�‡���T�ï�K�f���K�à�f�ï�Ö�±�x�ž�ï
disabilities. 

 �= 12 awareness initiatives have been promoted across our workplaces. 

 �= 28 news items have been published on our global intranet. 

 �= We celebrate International Day of Persons with Disabilities to highlight the talent and contributions of 
�x�ž�±�g�ï�’�T���‘�K�ï�Ö�±�x�ž�±���ï���‘�T�ï���T�’�û���±�ü�û�x�±�����Ü

Key 2024 data

 �= �<�;�?�ï���f�Ö�ï�f�þ�K�à���ä�f�f�g�ï�Ö�±�x�ž�ï�U�±�g�û�B�±�à�±�x�±�f�g�ï�Ï���±���f�U�ï���‘�T�ï�Ö���T�×�‡���T�J�f�Ü

 �= �Ë�±�x�ž�ï�x�ž�f�ï�û�±�þ�ï���‡�ï���‡�‡�f�T�±���’�ï�Ï���B�ï���K�K���T�x�‘���±�x�±�f�g�Û�ï�x�ž�T�f�f�ï�K�f���K�à�f�ï�Ö�±�x�ž�ï�U�±�g�û�B�±�à�±�x�±�f�g�ï�J���þ�K�à�f�x�f�U�ï�±���x�f�T���g�ž�±�K�g�ï�û�x�ï
MAPFRE.

 �= �Ë�f�ï�þ�û�U�f�ï�U�����û�x�±�����g�ï�x���x�û�à�±���’�ï�<�C�<�Û�C�?�C�ï�f�‘�T���g�ï�x���ï�J�f���x�f�T�g�ï�g�‘�K�K���T�x�±���’�ï�x�ž�f�ï�f�þ�K�à���ä�þ�f���x�ï�±���x�f�’�T�û�x�±�����ï���‡�ï�K�f���K�à�f�ï
with disabilities. 

 �= �Ë�f�ï�ž�f�à�K�ï�x���ï�’�f���f�T�û�x�f�ï�±���U�±�T�f�J�x�ï�Ï���B�g�ï�B�ä�ï�ž�±�T�±���’�ï�g�f�T�Ò�±�J�f�g�ï���T�ï�K�T���U�‘�J�x�g�ï�‡�T���þ�ï�J���þ�K�û���±�f�g�ï�x�ž�û�x�ï�f�þ�K�à���ä�ï�K�f���K�à�f�ï
with disabilities. We allocated 144,920 euros to special employment centers or companies with similar 
characteristics.

 �= �Ë�f�ï�g�±�’���f�U�ï�û�’�T�f�f�þ�f���x�g�ï�Ö�±�x�ž�ï���T�’�û���±�ü�û�x�±�����g�ï�g�K�f�J�±�û�à�±�ü�±���’�ï�±���ï�Ö���T�×�K�à�û�J�f�ï�±���x�f�’�T�û�x�±�����ï�û�x�ï�$���w�‰�€�_�Û�ï�û�g�ï�Ö�f�à�à�ï�û�g�ï�û�ï
���‘�þ�B�f�T�ï���‡�ï�û�’�T�f�f�þ�f���x�g�ï�Ö�±�x�ž�ï�������±�K�T���‡�±�x�ï���T�’�û���±�ü�û�x�±�����g�ï�‡���T�ï�±���x�f�T���g�ž�±�K�g�ï�û���U�ï�g�J�ž���à�û�T�g�ž�±�K�g�Ü

 �= We offer financial assistance programs and provide the necessary technical assistance to ensure full 
autonomy and universal accessibility in our workplaces.

To guarantee full integration, we promote initiatives that go beyond employment:

 �= Universal accessibility in all our centers.

 �= We promote adapted mobility solutions 

 �= Inclusive language in all our internal and external communications.
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Measuring inclusive integration

MAPFRE has developed its own methodology to measure the impact of the socio-labor integration of 
people with disabilities in the company, aiming to understand how their inclusion improves their quality of 
life.

In 2024, 80 employees with disabilities who had been with the company for less than three years affirmed 
that their workplace integration had contributed to improving their quality of life, with a score of 8.4 out of 
10, thanks to the inclusive work environment MAPFRE strives to provide.

�›�ž�f�ï�T�f�g�x�ï���‡�ï�x�ž�f�ï�U�±�þ�f���g�±�����g�ï�û���û�à�ä�ü�f�U�ï�û���U�ï�x�ž�f�±�T�ï�T�f�g�‘�à�x�g�ï�û�T�f�ï�g�ž���Ö���ï�±���ï�x�ž�f�ï�û�J�J���þ�K�û���ä�±���’�ï�x�û�B�à�f�Ü

ASPECTS IMPACTED BY INTEGRATING PEOPLE WITH DISABILITIES INTO THE WORKPLACE

Interpersonal relations and social interaction �E�Ü�C

Material well-being 8.2

Physical well-being 8.3

Emotional well-being 8.5

Professional development 8.7

Generational diversity: a strategic asset

�$���w�‰�€�_�ï�f�þ�K�à���ä�g�ï�þ���T�f�ï�x�ž�û���ï�?�;�Û�;�;�;�ï�f�þ�K�à���ä�f�f�g�ï�‡�T���þ�ï�‡�±�Ò�f�ï�’�f���f�T�û�x�±�����g�ï�û���U�ï�E�?�ï���û�x�±�����û�à�±�x�±�f�g�Û�ï�¤�@�A�Î�ï�þ�f���Û�ï
�A�A�Î�ï�Ö���þ�f���œ�Ü�ï�›�ž�±�g�ï�f���T�±�J�ž�f�g�ï���‘�T�ï�f���Ò�±�T�����þ�f���x�Û�ï�‡���g�x�f�T�g�ï�±�������Ò�û�x�±�����Û�ï�û���U�ï�g�x�T�f���’�x�ž�f���g�ï�x�ž�f�ï�x�T�û���g�þ�±�g�g�±�����ï���‡�ï
values and knowledge.

Veterans  
�›�‘�K�ï�x���ï�<�F�A�A�¥

Baby Boomers 
�¤�<�F�A�C�ï�¾�ï�<�F�C�D�¥

Generation X 
�¤�<�F�C�E�ï�¾�ï�<�F�E�<�¥

Generation Y 
�¤�<�F�E�=�ï�¾�ï�<�F�F�?�¥

Generation Z 
�¤�<�F�F�@�ï�����Ö�û�T�U�g�œ

Men 11 1,772 5,383 4,215 �=�Û�=�C�?

Women 25 1,511 �C�Û�C�?�< 5,530 3,244

Our challenges in generational diversity are:

 �= Inclusive culture and knowledge transfer:  promoting a culture that integrates all generations, 
facilitating the exchange of knowledge among them.

 �= Leveraging talent: �ï�T�f�J���’���±�ü�±���’�ï�û���U�ï�f���ž�û���J�±���’�ï�x�ž�f�ï�g�x�T�f���’�x�ž�g�ï�û���U�ï�û�B�±�à�±�x�±�f�g�ï���‡�ï�û�à�à�ï�f�þ�K�à���ä�f�f�g�Û�ï�T�f�’�û�T�U�à�f�g�g�ï
of their age, fostering their contribution and enriching work with their diverse perspectives.

 �= Implementing adapted work models  that respond to the specific needs of employees, considering 
their life stage.

�A�‘�T�ï���B�Ï�f�J�x�±�Ò�f�g�ï�±���ï�x�ž�±�g�ï�û�T�f�û�ï�û�T�f�ï�û�g�ï�‡���à�à���Ö�g�ß

 �= To offer seniors a work environment that promotes their personal and professional development.

 �= �Å���ï�=�;�=�@�ï���‘�T�ï���B�Ï�f�J�x�±�Ò�f�ï�Ö�û�g�ï�x���ï�û�J�ž�±�f�Ò�f�ï�û�ï�•�f���±���T�ï�›�û�à�f���x�ï�•�û�x�±�g�‡�û�J�x�±�����ï�Å���U�f�ß�ï���‡�ï�D�;�Î�ï�±���ï�g�x�T�û�x�f�’�±�J�ï�J���‘���x�T�±�f�g�Ü�ï
�‰���T�ï�=�;�=�A�ï�û���U�ï�=�;�=�C�Û�ï���‘�T�ï�’���û�à�ï�±�g�ï�x���ï�T�f�û�J�ž�ï�D�=�Î�Ü
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We conduct an annual global measurement to identify possible biases or age discrimination in promotion 
processes, implementing corrective actions if necessary. The results of internal promotions reflect our 
commitment to generational diversity:

Generation Percentage of promotions

�È�f�x�f�T�û���g�ï�û���U�ï�A�û�B�ä�ï�A�����þ�f�T�g�ï�›�B�f�‡���T�f�ï�<�F�C�D�¥ �A�Î

�•�f���f�T�û�x�±�����ï�Ò�ï�›�B�f�x�Ö�f�f���ï�<�F�C�E�ï�û���U�ï�<�F�E�<�¥ �@�;�Î

�•�f���f�T�û�x�±�����ï�Ø�ï�›�B�f�x�Ö�f�f���ï�<�F�E�=�ï�û���U�ï�<�F�F�?�¥ �@�<�Ü�?�Î

�•�f���f�T�û�x�±�����ï�ð�ï�¤�<�F�F�@�ï�����Ö�û�T�U�œ �<�?�Ü�A�Î

Ageing Project: driving senior talent in Spain

This strategic initiative aims to obtain valuable information to design action plans that improve the 
�g�û�x�±�g�‡�û�J�x�±�����ï���‡�ï�x�ž�±�g�ï�’�T���‘�K�ï�û���U�ï�þ�û�ß�±�þ�±�ü�f�ï�±�x�g�ï�J�����x�T�±�B�‘�x�±�����ï�x���ï�x�ž�f�ï�J���þ�K�û���ä�Ü�ï�›�ž�f�ï�þ�û�±���ï���B�Ï�f�J�x�±�Ò�f�ï�±�g�ï�x���ï�f���g�‘�T�f�ï
�x�ž�û�x�ï�û�à�à�ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï�x�û�à�f���x�Û�ï�T�f�’�û�T�U�à�f�g�g�ï���‡�ï�û�’�f�Û�ï�±�g�ï�Ò�û�à�‘�f�U�ï�û���U�ï�‘�g�f�U�Ü

�›�ž�f�ï���’�f�±���’�ï�w�T���Ï�f�J�x�ï�±�g�ï�g�x�T�‘�J�x�‘�T�f�U�ï�û�T���‘���U�ï�x�ž�f�ï�‡���à�à���Ö�±���’�ï�×�f�ä�ï�±���±�x�±�û�x�±�Ò�f�g�ß

 �= Transitioning to retirement:

 �= Senior Experience Space: �ï�û�Ò�û�±�à�û�B�à�f�ï�����ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï�±���x�T�û���f�x�Û�ï�x�ž�±�g�ï�g�K�û�J�f�ï�K�T���Ò�±�U�f�g�ï�T�f�g���‘�T�J�f�g�ï�û�±�þ�f�U�ï
at supporting employees nearing retirement. 

 �= Financial Education site: �ï�û�à�g���ï�����ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï�±���x�T�û���f�x�Û�ï�x�ž�±�g�ï�g�±�x�f�ï�K�T���Ò�±�U�f�g�ï�T�f�g���‘�T�J�f�g�ï�����ï�‡�±���û���J�±�û�à�ï
literacy for all employees, contributing to their future financial well-being.

 �= Promoting senior talent:

 �= Generational Zoom : an analysis of generational diversity in HR processes to identify and eliminate possible 
biases or barriers that limit equal opportunities due to age.

 �= �Ë�±�x�ž�ï�û�ï�U�±�’�±�x�û�à�ï�g�×�±�à�à�g�ï�f���ž�û���J�f�þ�f���x�ï�K�T���’�T�û�þ�ï�x�ž�T���‘�’�ž�ï�x�ž�f�ï�T�±�’�±�x�û�à�ï�›�f�J�ž���±�J�û�à�ï�������Ö�à�f�U�’�f�ï�I�à�û�g�g�T�����þ�ï���‡�ï�$���w�‰�€�_�É�g�ï
Corporate University. In 2024, 258 programs related to digital tools, agile methodologies, and digital skills 
development were conducted, with the participation of 1,278 employees over the age of 50.

 �= Generational engagement: program to leverage the knowledge and experience of employees over 55 
years old by involving them as mentors and internal and external trainers. In 2024, MAPFRE Talks sessions 
�Ö�f�T�f�ï�ž�f�à�U�ï�����ï�x���K�±�J�g�ï�g�‘�J�ž�ï�û�g�ï�‡�±���û���J�±�û�à�ï�Ö�f�à�à�±�B�f�±���’�Û�ï�U�û�x�û�ï�g�f�J�‘�T�±�x�ä�Û�ï�$���w�‰�€�_�É�g�ï�g�x�T�û�x�f�’�ä�ï�U�f�g�±�’���Û�ï�±�������Ò�û�x�±�����Û�ï
talent management, and travel insurance.

2024PEOPLE AND  
ORGANIZATION REPORT 

�Ë�_�ï�I���€�_�ï�‰�A�€�ï�w�_�A�w���_�É�•�ï�Ë�_�����½�A�_�Å�,�•

46

1 2 4 5 63



 �= �€���‘�x�f�ï�?�C�A�à�ï�û�±�þ�f�U�ï�û�x�ï�f�þ�K�à���ä�f�f�g�ï���Ò�f�T�ï�C�;�ï�Ö�±�x�ž�ï�f�ß�x�f���g�±�Ò�f�ï�f�ß�K�f�T�±�f���J�f�ï�±���ï�þ�û���û�’�f�þ�f���x�ï�û���U�ï�g�K�f�J�±�û�à�±�g�x�ï
knowledge in a particular area. This program allows them to progressively free up time from their 
�J�‘�T�T�f���x�ï�x�û�g�×�g�ï�x���ï�‡���J�‘�g�ï�����ï�’�f���f�T�û�x�±���’�ï�×�����Ö�à�f�U�’�f�Û�ï�U�f�g�±�’���±���’�ï�K�T���Ï�f�J�x�g�Û�ï�K�T�f�g�J�T�±�B�±���’�ï�x�T�f���U�g�Û�ï�û���U�ï
promoting the MAPFRE brand externally.

 �= Flexibility:

 �= The path to retirement:  a progressive 
�U�±�g�f���’�û�’�f�þ�f���x�ï�K�T���’�T�û�þ�ï�‡���T�ï�x�ž���g�f�ï�C�;�ï���T�ï���à�U�f�T�Û�ï
offering a gradual transition to retirement.

Sexual orientation diversity: commitment 
to inclusion and respect

To ensure a safe and inclusive work environment for lesbian, gay, bisexual, transgender, and intersex 
�¤���•�A�›�Å�œ�ï�±���U�±�Ò�±�U�‘�û�à�g�Û�ï�Ö�f�ï�ž�û�Ò�f�ï�û�ï�’�à���B�û�à�ï�J�û�x�û�à���’�ï���‡�ï�þ�f�û�g�‘�T�f�g�ï�±���ï�K�à�û�J�f�ï�x�ž�û�x�ï�±���J�à�‘�U�f�g�ï�Ò�û�T�±���‘�g�ï�û�J�x�±�����g�ï�x���ï�g�‘�K�K���T�x�ï
this goal.

As part of our efforts to raise awareness and give visibility to the LGBTI community, we celebrate 
International LGBTI Pride Day on June 28. During this week, various events and activities are carried out 
to promote inclusion and respect.
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Cultural and racial diversity 

We are a diverse company that respects and values all people, regardless of their culture, background, 
political ideology, beliefs, or religion.

Our workforce reflects this diversity: we have employees of 83 different nationalities, which enriches our 
�J���þ�K�û���ä�É�g�ï�J�T�f�û�x�±�Ò�±�x�ä�Û�ï�±�������Ò�û�x�±�����Û�ï�û���U�ï�û�B�±�à�±�x�ä�ï�x���ï�û�U�û�K�x�ï�x���ï�û�ï�’�à���B�û�à�ï�þ�û�T�×�f�x�Ü

We promote international mobility as an opportunity for professional and personal growth for our 
employees:

 �= �Å���ï�=�;�=�@�Û�ï�A�E�ï�K�f���K�à�f�ï�J�ž�û���’�f�U�ï�x�ž�f�±�T�ï�Ï���B�ï�K���g�±�x�±�����ï�x���ï�û�����x�ž�f�T�ï�J���‘���x�T�ä�Ü�ï�›�ž�f�g�f�ï�f�þ�K�à���ä�f�f�g�ï�J���þ�f�ï�‡�T���þ�ï�<�E�ï
countries and were assigned to 19 countries.

 �= �E�;�Î�ï���‡�ï�g�f���±���T�ï�þ�û���û�’�f�þ�f���x�ï�û���U�ï�f�ß�f�J�‘�x�±�Ò�f�g�ï�û�T�f�ï���û�x�±�Ò�f�g�ï���‡�ï�x�ž�f�ï�J���‘���x�T�ä�ï�±���ï�Ö�ž�±�J�ž�ï�x�ž�f�ä�ï�Ö���T�×�Ü

Nationality
% of employees by nationality 

over total employees
% of managers over 

total managers

Spanish �?�A�Î �@�<�Î

�A�T�û�ü�±�à�±�û�� �<�A�Î �D�Î

Mexican �D�Î �@�Î

Peruvian �A�Î �A�Î

Colombian �@�Î �?�Î

Dominican Republic �@�Î �=�Î

Argentinian �?�Î �@�Î

Italian �=�Î �=�Î

Turkish �=�Î �@�Î

American �¤�A�¥ �E�Î �=�Î

�¤�A�¥ The data on U.S. nationality are estimated, given that, due to legal restrictions, we cannot directly 
request this information from employees.
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Alliances and commitments 

Commitment to human rights is embedded in our fundamental principles, as well as in our Code of Ethics 
and Conduct and our Corporate Social Responsibility Policy.

Additionally, we are part of international initiatives that reinforce our support for diversity and inclusion, 
including:

 �= �›�ž�f�ï�¨���±�x�f�U�ï�,�û�x�±�����g�ï�Ë���þ�f���É�g�ï�_�þ�K���Ö�f�T�þ�f���x�ï�w�T�±���J�±�K�à�f�g�Û�ï�û�±�þ�f�U�ï�û�x�ï�K�T���þ���x�±���’�ï�’�f���U�f�T�ï�f�Q�‘�û�à�±�x�ä�ï�û���U�ï
�Ö���þ�f���É�g�ï�f�þ�K���Ö�f�T�þ�f���x�Ü

 �= �›�ž�f�ï�Å���x�f�T���û�x�±�����û�à�ï�,�f�x�Ö���T�×�ï���‡�ï�_���x�f�T�K�T�±�g�f�g�ï�û���U�ï�T�±�g�û�B�±�à�±�x�ä�ï���‡�ï�x�ž�f�ï�Å���x�f�T���û�x�±�����û�à�ï���û�B���‘�T�ï�A�T�’�û���±�ü�û�x�±�����ï�¤�Å���A�¥�Ü�ï
Since 2021, we have been part of this alliance that promotes the inclusion of people with disabilities in 
the business world.

 �= The United Nations Business Conduct Standards on LGBTI, which are based on the UN Guiding 
Principles on Business and Human Rights and the Global Compact.

 �= �›�ž�f�ï�I���U�f�ï���‡�ï�w�T�±���J�±�K�à�f�g�ï�����ï�•�f���f�T�û�x�±�����û�à�ï�T�±�Ò�f�T�g�±�x�ä�ï���‡�ï�x�ž�f�ï�•�f���f�T�û�x�±�����g�ï�•�ï�›�û�à�f���x�ï�A�B�g�f�T�Ò�û�x���T�ä�Û�ï�g�±���J�f�ï�=�;�<�C�Ü

 �= The Diversity Charter of Fundación Diversidad, embracing the 10 principles that drive us to continue 
promoting equality, diversity, and inclusion in the workplace.

 �= �›�ž�f�ï�A�‘�g�±���f�g�g�ï�,�f�x�Ö���T�×�ï�‡���T�ï�T�±�Ò�f�T�g�±�x�ä�ï�û���U�ï�Å���J�à�‘�g�±�����ï�¤�€�_�T�Å�œ�ï�±���ï�•�K�û�±���Û�ï�Ö�±�x�ž�ï�Ö�ž�±�J�ž�ï�Ö�f�ï�J�����x�T�±�B�‘�x�f�ï�x���ï�x�ž�f�ï�g���J�±�û�à�ï
�����T�þ�û�à�±�ü�û�x�±�����ï�û���U�ï�f�à�±�þ�±���û�x�±�����ï���‡�ï�g���J�±���J�‘�à�x�‘�T�û�à�ï�B�±�û�g�f�g�ï�û���U�ï�K�T�f�Ï�‘�U�±�J�f�g�ï�û�’�û�±���g�x�ï���•�A�›�Å�ï�K�f���K�à�f�ï�x�ž�T���‘�’�ž�ï
awareness-raising, training, and advising companies.

 �= For the third consecutive year, we led the IBEX 35 company ranking for our firm commitment to the 
senior workforce, as per the Senior Careers and Talent 2023  report.
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Safety, health, and well-being: 
our commitment to people

�I�û�T�±���’�ï�‡���T�ï�x�ž�f�ï�K�ž�ä�g�±�J�û�à�ï�û���U�ï�þ�f���x�û�à�ï�ž�f�û�à�x�ž�Û�ï�g�û�‡�f�x�ä�Û�ï�û���U�ï�Ö�f�à�à�±�B�f�±���’�ï���‡�ï�$���w�‰�€�_�É�g�ï�K�f���K�à�f�ï�±�g�ï�û�ï�K�T�±���T�±�x�ä�ï�‡���T�ï���‘�T�ï
company. We are committed to providing safe and healthy work environments, ensuring their right to 
�ž�f�û�à�x�ž�ï�û���U�ï�±���x�f�’�T�±�x�ä�Û�ï�B�f�ä�����U�ï�Ï�‘�g�x�ï�x�ž�f�ï�Ö���T�×�K�à�û�J�f�Ü

We also integrate occupational risk prevention and the promotion of health and well-being into all 
�J���þ�K�û���ä�ï�û�J�x�±�Ò�±�x�±�f�g�ï�û���U�ï�U�f�J�±�g�±�����g�Û�ï�û�x�ï�û�à�à�ï�à�f�Ò�f�à�g�ï���‡�ï�x�ž�f�ï���T�’�û���±�ü�û�x�±�����Ü�ï�›���ï�x�ž�±�g�ï�f���U�Û�ï�Ö�f�ï�‡���à�à���Ö�ï�û�ï�T�±�’���T���‘�g�ï
Occupational Health and Safety Management System.

We have policies approved by the Board of Directors that reinforce this commitment: Code of Ethics and 
Conduct; Policy on Health, Well-Being and Occupational Risk Prevention; Corporate Sustainability Policy; 
and the Diversity and Equal Opportunities Policy.

To ensure compliance with the commitments defined in this policy and contribute to the Sustainable 
Development Goals of the United Nations 2030 Agenda, specifically with Sustainable Development Goal 
�¤�•�T�•�¥�ï�?�ï�¡�f�û�à�x�ž�ï�û���U�ï�Ë�f�à�à�±�B�f�±���’�Û�ï�Ö�f�ï�ž�û�Ò�f�ï�û�ïGlobal Healthy Company Management Model �ï�¤�A�J�J�‘�K�û�x�±�����û�à�ï
�ž�f�û�à�x�ž�ï�û���U�ï�g�û�‡�f�x�ä�ï�þ�û���û�’�f�þ�f���x�ï�g�ä�g�x�f�þ�œ�ï�±���ï�K�à�û�J�f�Û�ï�Ö�ž�±�J�ž�ï�J���þ�K�à�±�f�g�ï�Ö�±�x�ž�ï�Å�•�A�ï�@�A�;�;�<�ï�û���U�ï�Ö�û�g�ï�û�K�K�T���Ò�f�U�ï�±���ï
2022. This model is globally applicable and implemented locally through actions tailored to the realities 
���‡�ï�f�û�J�ž�ï�J���‘���x�T�ä�Û�ï�û�±�þ�±���’�ï�x���ï�g�x�û���U�û�T�U�±�ü�f�ï�g�û�‡�f�x�ä�Û�ï�ž�f�û�à�x�ž�Û�ï�û���U�ï���J�J�‘�K�û�x�±�����û�à�ï�T�±�g�×�ï�K�T�f�Ò�f���x�±�����ï�T�f�Q�‘�±�T�f�þ�f���x�g�ï
�û���U�ï�g�x�û���U�û�T�U�g�ï�û�J�T���g�g�ï�x�ž�f�ï�f���x�±�T�f�ï�J���þ�K�û���ä�Ü�ï�Å�x�g�ï�g�J���K�f�ï�±���J�à�‘�U�f�g�ï�<�;�;�Î�ï���‡�ï�û�à�à�ï�f�þ�K�à���ä�f�f�g�ï�›�B���x�ž�ï�g�û�à�û�T�±�f�U�ï�û���U�ï
�������±�g�û�à�û�T�±�f�U�œ�ï�û���U�ï�û�à�à�ï�±���U�±�Ò�±�U�‘�û�à�g�ï�û�g�g���J�±�û�x�f�U�ï�Ö�±�x�ž�ï�$���w�‰�€�_�Û�ï�±���J�à�‘�U�±���’�ï�K�T���Ò�±�U�f�T�g�Û�ï�J���à�à�û�B���T�û�x���T�g�Û�ï�J�‘�g�x���þ�f�T�g�Û�ï
and visitors to our facilities.

2024PEOPLE AND  
ORGANIZATION REPORT 

�Ë�_�ï�I���€�_�ï�‰�A�€�ï�w�_�A�w���_�É�•�ï�Ë�_�����½�A�_�Å�,�•

50

1 2 4 5 63



�Ë�f�ï�û�à�g���ï�ž�û�Ò�f�ï�û�ï�¡�f�û�à�x�ž�ä�ï�I���þ�K�û���ä�ï�g�x�T�û�x�f�’�ä�ï�‡���T�ï�x�ž�f�ï�=�;�=�=�½�=�;�=�@�ï�J�ä�J�à�f�Û�ï�Ö�ž�±�J�ž�ï���‘�x�à�±���f�g�ï�’�à���B�û�à�ï�û���U�ï�à���J�û�à�ï
�û�J�x�±�����g�ï�û���U�ï�Q�‘�û���x�±�‡�±�f�U�ï���B�Ï�f�J�x�±�Ò�f�g�Û�ï�û�à�����’�ï�Ö�±�x�ž�ï�û���ï�û�����‘�û�à�ï�K�à�û���Û�ï�x���ï�û�U�U�T�f�g�g�ï�ž�f�û�à�x�ž�ï�û���U�ï�g�û�‡�f�x�ä�ï�T�±�g�×�g�ï�û�x�ï�Ö���T�×�Û�ï
ensuring continual improvement.  

�›�ž�f�ï�’�f���f�T�û�à�ï���B�Ï�f�J�x�±�Ò�f�g�ï���‡�ï�x�ž�±�g�ï�g�x�T�û�x�f�’�ä�ï�û�T�f�ß�ï

 �= Consolidating a work environment that protects the health, safety, and well-being of everyone involved 
with MAPFRE, so they can perform their work under the best physical, psychological, and social 
conditions possible.

 �= Fostering and protecting the physical and mental health and well-being of all people who work at 
MAPFRE and their families, both in their personal lives and at work.

 �= �$�±���±�þ�±�ü�±���’�ï���J�J�‘�K�û�x�±�����û�à�ï�T�±�g�×�g�ï�±���ï���T�U�f�T�ï�x���ï�K�T�f�Ò�f���x�ï�Ö���T�×�K�à�û�J�f�ï�û�J�J�±�U�f���x�g�ï�û���U�ï���J�J�‘�K�û�x�±�����û�à�ï�±�à�à���f�g�g�f�g�Û�ï�Ö�ž�±�à�f�ï
also helping to reduce absenteeism for health-related reasons.

 �= �I�����x�T�±�B�‘�x�±���’�ï�x���ï�$���w�‰�€�_�É�g�ï�J���þ�þ�±�x�þ�f���x�ï�x���ï�x�ž�f�ï�•�‘�g�x�û�±���û�B�à�f�ï�T�f�Ò�f�à���K�þ�f���x�ï�•���û�à�g�Û�ï�f�g�K�f�J�±�û�à�à�ä�ï�•�T�•�ï�?�ï�•�����U�ï
�¡�f�û�à�x�ž�ï�û���U�ï�Ë�f�à�à�±�A�f�±���’�Û�ï�Ö�ž�±�J�ž�ï�±�g�ï�����f�ï�x�ž�û�x�ï�x�ž�f�ï�J���þ�K�û���ä�ï�ž�û�g�ï�K�T�±���T�±�x�±�ü�f�U�Ü

 �= �Å�þ�K�T���Ò�±���’�ï�$���w�‰�€�_�É�g�ï�K���g�±�x�±�����±���’�ï�û�g�ï�û�ï�ž�f�û�à�x�ž�ä�ï�J���þ�K�û���ä�Ü

���g�ï�K�û�T�x�ï���‡�ï�x�ž�±�g�ï�g�x�T�û�x�f�’�ä�Û�ï�Ö�f�ï�ž�û�Ò�f�ï�K�T�±���T�±�x�±�ü�f�U�ï�þ�f���x�û�à�ï�ž�f�û�à�x�ž�Û�ï�J�û�T�U�±���Ò�û�g�J�‘�à�û�T�ï�ž�f�û�à�x�ž�Û�ï�û���U�ï�J�T�f�û�x�f�U�ï�Q�‘�û���x�±�‡�±�f�U�ï
���B�Ï�f�J�x�±�Ò�f�g�ï�����ï�û�B�g�f���x�f�f�±�g�þ�Ü�ï

�›���ï�f���g�‘�T�f�ï�J�����x�±���‘���‘�g�ï�±�þ�K�T���Ò�f�þ�f���x�Û�ï�$���w�‰�€�_�ï�g�f�x�ï�û���ï���B�Ï�f�J�x�±�Ò�f�ï�±���ï�=�;�=�@�ï�����x�ï�x���ï�f�ß�J�f�f�U�ï�û�ï�Ö���T�×�K�à�û�J�f�ï
absenteeism ratio due to health reasons of 3.2 for all employees. This indicator is calculated as the 
percentage of working days lost for health reasons, compared to the total number of theoretical days 
�Ö���T�×�f�U�Ü�ï�›���ï�g�f�x�ï�x�ž�±�g�ï�’���û�à�Û�ï�Ö�f�ï�J�����g�±�U�f�T�ï�x�ž�f�ï�T�f�g�‘�à�x�g�ï���‡�ï�x�ž�f�ï�K�T�f�Ò�±���‘�g�ï�ä�f�û�T�ï�û���U�ï�û���û�à�ä�ü�f�ï�x�ž�f�ï�J�‘�T�T�f���x�ï�g���J�±�û�à�ï�û���U�ï
�f�J�������þ�±�J�ï�J�����x�f�ß�x�Ü�ï�ï�Ë�f�ï�J�����U�‘�J�x�ï�û���ï�û�����‘�û�à�ï�þ�����±�x���T�±���’�ï���‡�ï�x�ž�f�ï�û�B�g�f���x�f�f�±�g�þ�ï�T�û�x�±���ï�û���U�ï�û���û�à�ä�ü�f�ï�x�ž�f�ï�T�f�g�‘�à�x�g�ï�x���ï
�±�U�f���x�±�‡�ä�ï�û�T�f�û�g�ï�‡���T�ï�±�þ�K�T���Ò�f�þ�f���x�ï�û���U�ï�û�U�Ï�‘�g�x�ï���‘�T�ï�¡�f�û�à�x�ž�ä�ï�I���þ�K�û���ä�ï�•�x�T�û�x�f�’�ä�Ü

�Å���ï�=�;�=�@�à

 �= Absenteeism due to health reasons was monitored.

 �= �=�?�C�ï�J�û�g�f�g�ï���‡�ï�Ö���T�×�±�T�f�à�û�x�f�U�ï�±���Ï�‘�T�±�f�g�ï�Ö�f�T�f�ï�T�f�J���T�U�f�U�Û�ï�þ�û�±���à�ä�ï�U�‘�f�ï�x���ï�J���þ�þ�‘�x�f�±�T�f�à�û�x�f�U�ï�û�J�J�±�U�f���x�g�Û�ï�þ�±�����T�ï�‡�û�à�à�g�ï
and other bodily impacts.

 �= No work-related health problems or deaths were recorded.

 �= A total of 238,753 days were lost due to absenteeism from non-work-related accidents and common 
�±�à�à���f�g�g�f�g�Û�ï�f�Q�‘�±�Ò�û�à�f���x�ï�x���ï�<�Û�D�F�;�Û�C�@�E�ï�Ö���T�×�ï�ž���‘�T�g�Û�ï�J�û�à�J�‘�à�û�x�f�U�ï�B�û�g�f�U�ï�����ï�û���ï�û�Ò�f�T�û�’�f�ï���‡�ï�D�Ü�A�ï�ž���‘�T�g�ï�K�f�T�ï�U�û�ä�Ü

 �= �›�ž�f�ï�g�f�Ò�f�T�±�x�ä�ï�±���U�f�ß�ï�Ö�û�g�ï�;�Ü�<�E�ï�¤�;�Ü�=�?�ï�‡���T�ï�þ�f���ï�û���U�ï�;�Ü�<�@�ï�‡���T�ï�Ö���þ�f���œ�Û�ï�û���U�ï�x�ž�f�ï�‡�T�f�Q�‘�f���J�ä�ï�±���U�f�ß�ï�Ö�û�g�ï�@�Ü�<�<�ï�¤�@�Ü�@�=�ï
�‡���T�ï�þ�f���ï�û���U�ï�?�Ü�E�D�ï�‡���T�ï�Ö���þ�f���œ�Ü�ï

�Å���ï�=�;�=�@�Û�ï�Ö�f�ï�g�f�x�ï���‘�T�g�f�à�Ò�f�g�ï�x�ž�f�ï���B�Ï�f�J�x�±�Ò�f�ï�����x�ï�x���ï�f�ß�J�f�f�U�ï�û�ï�Ö���T�×�K�à�û�J�f�ï�û�B�g�f���x�f�f�±�g�þ�ï�T�û�x�±���ï�U�‘�f�ï�x���ï�ž�f�û�à�x�ž�ï�T�f�û�g�����g�ï���‡�ï
�?�Ü�=�Ü�ï�¡���Ö�f�Ò�f�T�Û�ï�x�ž�f�ï�û�B�g�f���x�f�f�±�g�þ�ï�T�û�x�±���ï�±���ï�=�;�=�@�ï�Ö�û�g�ï�?�Ü�=�C�Û�ï�Ö�ž�±�J�ž�ï�±�g�ï�;�Ü�;�C�ï�K���±���x�g�ï�û�B���Ò�f�ï�x�ž�f�ï�f�g�x�û�B�à�±�g�ž�f�U�ï�x�û�T�’�f�x�Ü

For 2025, we maintain the goal of not exceeding a 3.2 absenteeism ratio due to health reasons.
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Absenteeism ratio 2024 2023 2022 2021

Absenteeism ratio result �?�Ü�=�C 3.1 �=�Ü�F�C 2.99

���B�g�f���x�f�f�±�g�þ�ï�T�û�x�±���ï���B�Ï�f�J�x�±�Ò�f 3.2 3.2 3.2 3.2

Coverage of absenteeism data  
�¤�Î�ï���‡�ï�f�þ�K�à���ä�f�f�g�ï���‘�x�ï���‡�ï�x���x�û�à�ï�Ö���T�×�‡���T�J�f�œ

�<�;�;�Î �<�;�;�Î �F�E�Ü�<�Î �F�E�Û�?�Î

�Ë�f�É�Ò�f�ï�û�à�g���ï�U�f�‡�±���f�U�ï�û�U�U�±�x�±�����û�à�ï�±���U�±�J�û�x���T�g�ï�x�ž�û�x�ï�û�T�f�ï�þ�����±�x���T�f�U�ï�û�g�ï�K�û�T�x�ï���‡�ï�x�ž�f�ï�T�f�’�‘�à�û�T�ï�û�J�x�±�Ò�±�x�±�f�g�ï���‡�ï�à���J�û�à�ï�x�f�û�þ�g�Û�ï
to ensure continuous improvement and proper tracking of performance in health, safety, and well-being. 
Every year all this information is collated in a Healthy Company report and presented to the MAPFRE 
Risks, Sustainability and Compliance Committee.
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Work environment: prioritizing safety and well-being

We have a comprehensive prevention model 
in place that covers all occupational health 
specialties, including workplace safety, emergency 
plans, industrial hygiene, ergonomics, and applied 
psychosociology.

In 2024, the following actions were carried out:

 �= MAPFRE guarantees regular monitoring of the 
health of its employees. Occupational Risk 
Prevention specialists and medical services 
perform periodic risk assessments in the 
�Ö���T�×�K�à�û�J�f�ï�›�K�g�ä�J�ž���g���J�±�û�à�Û�ï�ž�f�û�à�x�ž�Û�ï�g�û�‡�f�x�ä�Û�ï�±���U�‘�g�x�T�±�û�à�ï
hygiene, ergonomics and others outside our 
facilities, such as those derived from remote 
�Ö���T�×�±���’�Û�ï�x�T�û�Ò�f�à�Û�ï�û���U�ï�J���þ�þ�‘�x�±���’�œ�ï�x���ï�Ö�ž�±�J�ž�ï
workers may be exposed, in addition to periodic 
internal inspections of the facilities and work 
�g�ä�g�x�f�þ�g�ï�±���ï���T�U�f�T�ï�x���ï�f�à�±�þ�±���û�x�f�ï���T�ï�þ�±���±�þ�±�ü�f�ï�x�ž�f�þ�Ü�ï�Å���ï�=�;�=�@�Û�ï�û�g�g�f�g�g�þ�f���x�g�ï�Ö�f�T�f�ï�J�����U�‘�J�x�f�U�ï�±���ï�A�@�<�ï�Ö���T�×�K�à�û�J�f�g�Û�ï
�û���U�ï�<�Û�;�D�E�ï�K�g�ä�J�ž���g���J�±�û�à�ï�T�±�g�×�ï�û�g�g�f�g�g�þ�f���x�g�ï�Ö�f�T�f�ï�K�f�T�‡���T�þ�f�U�Ü�ï�›�ž�f�g�f�ï�þ�f�û�g�‘�T�f�g�ï�û�±�þ�ï�x���ï�f�à�±�þ�±���û�x�f�ï�û���U�ï�þ�±���±�þ�±�ü�f�ï
risks to protect employee health.

 �= Regular individual and collective health monitoring is carried out by occupational health services, taking 
�f�þ�K�à���ä�f�f�g�É�ï�g�K�f�J�±�‡�±�J�ï���f�f�U�g�ï�›�g�‘�J�ž�ï�û�g�ï�U�±�g�û�B�±�à�±�x�±�f�g�´�K�ž�ä�g�±�J�û�à�Û�ï�þ�f���x�û�à�Û�ï���T�ï�g�f���g���T�ä�´�þ�û�x�f�T���±�x�ä�Û�ï�K�T�f�’���û���J�ä�Û�ï���T�ï
�K�û�T�x�±�J�‘�à�û�T�ï�g�f���g�±�x�±�Ò�±�x�±�f�g�œ�ï�±���x���ï�û�J�J���‘���x�Ü

 �= Medical, psychological, and health care support is provided through both in-house and external services.

 �= �Ë�f�ï�J�û�T�T�ä�ï���‘�x�ï�T�f�g�f�û�T�J�ž�ï�û���U�ï�û���û�à�ä�g�±�g�ï���‡�ï���J�J�‘�K�û�x�±�����û�à�ï�û�J�J�±�U�f���x�g�Û�ï���J�J�‘�K�û�x�±�����û�à�ï�±�à�à���f�g�g�f�g�ï�û���U�­���T�ï�±���J�±�U�f���x�g�ï
�û���U�ï�û�B�g�f���x�f�f�±�g�þ�ï�‡���T�ï���x�ž�f�T�ï�ž�f�û�à�x�ž�ï�T�f�û�g�����g�Ü�ï�›�ž�f�ï�þ�û�±���ï���B�Ï�f�J�x�±�Ò�f�ï�±�g�ï�x���ï�U�f�x�f�T�þ�±���f�ï�x�ž�f�ï�J�û�‘�g�f�g�ï���‡�ï�ž�û�T�þ�ï�x���ï
�ž�f�û�à�x�ž�ï�±���ï���T�U�f�T�ï�x���ï�K�à�û���ï�û���U�ï���T�’�û���±�ü�f�ï�x�ž�f�ï���f�J�f�g�g�û�T�ä�ï�K�T�f�Ò�f���x�±�Ò�f�ï�þ�f�û�g�‘�T�f�g�ï�x���ï�f�à�±�þ�±���û�x�f�ï���T�ï�þ�±���±�þ�±�ü�f�ï�T�±�g�×�g�ï�û���U�ï
�T�f�U�‘�J�f�ï�û�B�g�f���x�f�f�±�g�þ�Û�ï�Ö�±�x�ž�ï�x�ž�f�ï�û�±�þ�ï���‡�ï�K�T���x�f�J�x�±���’�ï�Ö���T�×�f�T�g�É�ï�ž�f�û�à�x�ž�Ü�ï�=�;�ï�J���‘���x�T�±�f�g�ï�ž�û�Ò�f�ï�K�T���J�f�U�‘�T�f�g�ï�±���ï�K�à�û�J�f�ï�x���ï
�±���Ò�f�g�x�±�’�û�x�f�ï�Ö���T�×�±�T�f�à�û�x�f�U�ï�±���Ï�‘�T�±�f�g�Û�ï�±�à�à���f�g�g�f�g�Û�ï�û���U�ï�±���J�±�U�f���x�g�Ü

 �= We provide sufficient and appropriate training and information on health, safety, and occupational risk 
�K�T�f�Ò�f���x�±�����Ü�ï�Å���ï�=�;�=�@�à

 �= A total of 271 training and awareness-raising courses were delivered on occupational risk prevention in 
general, and specifically on ergonomics, industrial hygiene, psycho-sociology, safety and emergencies, 
�T���û�U�ï�g�û�‡�f�x�ä�Û�ï�ž�û���U�à�±���’�ï���‡�ï�J�ž�f�þ�±�J�û�à�ï�K�T���U�‘�J�x�g�Û�ï�f�x�J�Ü�Û�ï�U�f�K�f���U�±���’�ï�����ï�x�ž�f�ï�Ï���B�Ü

 �= There were 25,014 course enrollments completed by 14,449 employees, totaling 39,470 hours of 
training and information.
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�Ë�f�ï�ž�û�Ò�f�ï�¡�f�û�à�x�ž�ï�û���U�ï�•�û�‡�f�x�ä�ï�I���þ�þ�±�x�x�f�f�g�ï�x�ž�û�x�ï�þ�f�f�x�ï�K�f�T�±���U�±�J�û�à�à�ä�Û�ï�Ö�±�x�ž�ï�K�û�T�x�±�J�±�K�û�x�±�����ï�B�ä�ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï
�þ�û���û�’�f�þ�f���x�ï�û���U�ï�Ö���T�×�f�T�ï�T�f�K�T�f�g�f���x�û�x�±�Ò�f�g�ï�g�K�f�J�±�û�à�±�ü�f�U�ï�±���ï���J�J�‘�K�û�x�±�����û�à�ï�T�±�g�×�ï�K�T�f�Ò�f���x�±�����Û�ï�û���U�ï�Ö�±�x�ž�ï�x�ž�f�ï
�J���þ�K�û���ä�É�g�ï�A�J�J�‘�K�û�x�±�����û�à�ï�€�±�g�×�ï�w�T�f�Ò�f���x�±�����ï�K�T���‡�f�g�g�±�����û�à�g�ï�û�à�g���ï�±���Ò�±�x�f�U�ï�x���ï�û�x�x�f���U�ï�û�g�ï�û�U�Ò�±�g���T�g�Ü�ï�ï�Å���ï2024 , a total of 
27,597  employees,  91% of the workforce, are represented on these committees.  Some of the main issues 
discussed during these committee meetings were: 

 �= Occupational risk 
assessments.

 �= Studies of job positions.

 �= Analysis of work leaves and 
absenteeism.

 �= Employees returning after 
long-term leave.

 �= Evacuation and emergency 
control plans.

 �= Health monitoring plans.

 �= Frequency and content of 
medical examinations for 
employees.

 �= Occupational health 
and safety management 
systems.

Furthermore, for provider approval and contracting processes, clauses are signed to ensure appropriate 
coordination in the area of occupational risk prevention, and information is sent to providers on risks in 
accordance with the local legislation of each country. 

�Å���ï�x�ž�f�ï�f�Ò�f���x�ï���‡�ï�û���ï�û�J�J�±�U�f���x�ï�û�‡�‡�f�J�x�±���’�ï�û�ï�K�T���Ò�±�U�f�T�É�g�ï�f�þ�K�à���ä�f�f�ï�û�x�ï�$���w�‰�€�_�ï�‡�û�J�±�à�±�x�±�f�g�Û�ï�û�K�K�T���K�T�±�û�x�f�ï�þ�����±�x���T�±���’�ï
is carried out by the occupational safety and risk prevention teams, in accordance with local regulations. 
Monitoring is performed on detected incidents and the measures applied to repair health and safety 
damage, provided this is envisaged in local legislation. It also seeks to ensure that all providers comply with 
ESG health and safety criteria and, if this is not the case, they are supported in the development of their 
action plan.

Health promotion

Our goal is to raise awareness, inform, and empower 
individuals to adopt healthy lifestyles—promoting 
self-care, encouraging healthier behaviors, 
�K�T�f�Ò�f���x�±���’�ï�U�±�g�f�û�g�f�Û�ï�û���U�ï���K�x�±�þ�±�ü�±���’�ï�ž�f�û�à�x�ž�J�û�T�f�Ü

To achieve this, we offer medical advice and 
support, and we carry out global and local health 
campaigns.

Health promotion initiatives

 �= �?�?�Û�?�@�<�ï�þ�f�U�±�J�û�à�ï�J�����g�‘�à�x�û�x�±�����g�ï�K�T���Ò�±�U�f�U�ï�x���ï�f�þ�K�à���ä�f�f�g�ï�û���U�ï�C�Û�F�C�D�ï�x���ï�x�ž�f�±�T�ï�‡�û�þ�±�à�ä�ï�þ�f�þ�B�f�T�g�Û

 �= �C�A�;�ï�à���J�û�à�ï�J�û�þ�K�û�±�’���g�ï�‡���J�‘�g�f�U�ï�����ß�ï�Ò�û�J�J�±���û�x�±�����Û�ï�J�û�T�U�±���Ò�û�g�J�‘�à�û�T�ï�U�±�g�f�û�g�f�ï�g�J�T�f�f���±���’�Û�ï�U�±�û�B�f�x�f�g�ï�û�Ö�û�T�f���f�g�g�ï
and prevention, hypertension screening, musculoskeletal issues, stroke prevention and awareness, 
�B�����f�ï�þ�û�T�T���Ö�ï�U�����û�x�±�����Û�ï�f�ä�f�ï�ž�f�û�à�x�ž�Û�ï�û���U�ï�¡�Å�È�­���Å�T�•�ï�û�Ö�û�T�f���f�g�g�Ü

 �= �Ë�f�ï�Ï���±���f�U�ï�x�ž�f�ï�‡�±�’�ž�x�ï�û�’�û�±���g�x�ï�B�T�f�û�g�x�ï�J�û���J�f�T�ï�Ö�±�x�ž�ï���‘�T�ï�›�ž�±���×�ï�w�±���×�ï�J�û�þ�K�û�±�’���ï�û���U�ï�K�T���þ���x�f�U�ï�þ�f���É�g�ï�ž�f�û�à�x�ž�ï�x���ï
raise awareness of the importance of healthcare for all genders.

 �= In addition, we actively participate in the following global days: World Cancer Day, World Obesity Day, 
World Health Day, World No Tobacco Day, World Blood Donor Day, World Marrow Donor Day, World 
�•�x�T���×�f�ï�T�û�ä�Û�ï�Ë���T�à�U�ï�T�±�û�B�f�x�f�g�ï�T�û�ä�Û�ï�Å���x�f�T���û�x�±�����û�à�ï�$�f���É�g�ï�T�û�ä�Û�ï�û���U�ï�Ë���T�à�U�ï���Å�T�•�ï�T�û�ä�Ü
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Encouraging physical activity and healthy eating

We promote regular physical activity and 
healthy eating as fundamental pillars for 
maintaining good health throughout life.

�Ë�f�É�Ò�f�ï�±�þ�K�à�f�þ�f���x�f�U�ï�±���±�x�±�û�x�±�Ò�f�g�ï�±���ï�=�=�ï�J���‘���x�T�±�f�g�ï
to ensure the inclusion of healthy food options 
in the menus and products offered at our 
workplaces.

�Ë�f�ï�û�à�g���ï���T�’�û���±�ü�f�U�ï�=�F�D�ï�à���J�û�à�ï�J�û�þ�K�û�±�’���g�ï�x���ï
raise awareness and provide information 
on the benefits of healthy eating. These 
included nutrition counseling, distribution of 
healthy food and breakfasts in the office, and 
nutritional talks.

In parallel, we carried out 818 awareness campaigns and activities highlighting the positive impact of 
regular physical activity, encouraging participation in sports and fitness initiatives such as community 
runs, Pilates, spinning, yoga, and other physical exercise activities. 

�Ë�f�ï�û�à�g���ï�Ï���±���f�U�ï�x�ž�f�ï�J�f�à�f�B�T�û�x�±�����ï���‡�ï�x�ž�f�ï�Å���x�f�T���û�x�±�����û�à�ï�T�û�ä�ï���‡�ï�•�K���T�x�ï�‡���T�ï�T�f�Ò�f�à���K�þ�f���x�ï�û���U�ï�w�f�û�J�f�Ü

Mental well-being and quality of life 

�Ë�f�ï�Ö���T�×�ï�x���ï�‡���g�x�f�T�ï�ž�f�û�à�x�ž�ä�ï�f���Ò�±�T�����þ�f���x�g�ï�B�ä�ï�þ�±���±�þ�±�ü�±���’�ï�K�g�ä�J�ž���g���J�±�û�à�ï�T�±�g�×�g�ï�û���U�ï�K�T���þ���x�±���’�ï�ž�û�B�±�x�g�ï�x�ž�û�x�ï
support a better work-life balance. Our approach focuses on stress management, the promotion of positive 
behaviors, and access to psychological support for employees and their families.

�Ë�f�ï�±�þ�K�à�f�þ�f���x�ï�±���±�x�±�û�x�±�Ò�f�g�ï�x���ï�û���û�à�ä�ü�f�ï�x�ž�f�ï�þ�û�±���ï�J�û�‘�g�f�g�ï���‡�ï�Ö���T�×�±�T�f�à�û�x�f�U�ï�g�x�T�f�g�g�Û�ï�±�U�f���x�±�‡�ä�ï�f�‡�‡�f�J�x�±�Ò�f�ï�g���à�‘�x�±�����g�Û�ï�û���U�ï
�û�K�K�à�ä�ï�J���T�T�f�J�x�±�Ò�f�ï�þ�f�û�g�‘�T�f�g�ï�x�ž�û�x�ï�±�þ�K�T���Ò�f�ï�Ö���T�×�ï���T�’�û���±�ü�û�x�±�����Û�ï�K�T���þ���x�f�ï�Ö���T�×�±�à�±�‡�f�ï�B�û�à�û���J�f�Û�ï�û���U�ï�T�f�±���‡���T�J�f�ï�x�f�û�þ�ï
well-being. Key initiatives include:

 �= �@�Û�E�?�E�ï�K�g�ä�J�ž���à���’�±�J�û�à�ï�J�����g�‘�à�x�û�x�±�����g�ï�‡���T�ï�f�þ�K�à���ä�f�f�g�ï�û���U�ï�A�C�A�ï�‡���T�ï�x�ž�f�±�T�ï�‡�û�þ�±�à�ä�ï�þ�f�þ�B�f�T�g�Ü�ï�w�g�ä�J�ž���à���’�±�J�û�à�ï
assistance services provided through company professionals or external professionals. 

 �= 313 campaigns focused on mental well-being.

 �= A range of mental health content available to employees via the company intranet.

 �= Celebration of World Mental Health Day.

 �= Webinars for stress management.

 �= �C�Û�;�D�;�ï�f�þ�K�à���ä�f�f�g�ï�x�T�û�±���f�U�ï�±���ï�g�x�T�f�g�g�ï�þ�û���û�’�f�þ�f���x�ï���T�ï�þ�f���x�û�à�ï�Ö�f�à�à�±�B�f�±���’�Û�ï�x���x�û�à�±���’�ï�<�C�Û�D�A�=�Ü�@�=�ï�x�T�û�±���±���’�ï�ž���‘�T�g�Ü

 �= Measurement of the work environment, linked to well-being in the workplace, satisfaction with the work 
done, sense of purpose, happiness, and stress.
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Personal environment: holistic support for our teams

We support our employees in caring for their personal environment. In 2024, we carried out 154 initiatives 
aimed at providing assistance to our employees and their families. These included:

 �= Support for maternity and the promotion of breastfeeding, including dedicated training and advisory 
programs.

 �= We offer financial education through information sessions that provide tools for personal and family 
financial management, along with tips and resources published on our global intranet.

 �= Parenting School, featuring talks on health and well-being.

 �= Road safety activities, aimed at raising awareness about the importance of prevention

 �= Cultural, sports, and leisure activities, promoting social engagement and work-life balance.

In 2024, we also participated in the celebration of the International Day of Families.
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Commitment to work-life 
balance: a flexible and 
equitable environment
MAPFRE establishes a maximum number of annual working hours as part of its commitment to regulating 
working time and promoting the well-being of people, guaranteeing a balanced distribution of working 
hours throughout the year. This limit is adapted to national legislation and labor agreements applicable 
�±���ï�f�û�J�ž�ï�J���‘���x�T�ä�ï�±���ï�Ö�ž�±�J�ž�ï�x�ž�f�ï�J���þ�K�û���ä�ï���K�f�T�û�x�f�g�Ü�ï�Å���ï�•�K�û�±���Û�ï�$���w�‰�€�_�ï�g�f�x�g�ï�û���ï�û�����‘�û�à�ï�þ�û�ß�±�þ�‘�þ�ï���‡�ï�<�Û�C�C�A�ï
�f�‡�‡�f�J�x�±�Ò�f�ï�Ö���T�×�±���’�ï�ž���‘�T�g�Û�ï�û�g�ï�f�g�x�û�B�à�±�g�ž�f�U�ï�±���ï�x�ž�f�ï�$���w�‰�€�_�ï�I���à�à�f�J�x�±�Ò�f�ï���’�T�f�f�þ�f���x�ï�=�;�=�=�½�=�;�=�C�Ü

MAPFRE guarantees that the maximum working hours and practices related to overtime are defined 
and managed in line with local labor regulations and the collective bargaining agreements applicable in 
each country. These regulatory frameworks establish the legal limits for working time and overtime, as 
well as the corresponding compensation measures. To support compliance with these requirements, 
MAPFRE uses internal workday registration systems, which allow for monitoring compliance with legal 
�û���U�ï�J�����x�T�û�J�x�‘�û�à�ï�à�±�þ�±�x�g�ï�û���U�ï�T�f�±���‡���T�J�f�ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï�J���þ�þ�±�x�þ�f���x�ï�x���ï�U�f�J�f���x�ï�Ö���T�×�±���’�ï�J�����U�±�x�±�����g�ï�û���U�ï�x�ž�f�ï
well-being of its employees.

MAPFRE guarantees that the overtime compensation criterion applied is in accordance with labor 
legislation and the collective bargaining agreements applicable in each country the company operates in. 
These frameworks establish the conditions under which extra hours worked are remunerated. To facilitate 
compliance with these provisions, workday monitoring tools are used internally to monitor hours worked 
and apply appropriate compensation practices, in line with national requirements.

Mechanisms have been established to avoid deviations from the established annual work time. When 
�K�à�û�����±���’�ï�g�J�ž�f�U�‘�à�f�g�Û�ï�û���ä�ï�U�±�‡�‡�f�T�f���J�f�g�ï�x�ž�û�x�ï�þ�û�ä�ï�û�T�±�g�f�ï�û�T�f�ï�û�U�Ï�‘�g�x�f�U�ï�x�ž�T���‘�’�ž�ï�x�ž�f�ï�J���T�T�f�g�K�����U�±���’�ï�Ö���T�×�ï
schedules. These provisions ensure that possible variations remain within controlled limits, favoring 
�f�‡�‡�±�J�±�f���x�ï�x�±�þ�f�ï�þ�û���û�’�f�þ�f���x�ï�x�ž�T���‘�’�ž���‘�x�ï�x�ž�f�ï���T�’�û���±�ü�û�x�±�����Ü�ï�›�ž�±�g�ï�K�T�û�J�x�±�J�f�ï�±�g�ï�û�à�±�’���f�U�ï�Ö�±�x�ž�ï�x�ž�f�ï�þ�f�û�g�‘�T�f�g�ï
�±���J�à�‘�U�f�U�ï�±���ï�x�ž�f�ï�$���w�‰�€�_�ï�I���à�à�f�J�x�±�Ò�f�ï���’�T�f�f�þ�f���x�ï�=�;�=�=�½�=�;�=�C�Ü

Employees are entitled to paid annual leave, in accordance with national legislation and the collective 
bargaining agreements applicable in each country. In Spain, and in line with the commitment established 
�±���ï�x�ž�f�ï�$���w�‰�€�_�ï�I���à�à�f�J�x�±�Ò�f�ï���’�T�f�f�þ�f���x�ï�=�;�=�=�½�=�;�=�C�Û�ï�f�þ�K�à���ä�f�f�g�ï�ž�û�Ò�f�ï�x�ž�f�ï�T�±�’�ž�x�ï�x���ï�=�A�ï�Ö���T�×�±���’�ï�U�û�ä�g�ï���‡�ï�K�û�±�U�ï
annual leave, in accordance with industry standards and internal planning procedures.

MAPFRE promotes the effective use of the right to paid annual leave in all its operations, in accordance 
with labor legislation and applicable collective bargaining agreements. The Human Resources 
departments at local level are responsible for supervising the use of vacations, with the support of the 
internal workday registration systems, in order to protect the well-being of employees and ensure respect 
for the appropriate rest periods.

We offer a range of measures that support work-life balance and promote employee well-being, including:

 �= Employee benefits: Stress management in the workplace, and sports and health initiatives.

 �= Working conditions: Flexible working hours, remote working, reduced working hours options. 

 �= Family benefits: daycare services, breastfeeding support, paid maternity and paternity leave, other paid 
leave for caring for relatives or dependents beyond parental leave.
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We view work-life balance as a mutual commitment that allows employees to achieve harmony between 
their professional and personal lives.

�A�‘�T�ï�þ�û�±���ï���B�Ï�f�J�x�±�Ò�f�g�ï�û�T�f�ß�ï

 �= �_���g�‘�T�±���’�ï�‡�û�±�T���f�g�g�ï�û���U�ï�������±�U�±�g�J�T�±�þ�±���û�x�±�����ï�±���ï�û�J�J�f�g�g�ï�x���ï�f�þ�K�à���ä�þ�f���x�Û�ï�K�T���þ���x�±�����Û�ï�Ï���B�ï�J�à�û�g�g�±�‡�±�J�û�x�±�����Û�ï
training, compensation, work-life balance, and other employment conditions, promoting an environment 
where parenthood is not an obstacle to professional growth.

 �= Facilitating work-life balance and flexibility measures, adapting them to the specific needs of each 
country where we operate.

 �= �w�T���þ���x�±���’�ï�Ö���þ�f���É�g�ï�û�J�J�f�g�g�ï�x���ï�þ�û���û�’�f�þ�f���x�ï�K���g�±�x�±�����g�Û�ï�f���g�‘�T�±���’�ï�x�ž�û�x�ï�K�T���‡�f�g�g�±�����û�à�ï�U�f�Ò�f�à���K�þ�f���x�ï�±�g�ï
compatible with personal and family life.

During 2024, we continued to expand and consolidate our initiatives in this area:

 �= Breastfeeding: �ï�@�=�Ü�D�Î�ï���‡�ï�Ö���þ�f���ï�ž�û�Ò�f�ï���‘�T�g�±���’�ï�T�����þ�g�ï�±���ï�x�ž�f�ï�Ö���T�×�K�à�û�J�f�Û�ï�û���U�ï�E�E�Ü�A�Î�ï�ž�û�Ò�f�ï���x�ž�f�T�ï�g�K�f�J�±�û�à�ï
measures in the breastfeeding period, such as special flextime leave or reduced working hours.

 �= Paid leave to care for family members:  aimed at families who need to take care of dependents with 
�K�ž�ä�g�±�J�û�à�ï���T�ï�þ�f���x�û�à�ï�ž�f�û�à�x�ž�ï�K�T���B�à�f�þ�g�ï�Ö�ž���ï�T�f�Q�‘�±�T�f�ï�û�U�U�±�x�±�����û�à�ï�J�û�T�f�â�ï�F�E�Ü�C�Î�ï���‡�ï�f�þ�K�à���ä�f�f�g�ï�ž�û�Ò�f�ï�x�ž�f�g�f�ï
�K�f�T�þ�±�g�g�±�����g�Û�ï�û���U�ï�A�Ü�?�Î�ï���‡�ï�þ�f���ï�û���U�ï�F�Ü�@�Î�ï���‡�ï�Ö���þ�f���ï�û�Ò�û�±�à�f�U�ï���‡�ï�x�ž�±�g�ï�x�ä�K�f�ï���‡�ï�à�f�û�Ò�f�ï�±���ï�=�;�=�@�Ü

Maternity and paternity: support for 
work-life balance and well-being

We offer specific measures to support maternity and paternity, in accordance with the legislation in force 
in each country and beyond what is established by law:

 �= Parental leave for the primary caregiver:  an average of 115 paid days, including an additional 14 days 
beyond what is established by law.

 �= Parental leave for non-primary caregiver:  an average of 28 days paid by law and an average of five 
additional days offered by the company.

Our commitment to facilitating a healthy work-life balance is reflected in the high return-to-work rates 
after maternity and paternity leave:

 �= �F�@�Ü�E�Î�ï���‡�ï�þ�f���ï�û���U�ï�E�A�Ü�C�Î�ï���‡�ï�Ö���þ�f���ï�T�f�x�‘�T���f�U�ï�x���ï�Ö���T�×�ï�±���ï�=�;�=�@�Û�ï�Ö�±�x�ž�ï�û�ï�x���x�û�à�ï�T�f�x�‘�T���ï�T�û�x�f�ï���‡�ï�E�F�Ü�=�Î�Ü

 �= �A�‡�ï�x�ž���g�f�ï�Ö�ž���ï�x�����×�ï�à�f�û�Ò�f�ï�±���ï�=�;�=�?�Û�ï�F�<�Ü�C�Î�ï���‡�ï�þ�f���ï�û���U�ï�E�A�Ü�A�Î�ï���‡�ï�Ö���þ�f���ï�T�f�þ�û�±���ï�Ö�±�x�ž�ï�x�ž�f�ï�J���þ�K�û���ä�Û�ï�’�±�Ò�±���’�ï
�û���ï���Ò�f�T�û�à�à�ï�T�f�x�f���x�±�����ï�T�û�x�f�ï���‡�ï�E�A�Ü�A�Î�Ü
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Digital disconnection:  
a culture of respect and balance
�A�‘�T�ï�T�±�’�±�x�û�à�ï�T�±�g�J�������f�J�x�±�����ï�w���à�±�J�ä�ï���‘�x�à�±���f�g�ï�g�K�f�J�±�‡�±�J�ï�þ�f�û�g�‘�T�f�g�ï�x�ž�û�x�ï�T�f�J���’���±�ü�f�ï�û���U�ï�K�T���x�f�J�x�ï�f�þ�K�à���ä�f�f�g�É�ï�T�±�’�ž�x�ï�x���ï
disconnect, fostering a healthy work-life balance. These initiatives include:

 �= Regulation of hours during which communications should not be sent or responded to, except under 
exceptional circumstances.

 �= Guidelines for planning and holding meetings, avoiding scheduling outside of working hours.

 �= Awareness campaigns about digital disconnection, rest, responsible use of digital tools, and respect for 
personal time.

Periodic publication of resources on our global intranet, focusing on digital disconnection and new ways 
of working, to raise awareness and promote responsible digital habits.
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Compensation: a policy aligned 
with growth and commitment
Our global compensation policy ensures appropriate, strategic-aligned remuneration focused on 
performance and goal achievement. It is based on the following principles:

Based on the function, according to 
�$�_�€�I�_�€�Ö�g�ï�’�à���B�û�à�ï�Ï���B�ï�K���g�±�x�±�����ï�f�Ò�û�à�‘�û�x�±�����ï

system, merit, knowledge, and performance.

Flexibility

Aligned with  
the risk profile

External competitiveness  
through participation in local 

market salary studies

Non-discriminaiion and equal remuneration 
�‡���T�ï�Ï���B�ï�K���g�±�x�±�����g�ï���‡�ï�f�Q�‘�û�à�ï�Ò�û�à�‘�f

Transparency

Appropriate balance 
between fixed and 

variable remunetation 
components

POLICY  
PRINCIPLES

Our remuneration structure primarily consists of:

 �= Fixed remuneration

 �= �È�û�T�±�û�B�à�f�ï�T�f�þ�‘���f�T�û�x�±�����Û�ï�à�±���×�f�U�ï�x���ï�Q�‘�û���x�±�x�û�x�±�Ò�f�ï�û���U�ï�Q�‘�û�à�±�x�û�x�±�Ò�f�ï�±���U�±�J�û�x���T�g�ï�û�à�±�’���f�U�ï�Ö�±�x�ž�ï�g�x�T�û�x�f�’�±�J�ï���B�Ï�f�J�x�±�Ò�f�g�Ü�ï
�I�‘�T�T�f���x�à�ä�Û�ï�E�E�Î�ï���‡�ï�$���w�‰�€�_�ï�f�þ�K�à���ä�f�f�g�ï�û�T�f�ï�f�à�±�’�±�B�à�f�ï�‡���T�ï�Ò�û�T�±�û�B�à�f�ï�T�f�þ�‘���f�T�û�x�±�����Ü

 �= Medium- and long-term incentive plans, aimed at aligning the interests of the management team with 
�x�ž�f�ï�I���þ�K�û���ä�ï�û���U�ï�±�x�g�ï�•�x�T�û�x�f�’�±�J�ï�w�à�û���Û�ï�à�±���×�±���’�ï�x�ž�f�±�T�ï�J���þ�K�f���g�û�x�±�����ï�x���ï�x�ž�f�ï�J�T�f�û�x�±�����ï���‡�ï�Ò�û�à�‘�f�ï�‡���T�ï�$���w�‰�€�_�É�g�ï
�g�ž�û�T�f�ž���à�U�f�T�g�ï�û���U�ï�x�ž�f�ï�g�‘�g�x�û�±���û�B�à�f�ï�û�J�ž�±�f�Ò�f�þ�f���x�ï���‡�ï�g�x�T�û�x�f�’�±�J�ï���B�Ï�f�J�x�±�Ò�f�g�Ü

MAPFRE establishes appropriate and competitive remuneration for each person, based on their function 
���T�ï�Ï���B�ï�K���g�±�x�±�����Û�ï�þ�f�T�±�x�g�ï�û���U�ï�K�f�T�‡���T�þ�û���J�f�Û�ï�x�û�×�±���’�ï�±���x���ï�û�J�J���‘���x�ï�û�K�K�à�±�J�û�B�à�f�ï�T�f�’�‘�à�û�x�±�����g�ï�û���U�ï�’�‘�û�T�û���x�f�f�±���’�ï
equality and nondiscrimination. The remuneration model focuses on productivity and the generation 
of added value, with flexibility to adapt to the different groups and circumstances of an increasingly 
demanding talent market.
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Social benefits

�•���J�±�û�à�ï�B�f���f�‡�±�x�g�ï�û�T�f�ï�K�û�T�x�ï���‡�ï�x�ž�f�ï�g���±�J�û�à�à�f�U�ï�Ì�f�þ���x�±�����û�à�ï�g�û�à�û�T�ä�Í�ï�û���U�ï�û�T�f�ï�K�T���U�‘�J�x�g�ï���T�ï�g�f�T�Ò�±�J�f�g�ï�x�ž�û�x�ï�‡�û�J�±�à�±�x�û�x�f�ï
�f�þ�K�à���ä�f�f�ï�Ö�f�à�à�±�B�f�±���’�Ü�ï�›�ž�f�g�f�ï�g���J�±�û�à�ï�B�f���f�‡�±�x�g�ï�û�T�f�ï�x�û�±�à���T�f�U�ï�x���ï�f�þ�K�à���ä�f�f�g�É�ï�K�f�T�g�����û�à�ï�û���U�ï�‡�û�þ�±�à�ä�ï���f�f�U�g�Û�ï�U�f�‡�±���f�U�ï
and managed locally in each country, and offered to all employees regardless of their contract type or 
working hours.

Type of social benefit

Percentage of employees 
who have taken advantage of 
the social benefit out of total 

number of entitled employees

Health Insurance �F�@�Ü�F�Î

�•���J�±�û�à�ï�K�T���x�f�J�x�±�����ï�g�ä�g�x�f�þ�g�ï�›�K�f���g�±�����ï�K�à�û���ï�û���U�ï�g�û�Ò�±���’�g�ï�±���g�‘�T�û���J�f�œ �C�@�Ü�F�Î

Life insurance �F�C�Ü�?�Î

Insurance discounts  �C�F�Ü�D�Î

Bonus for long service �<�F�Ü�A�Î

�•�J�ž�����à�±���’�ï�û�g�g�±�g�x�û���J�f�ï�‡���T�ï�×�±���U�f�T�’�û�T�x�f���­���‘�T�g�f�T�ä�ï�g�J�ž�����à�­�K�T�f�g�J�ž�����à�ï
education, compulsory education, during working hours

�?�F�Ü�;�Î

Newborn child allowance �=�Ü�;�Î

Meal allowance �F�A�Ü�?�Î

Loans �<�@�Ü�?�Î

Other benefits of various types are also granted to help employees meet their varying needs, including 
�U�±�g�û�B�±�à�±�x�ä�Û�ï�±���J�û�K�û�J�±�x�ä�Û�ï�û���U�ï�±���Ò�û�à�±�U�±�x�ä�ï�J���Ò�f�T�û�’�f�â�ï�‡�±���û���J�±�û�à�ï�û�±�U�ï�‡���T�ï�f�þ�K�à���ä�f�f�g�É�ï�f�U�‘�J�û�x�±�����â�ï�g�‘�K�K���T�x�ï�‡���T�ï�g�K���‘�g�f�g�ï
and children with disabilities; Christmas gifts; awards; advances; and employee stock ownership plans.

In particular, we promote social protection systems that encourage long-term savings, thereby providing 
a retirement supplement through various plans. Financial assistance is also provided to employees for 
special situations, usually resulting from health problems. In 2024, the amount of this assistance totaled 
483,000 euros. Financial assistance was also given to retired employees in the amount of 1.3 million 
�f�‘�T���g�Û�ï���‡�ï�Ö�ž�±�J�ž�ï�ï�<�Û�=�F�D�Û�C�E�F�ï�f�‘�T���g�ï�J���T�T�f�g�K�����U�ï�x���ï�T�f�x�±�T�f�f�ï�ž�f�û�à�x�ž�ï�±���g�‘�T�û���J�f�ï�K�T���’�T�û�þ�g�Ü

Flexible remuneration plan in Spain

In Spain, MAPFRE has a flexible remuneration plan in place that allows employees to allocate part of their 
remuneration to products and services with various benefits.

���ï�ž�±�’�ž�à�±�’�ž�x�ï���‡�ï�x�ž�±�g�ï�K�à�û���ï�±�g�ï���I�I�Å�G�,���›�_�ï�¤�A�f�J���þ�f�ï�û�ï�g�ž�û�T�f�ž���à�U�f�T�œ�Û�ï�û�ï�g�x���J�×�±�B�û�g�f�U�ï�T�f�þ�‘���f�T�û�x�±�����ï�K�à�û���ï�x�ž�û�x�ï
fosters stronger connections between employes and the company, particularly in the area of strategy and 
�’�T���Ö�x�ž�Û�ï�Ö�ž�±�J�ž�ï�û�à�à���Ö�g�ï�x�ž�f�þ�ï�x���ï�g�ž�û�T�f�ï�±���ï�±�x�g�ï�‡�‘�x�‘�T�f�ï�K�T���‡�±�x�g�Ü�ï�‰�‘�à�à�ä�ï�=�<�Î�ï���‡�ï�x�ž�f�ï�Ö���T�×�‡���T�J�f�ï�±���ï�•�K�û�±���ï�f���T���à�à�f�U�ï�±���ï�x�ž�f�ï
���f�Ö�ï�=�;�=�A�ï�K�à�û���Û�ï�T�f�‡�à�f�J�x�±���’�ï�J�����x�±���‘�f�U�ï�g�x�T�����’�ï�f�þ�K�à���ä�f�f�ï�J�����‡�±�U�f���J�f�ï�±���ï�$���w�‰�€�_�É�g�ï�‡�‘�x�‘�T�f�Ü

Furthermore, the flexible compensation plan includes other options such as a flexible savings insurance 
�û���U�ï�‰�à�f�ß�±�’�‘�û�T�U�f�T�»�û�ï�›�‡�à�f�ß�±�B�à�f�ï�J�ž�±�à�U�J�û�T�f�ï�g�f�T�Ò�±�J�f�g�œ�Ü
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Corporate volunteering: 
commitment and social action
The desire to help others is what drives the people who dedicate their time and effort to volunteering. We 
channel our Corporate Volunteering Program, active in 25 countries, through Fundación MAPFRE, with the 
goal of improving the well-being of the most disadvantaged individuals and society as a whole.

At MAPFRE, we carry out our activities with a commitment to our environment and people, with a 
long-term vision and a focus on improving society. Because we cannot understand our business activity 
without working at the same time for a more sustainable and caring world.  Volunteering supports 
�$���w�‰�€�_�É�g�ï�K�‘�T�K���g�f�´�Ë�f�ï�J�û�T�f�ï�û�B���‘�x�ï�Ö�ž�û�x�ï�þ�û�x�x�f�T�g�ï�x���ï�ä���‘�´�B�f�J�û�‘�g�f�ï�x�ž�T���‘�’�ž�ï�Ò���à�‘���x�f�f�T�±���’�Û�ï�Ö�f�ï�J���þ�þ�±�x�ï�x���ï
society and to people, working to create a better world to live in every day.

People helping people

Volunteering at MAPFRE represents a unique opportunity for our employees to contribute their talent and 
�f�‡�‡���T�x�ï�x���ï�g���J�±�û�à�ï�K�T���Ï�f�J�x�g�ï�x�ž�T���‘�’�ž���‘�x�ï�x�ž�f�ï�ä�f�û�T�Ü�ï�Å���±�x�±�û�x�±�Ò�f�g�ï�±���ï�û�T�f�û�g�ï�g�‘�J�ž�ï�û�g�ï�f�U�‘�J�û�x�±�����Û�ï���‘�x�T�±�x�±�����Û�ï�ž�f�û�à�x�ž�Û�ï�û���U�ï
the environment, among others, allow our team to actively help improve the quality of life of those who 
need it most.

Every volunteer action reinforces our values and strengthens our participative culture, fostering greater 
awareness of the most vulnerable social realities. 
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A commitment that adds value

Our corporate volunteering program not only benefits the people we support, but also has a positive 
impact on those who participate and on the company itself.

 �= �‰���T�ï�f�þ�K�à���ä�f�f�g�Û�ï�±�x�É�g�ï�û���ï���K�K���T�x�‘���±�x�ä�ï�‡���T�ï�B���x�ž�ï�K�f�T�g�����û�à�ï�û���U�ï�K�T���‡�f�g�g�±�����û�à�ï�’�T���Ö�x�ž�Û�ï�‡���g�x�f�T�±���’�ï�×�f�ä�ï
competencies such as empathy, leadership, and teamwork— skills that are transferable to both personal 
and professional life.

 �= For the company, it strengthens corporate culture, boosts employee engagement and pride of 
belonging, and helps build a brand aligned with values of social responsibility.

 �= �‰���T�ï�x�ž�f�ï�����x�±�‡���T�±�K�T���‡�±�x�ï���T�’�û���±�ü�û�x�±�����g�ï�Ö�f�ï�K�û�T�x���f�T�ï�Ö�±�x�ž�Û�ï�±�x�ï�K�T���Ò�±�U�f�g�ï�f�g�g�f���x�±�û�à�ï�g�‘�K�K���T�x�ï�x�ž�T���‘�’�ž�ï�T�f�g���‘�T�J�f�g�Û�ï
knowledge, and visibility, helping expand the reach of their initiatives.

 �= For the communities involved, it provides crucial aid and additional resources, fostering social cohesion 
and local development.

The United Nations has highlighted the key role of corporate volunteering and the involvement of 
volunteers as essential to achieving the 2030 Agenda. Aligning it with the Sustainable Development 
�A�B�Ï�f�J�x�±�Ò�f�g�ï�±�g�ï�J�T�‘�J�±�û�à�ï�x���ï�û�J�×�����Ö�à�f�U�’�±���’�ï�±�x�g�ï�g���J�±�û�à�ï�±�þ�K�û�J�x�Ü�ï

���x�ï�$���w�‰�€�_�Û�ï�Ò���à�‘���x�f�f�T�±���’�ï�±�g�ï�±���x�f�’�T�û�x�f�U�ï�±���x���ï�B���x�ž�ï���‘�T�ï�w�f���K�à�f�ï�•�ï�A�T�’�û���±�ü�û�x�±�����ï�g�x�T�û�x�f�’�ä�ï�û���U�ï���‘�T�ï�•�‘�g�x�û�±���û�B�±�à�±�x�ä�ï
strategy, with initiatives that contribute to 15 of the 17 SDGs. This global vision enables us to create social 
value in a structured and long-term manner.

A structured model for real impact

Corporate Volunteering at MAPFRE is driven and overseen by a Corporate Volunteering Committee, 
made up of representatives from various management areas, business units, and regional teams. 
�€�f�K�T�f�g�f���x�û�x�±�Ò�f�g�ï�‡�T���þ�ï�‰�‘���U�û�J�±�����ï�$���w�‰�€�_�ï�û�à�g���ï�K�û�T�x�±�J�±�K�û�x�f�ï�û�g�ï�’�‘�f�g�x�g�Ü�ï�›�ž�f�ï�J���þ�þ�±�x�x�f�f�É�g�ï�þ�±�g�g�±�����ï�±�g�ï�x���ï�f���g�‘�T�f�ï
the coherence, sustainability, and strategic alignment of all volunteering initiatives.

Its responsibilities include:

 �= Promoting 
volunteering 
across the 
organization. 

 �= Approving annual 
objectives and global 
activities

 �= Reviewing budgets allocated to 
local plans.

 �= Monitoring local initiatives.
 �= Evaluating and approving new proposals from the 
volunteer coordination team.
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People who make a difference, communities that move forward

�È���à�‘���x�f�f�T�±���’�ï�û�x�ï�$���w�‰�€�_�ï�����x�ï�����à�ä�ï�’�f���f�T�û�x�f�g�ï�û�ï�K���g�±�x�±�Ò�f�ï�g���J�±�û�à�ï�±�þ�K�û�J�x�ï�B�‘�x�ï�û�à�g���ï�g�x�T�f���’�x�ž�f���g�ï���‘�T�ï�f�þ�K�à���ä�f�f�g�É�ï
commitment and sense of belonging. They say it improves the work environment, they feel part of a 
�g�ž�û�T�f�U�ï���B�Ï�f�J�x�±�Ò�f�Û�ï�û���U�ï�x�ž�±�g�ï�ž�f�à�K�g�ï�x�ž�f�þ�ï�x���ï�g�f�f�ï�x�ž�f�ï�Ö���T�à�U�ï�‡�T���þ�ï�û�����x�ž�f�T�ï�K���±���x�ï���‡�ï�Ò�±�f�Ö�Û�ï�T�û�±�g�±���’�ï�û�Ö�û�T�f���f�g�g�Ü�ï
There is a shared understanding that companies cannot develop in isolation from society or remain 
disconnected from the context in which they operate.

�A�Ò�f�T�û�à�à�ï���B�Ï�f�J�x�±�Ò�f�g�ß

 �= To contribute to the 
well-being of the 
most vulnerable 
people and to the 
improvement of 
society as a whole. 

 �= To facilitate the participation of employees 
and their families as a way of generating a 
culture sensitive to social needs and respect 
for diversity and for people in need. 

 �= To strengthen our relationship 
with the communities in which 
we operate, acting as a partner 
within the social welfare system. 

 �= To encourage the development of key skills 
such as leadership, empathy, problem 
solving, or teamwork, with a direct impact 
on the personal and professional sphere.

 �= To reinforce the 
internal values of 
MAPFRE, promoting 
a participatory and 
supportive culture

Commitment to excellence in management

Since December 2019, MAPFRE has been the only IBEX 35 company in Spain to obtain the AENOR quality 
�J�f�T�x�±�‡�±�J�û�x�±�����ï�¤�Å�•�A�ï�F�;�;�<�œ�ï�‡���T�ï�x�ž�f�ï�þ�û���û�’�f�þ�f���x�ï���‡�ï�±�x�g�ï�J���T�K���T�û�x�f�ï�Ò���à�‘���x�f�f�T�±���’�ï�K�T���’�T�û�þ�Ü�ï�›�ž�±�g�ï�T�f�J���’���±�x�±�����ï
underscores our commitment to efficient, structured management that generates real impact in the lives 
of vulnerable people.
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Impact and commitment  
in figures

In 2024, participation in our volunteering program 
has reached its highest level to date, with 7,859 
�‘���±�Q�‘�f�ï�Ò���à�‘���x�f�f�T�ï�f�þ�K�à���ä�f�f�g�Û�ï�û�ï�?�;�Î�ï�±���J�T�f�û�g�f�ï���Ò�f�T�ï
the previous year. 

The percentage of employees involved in 
volunteer activities rose by over 5 percentage 
�K���±���x�g�Û�ï�T�f�û�J�ž�±���’�ï�=�D�Ü�C�Î�ï���‡�ï�x�ž�f�ï�’�à���B�û�à�ï�Ö���T�×�‡���T�J�f�Ü�ï
More than 1 in 4 employees participated in a 
volunteering experience during the year, with an 
�û�Ò�f�T�û�’�f�ï���‡�ï�û�x�ï�à�f�û�g�x�ï�x�Ö���ï�û�J�x�±�Ò�±�x�±�f�g�ï�K�f�T�ï�K�f�T�g�����ï�¤�=�Ü�?�ï
�û�J�x�±�Ò�±�x�±�f�g�ï�K�f�T�ï�Ò���à�‘���x�f�f�T�œ�Ü�ï�Å���J�à�‘�U�±���’�ï�f�þ�K�à���ä�f�f�g�ï
and family members, the total number of unique 
�Ò���à�‘���x�f�f�T�g�ï�T�f�û�J�ž�f�U�ï�F�Û�<�C�@�Û�ï�û�ï�=�D�Î�ï�±���J�T�f�û�g�f�ï
on2023.

A year of peak activity

In 2024, we carried out 2,579 volunteer activities, the highest number recorded to date. This equates to 
an average of 7 volunteer initiatives per day across the 25 countries where the program is active. Our 
�Ö���T�×�‡���T�J�f�É�g�ï�J���þ�þ�±�x�þ�f���x�ï�x�T�û���g�à�û�x�f�U�ï�±���x���ï���Ò�f�T�ï�A�<�Û�;�;�;�ï�ž���‘�T�g�ï�U�f�U�±�J�û�x�f�U�ï�x���ï�Ò���à�‘���x�f�f�T�±���’�Û�ï�û���ï�û�Ò�f�T�û�’�f�ï���‡�ï�þ���T�f�ï
�x�ž�û���ï�C�ï�ž���‘�T�g�ï�K�f�T�ï�f�þ�K�à���ä�f�f�Ü

Thanks to this effort, 153,744 people at risk of exclusion, especially children and people with disabilities, 
received direct support through our initiatives.

Action areas

Our volunteer efforts have primarily focused on the following areas:

Health  

35%
Nutrition   

24% 
Education   

26%  

�Å���ï�<�C�ï�J���‘���x�T�±�f�g�Û�ï�Ö�f�ï�J�û�T�T�±�f�U�ï���‘�x�ï�=�<�;�ï�Ò���à�‘���x�f�f�T�±���’�ï�û�J�x�±�Ò�±�x�±�f�g�ï�B�û�g�f�U�ï�����ï�K�T���‡�f�g�g�±�����û�à�ï�g�×�±�à�à�g�Û�ï�T�f�K�T�f�g�f���x�±���’�ï�E�Ü�<�Î�ï
of the total. A total of 304 employees contributed their knowledge and experience, dedicating more than 
�C�Û�;�;�;�ï�ž���‘�T�g�ï���‡�ï�x�ž�f�±�T�ï�x�±�þ�f�Û�ï�Ö�ž�±�J�ž�ï�U�±�T�f�J�x�à�ä�ï�B�f���f�‡�±�x�f�U�ï�C�Û�;�A�;�ï�K�f���K�à�f�Ü�ï�Å���Ò���à�Ò�f�þ�f���x�ï�±���ï�x�ž�±�g�ï�x�ä�K�f�ï���‡�ï�Ò���à�‘���x�f�f�T�±���’�ï
is especially significant, with an average dedication of almost 20 hours per volunteer.
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Listening drives continuous improvement

�›���ï�f���g�‘�T�f�ï�Q�‘�û�à�±�x�ä�ï�û���U�ï���K�x�±�þ�±�ü�f�ï�x�ž�f�ï�þ�û���û�’�f�þ�f���x�ï���‡�ï���‘�T�ï�±���±�x�±�û�x�±�Ò�f�g�Û�ï�Ò���à�‘���x�f�f�T�g�ï�û�T�f�ï�±���Ò�±�x�f�U�ï�x���ï�J���þ�K�à�f�x�f�ï�û�ï
�g�û�x�±�g�‡�û�J�x�±�����ï�g�‘�T�Ò�f�ä�ï�û�‡�x�f�T�ï�f�û�J�ž�ï�û�J�x�±�Ò�±�x�ä�Ü�ï�Å���ï�=�;�=�@�Û�ï�x�ž�f�ï�û�Ò�f�T�û�’�f�ï�T�û�x�±���’�ï�Ö�û�g�ï�@�Ü�D�ï���‘�x�ï���‡�ï�A�Û�ï�û���U�ï�F�E�Ü�C�Î�ï���‡�ï�x�ž�f�ï
participants would recommend the experience.

Measuring the impact of corporate volunteering on the SDGs

�Ë�f�ï�B�f�à�±�f�Ò�f�ï�±���ï�x�ž�f�ï�±�þ�K���T�x�û���J�f�ï���‡�ï�û�g�g�f�g�g�±���’�ï�x�ž�f�ï�T�f�û�à�ï�±�þ�K�û�J�x�ï���‡�ï���‘�T�ï�û�J�x�±�����g�Ü�ï�›�ž�û�x�É�g�ï�Ö�ž�ä�ï�Ö�f�ï�ž�û�Ò�f�ï�U�f�Ò�f�à���K�f�U�ï
�û�ï�K�T���K�T�±�f�x�û�T�ä�ï�þ�f�x�ž���U���à���’�ä�Û�ï�±���ï�J���à�à�û�B���T�û�x�±�����ï�Ö�±�x�ž�ï�‰�‘���U�û�J�±�����ï�$���w�‰�€�_�Û�ï�x�ž�û�x�ï�û�à�à���Ö�g�ï�‘�g�ï�x���ï�û�J�J�‘�T�û�x�f�à�ä�ï�û���û�à�ä�ü�f�ï
the contribution of our corporate volunteering to the SDGs.

This tool helps us identify and quantify the global and country-level impact of each of our initiatives, 
aligning our actions with the SDGs and their specific targets. 

�A�f�±���’�ï�û�B�à�f�ï�x���ï�û���û�à�ä�ü�f�ï�x�ž�f�ï�±�þ�K�û�J�x�ï���‡�ï���‘�T�ï�Ò���à�‘���x�f�f�T�±���’�ï�û�J�x�±�Ò�±�x�±�f�g�ï�±�g�ï�û�ï�J�ž�û�à�à�f���’�f�ï�‡���T�ï�x�ž�f�ï�J���þ�K�û���ä�Û�ï�±���ï�û�g�ï�‡�û�T�ï�û�g�ï
it produces a transformational impact in all the countries where we operate.

Sustainable Development 
Objectives

Direct 
beneficiaries

Percentage 
impact

2 Zero Hunger �C�@�Û�?�=�A �@�=�Î

10 Reduced Inequalities 24,974 �<�C�Î

1 No Poverty 23,093 �<�A�Î

3 Health and well-being �=�=�Û�E�@�C �<�A�Î

4 Quality Education �<�A�Û�C�;�F �<�;�Î

8
Decent Work and Economic 
Growth

1,389 �<�Î

Other SDGs 1,509 �<�Î
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�$���w�‰�€�_�É�g�ï�•�à���B�û�à�ï 
Volunteering Day  

�_�Ò�f�T�ä�ï�ä�f�û�T�ï�Ö�f�ï�J�f�à�f�B�T�û�x�f�ï�$���w�‰�€�_�É�g�ï�•�à���B�û�à�ï
Volunteering Day, a moment when our teams 
around the world come together for a common 
cause. In 2024, we reaffirmed our commitment 
to education under the motto United for quality 
education , contributing directly to SDG 4 
Quality Education.

�Å���ï�=�;�=�@�Û�ï�Ö�f�ï���T�’�û���±�ü�f�U�ï�þ���T�f�ï�x�ž�û���ï�<�@�;�ï�û�J�x�±�Ò�±�x�±�f�g�ï
linked to the global event, with the participation 
of more than 800 volunteers from 20 countries. 
Through this initiative, over 4,000 people, 
especially children, people with disabilities, and 
vulnerable groups, received direct support.

Beyond its social impact, this day strengthens 
the sense of unity among our employees and 
reinforces the pride of belonging, allowing each 
volunteer to feel part of a global team with a 
shared purpose.

International Volunteer 
Day and The Box of Joy

International Volunteer Day is a key date at 
MAPFRE—a moment to honor those who dedicate 
their time and effort to making the world a better 
�K�à�û�J�f�Ü�ï�Å�x�ï�±�g�ï�û���ï���K�K���T�x�‘���±�x�ä�ï�x���ï�T�f�J���’���±�ü�f�ï�x�ž�f�±�T�ï�Ö���T�×�ï
and thank them for their contribution to building a 
#MoreHumanFuture.

In addition, we invited MAPFRE volunteers from 
all over the world and their families to be part of 

a global initiative called The Box of Joy , which aims to bring smiles to thousands of people going through 
difficult financial or personal times.

�Å���ï�x�ž�f�ï�à�û�g�x�ï�f�U�±�x�±�����Û�ï�þ���T�f�ï�x�ž�û���ï�D�;�;�ï�Ò���à�‘���x�f�f�T�g�ï�‡�T���þ�ï�f�±�’�ž�x�ï�J���‘���x�T�±�f�g�ï�Ï���±���f�U�ï�x�ž�±�g�ï�±���±�x�±�û�x�±�Ò�f�Û�ï�T�f�û�J�ž�±���’�ï���Ò�f�T�ï�<�Û�@�;�;�ï
people around the world in a gesture that transcends borders and demonstrates the power of solidarity.

700 
Volunteers 

8
Countries 

1,400
Beneficiaries
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Euro Solidario: never has a single 
euro meant so much

At MAPFRE, we believe firmly in the impact of small gestures. Through 
initiatives like Euro Solidario in Spain or the Together We Give Program in the 
�¨���±�x�f�U�ï�•�x�û�x�f�g�Û�ï���‘�T�ï�f�þ�K�à���ä�f�f�g�ï�J�û���ï�g�‘�K�K���T�x�ï�g���J�±�û�à�ï�K�T���Ï�f�J�x�g�ï�B�ä�ï�U�����û�x�±���’�ï�����f�ï
euro or one dollar per month from their paycheck. MAPFRE matches each 
donation, doubling the impact of every contribution.

Since its launch in 2017, Euro Solidario in Spain has raised 1,010,184* euros, 
�B�f���f�‡�±�x�±���’�ï�û�ï�Ö�±�U�f�ï�T�û���’�f�ï���‡�ï�g���J�±�û�à�ï���T�’�û���±�ü�û�x�±�����g�ï�J�ž���g�f���ï�B�ä�ï���‘�T�ï�f�þ�K�à���ä�f�f�g�ß�ï�±���ï�=�;�<�D�Û�ï�x�ž�f�ï���g���J�±�û�J�±�����ï�T�_�A�€���ï
�w�±�f�à�ï�U�f�ï�$�û�T�±�K���g�û�ï�¤�_�K�±�U�f�T�þ���à�ä�g�±�g�ï�A�‘�à�à���g�û�ï���g�g���J�±�û�x�±�����œ�ï�û���U�ï�•���J�±�f�U�û�U�ï�•�û���ï�È�±�J�f���x�f�ï�U�f�ï�w�û�˜�à�ï�¤�•�û�±���x�ï�È�±���J�f���x�ï
�U�f�ï�w�û�‘�à�ï�•���J�±�f�x�ä�œ�â�ï�±���ï�=�;�<�E�Û�ï�‰�‘���U�û�J�±�����ï�I�T�±�g�ï�¤�I�T�±�g�ï�I�û���J�f�T�ï�‰���‘���U�û�x�±�����œ�ï�û���U�ï���•�Å�A�,�ï�¤���g�g���J�±�û�x�±�����ï���‡�ï�w�û�T�f���x�g�ï
���‡�ï�I�ž�±�à�U�T�f���ï�Ö�±�x�ž�ï�I�û���J�f�T�œ�Û�ï�B���x�ž�ï�‡�±�’�ž�x�±���’�ï�J�ž�±�à�U�ž�����U�ï�J�û���J�f�T�â�ï�±���ï�=�;�<�F�Û�ï���w���I�¨�ï�¤���g���J�±�û�J�±�����ï�U�f�ï�w�û�U�T�f�g�ï�J�����ï
�¡�±�Ï���g�ï�J�����ï���‘�x�±�g�þ���ï�U�f�ï�I�‘�f���J�û�Û�ï���g�g���J�±�û�x�±�����ï���‡�ï�w�û�T�f���x�g�ï���‡�ï�I�ž�±�à�U�T�f���ï�Ö�±�x�ž�ï���‘�x�±�g�þ�ï�±���ï�I�‘�f���J�û�œ�ï�û���U�ï�‰�‘���U�û�J�±�����ï
���à�û�U�±���û�ï�¤���à�û�U�±���û�ï�‰���‘���U�û�x�±�����Û�ï�g�‘�K�K���T�x�±���’�ï�J�ž�±�à�U�T�f���ï�Ö�±�x�ž�ï�J�û���J�f�T�œ�â�ï�±���ï�=�;�=�;�Û�ï�‰�‘���U�û�J�±�����ï�A���B�û�x�ž�ï�¤�A���B�û�x�ž�ï
�‰���‘���U�û�x�±�����Û�ï�g�‘�K�K���T�x�±���’�ï�J�ž�±�à�U�T�f���ï�û���U�ï�ä���‘���’�ï�K�f���K�à�f�ï�Ö�±�x�ž�ï�J�f�T�f�B�T�û�à�ï�K�û�à�g�ä�œ�ï�û���U�ï���g���J�±�û�J�±�����ï�_�g�K�û�����à�û�ï�U�f�ï
�•�»���U�T���þ�f�ï�U�f�ï�€�f�x�x�ï�¤�•�K�û���±�g�ž�ï�€�f�x�x�ï�•�ä���U�T���þ�f�ï���g�g���J�±�û�x�±�����œ�Û�ï�‡���J�‘�g�f�U�ï�����ï�û�ï�J�ž�±�à�U�ž�����U�ï���f�‘�T���à���’�±�J�û�à�ï�U�±�g���T�U�f�T�â�ï
�±���ï�=�;�=�<�Û�ï���g���J�±�û�J�±�����ï�•�‘�f�T�T�f�T���g�ï�w�˜�T�K�‘�T�û�ï�¤�w�‘�T�K�à�f�ï�Ë�û�T�T�±���T�g�ï���g�g���J�±�û�x�±�����œ�ï�û���U�ï�‰�‘���U�û�J�±�����ï�����û�ï�I�û�T���à�±���û�ï�T�»�f�ü�ï
�$�û�ž���‘�ï�¤�����û�ï�I�û�T���à�±���û�ï�T�»�f�ü�ï�$�û�ž���‘�ï�‰���‘���U�û�x�±�����œ�â�ï�±���ï�=�;�=�=�Û�ï���g���J�±�û�J�±�����ï�U�f�ï�‡�û�þ�±�à�±�û�T�f�g�ï�U�f�ï���±�����g�ï�J�����ï�J�ü���J�f�T�ï
�U�f�ï�à�û�ï�€�f�’�±�����ï�U�f�ï�$�‘�T�J�±�û�ï�¤���g�g���J�±�û�x�±�����ï���‡�ï�‰�û�þ�±�à�±�f�g�ï���‡�ï�I�ž�±�à�U�T�f���ï�Ö�±�x�ž�ï�I�û���J�f�T�ï�±���ï�x�ž�f�ï�€�f�’�±�����ï���‡�ï�$�‘�T�J�±�û�œ�ï�û���U�ï
���g���J�±�û�J�±�����ï�_�g�K�û�����à�û�ï�J�����x�T�û�ï�à�û�ï���f�‘�J���U�±�g�x�T���‡�±�û�ï�¤�_�����¥�ï�¤�•�K�û���±�g�ž�ï���g�g���J�±�û�x�±�����ï���’�û�±���g�x�ï���f�‘�×���U�ä�g�x�T���K�ž�ä�œ�â�ï�±���ï
�=�;�=�?�Û�ï���g���J�±�û�J�±�����ï�•�»���U�T���þ�f�ï�U�f�ï�����’�f�à�þ�û���ï�¤�����’�f�à�þ�û���ï�•�ä���U�T���þ�f�ï���g�g���J�±�û�x�±�����œ�ï�û���U�ï���g���J�±�û�J�±�����ï�w�T�±���J�f�g�û�ï
�€�f�x�x�ï�¤�€�f�x�x�ï�•�ä���U�T���þ�f�ï���g�g���J�±�û�x�±�����œ�â�ï�û���U�ï�±���ï�=�;�=�@�Û�ï���g���J�±�û�J�±�����ï�•�»���U�T���þ�f�ï�U�f�ï�•���x���g�ï�¤�•���x���g�ï�•�ä���U�T���þ�f�ï
���g�g���J�±�û�x�±�����œ�ï�û���U�ï���g���J�±�û�J�±�����ï�,�¡���Å�ï�¤�,�f�J�f�g�±�U�û�U�f�g�ï�U�f�ï�à�û�ï�¡�f�þ�±�K�à�f�Ï�±�û�ï���à�x�f�T���û���x�f�ï�U�f�ï�à�û�ï�Å���‡�û���J�±�û�Û�ï���à�x�f�T���û�x�±���’�ï
�¡�f�þ�±�K�à�f�’�±�û�ï���‡�ï�I�ž�±�à�U�ž�����U�ï�,�f�f�U�g�ï���g�g���J�±�û�x�±�����œ�Ü�ï

�Å���ï�=�;�=�@�Û�ï�f�þ�K�à���ä�f�f�g�ï�g�f�à�f�J�x�f�U�ï�x�ž�f�ï�K�T���Ï�f�J�x�g�ï�x�ž�û�x�ï�Ö�±�à�à�ï�T�f�J�f�±�Ò�f�ï�g�‘�K�K���T�x�ï�±���ï�=�;�=�A�Û�ï�Ö�ž�±�J�ž�ï�û�T�f�ß�ï�I�����T�U�±���û�U���T�û�ï
�•���à�±�U�û�T�±�û�ï�U�f�ï�È�û�à�f���J�±�û�ï�ä�ï���›�_�,�w���I�_�ï�¤���g�g���J�±�û�x�±�����ï�‡���T�ï�û�g�g�±�g�x�û���J�f�ï�x���ï�K�f���K�à�f�ï�Ö�±�x�ž�ï�J�f�T�f�B�T�û�à�ï�K�û�à�g�ä�œ�Ü

Currently, nearly half of the workforce in Spain contributes to this program on a monthly basis, 
demonstrating the power of combining thousands of small actions.

�Å���ï�x�ž�f�ï�¨���±�x�f�U�ï�•�x�û�x�f�g�Û�ï�x�ž�f�ï�B�f���f�‡�±�J�±�û�T�ä�ï�K�T���Ï�f�J�x�ï�±���ï�=�;�=�@�ï�Ö�û�g�ï�x�ž�f�ï�I���þ�þ�‘���±�x�ä�ï�¡�û�T�Ò�f�g�x�ï�w�T���Ï�f�J�x�Û�ï�Ö�±�x�ž�ï�û�ï�x���x�û�à�ï
�J�����x�T�±�B�‘�x�±�����ï���‡�ï�<�?�Û�E�<�;�Ü�@�C�ï�U���à�à�û�T�g�ï�‡�T���þ�ï�f�þ�K�à���ä�f�f�g�´�û���ï�û�þ���‘���x�ï�þ�û�x�J�ž�f�U�ï�B�ä�ï�x�ž�f�ï�J���þ�K�û���ä�Û�ï�T�f�û�J�ž�±���’�ï
�=�D�Û�C�=�;�Ü�F�=�ï�U���à�à�û�T�g�Ü�ï�›�ž�f�g�f�ï�U�����û�x�±�����g�ï�ž�û�Ò�f�ï�g�‘�K�K���T�x�f�U�ï�±���±�x�±�û�x�±�Ò�f�g�ï�x�ž�û�x�ï�K�T���Ò�±�U�f�ï�T�f�g���‘�T�J�f�g�ï�û���U�ï�û�g�g�±�g�x�û���J�f�ï�x���ï
veterans, military personnel, and their families, helping them to find a welcoming home and the support 
they need.

Never has a single euro meant so much. 

 

�•�x�T�����’�f�T�ï�›���’�f�x�ž�f�T�ï�ý�‘
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Commitment to education: 
MAPFRE Universities Plan
We firmly believe that strong partnerships between academia and the business world are essential for 
�U�T�±�Ò�±���’�ï�±�������Ò�û�x�±�����ï�û���U�ï�K�T���‡�f�g�g�±�����û�à�ï�’�T���Ö�x�ž�Ü�ï�›�ž�û�x�É�g�ï�Ö�ž�ä�ï�Ö�f�ï�J�T�f�û�x�f�U�ï���‘�T�ï�$���w�‰�€�_�ï�¨���±�Ò�f�T�g�±�x�±�f�g�ï�w�à�û���Û�ï�û���ï
initiative aimed at standing alongside universities and business schools through collaboration, contributing 
�x���ï�x�ž�f�ï�U�f�Ò�f�à���K�þ�f���x�ï���‡�ï�ä���‘���’�ï�x�û�à�f���x�Û�ï�û���U�ï�g�ž�û�T�±���’�ï���‘�T�ï�×�����Ö�à�f�U�’�f�ï�û���U�ï�U�f�Ò�f�à���K�þ�f���x�ï�û���U�ï�±�������Ò�û�x�±�����ï�K�T���Ï�f�J�x�g�Û�ï
while also showcasing the positive impact of insurance activity on society.

Our plan is structured around three pillars of action.

Promoting knowledge of the insurance activity

We want to bring the insurance activity closer to new generations, showing how insurance drives economic 
and social development and contributes to a safer and more sustainable world. This year we carried out 
more than 80 sessions in various settings, from universities to business schools.

Developing young talent

We connect with young professionals through employer branding sessions, visits to our MAPFRE offices and 
our presence at the main employment forums. Last year, we participated in more than 100 events at globally 
�T�f�����Ö���f�U�ï�‘���±�Ò�f�T�g�±�x�±�f�g�ï�û���U�ï�B�‘�g�±���f�g�g�ï�g�J�ž�����à�g�ï�x���ï�K�T���þ���x�f�ï���‘�T�ï�f�þ�K�à���ä�f�T�ï�B�T�û���U�ï�û���U�ï�g�ž�û�T�f�ï���‘�T�ï�Ï���B�ï���K�f���±���’�g�ï�û���U�ï
everything MAPFRE offers students to support their development.

Some examples of the forums we have attended are listed below. 

 �= Germany: Hochschule für Wirtschaft und Recht Berlin.

 �= �A�T�û�ü�±�à�ß�ï�I�~�I�•�ï�Å���g�‘�T�x�f�J�ž�ï�•�ï�Å�����Ò�û�M�����Ü

 �= �$�f�ß�±�J���ß�ï�¨���±�Ò�f�T�g�±�U�û�U�ï�����ü�ž�‘�û�J�Ü

 �= Spain: Carlos III University, CUNEF, IE, ISDI.

 �= United States: Boston College, Clark University.

 �= �w�f�T�‘�ß�ï�¨���±�Ò�f�T�g�±�U�û�U�ï�U�f�ï�Å���’�f���±�f�T�»�û�ï�ä�ï�›�f�J�����à���’�»�û�ï�¤�¨�›�_�I�¥�Û�ï�¨���±�Ò�f�T�g�±�U�û�U�ï�U�f�à�ï�w�û�J�»�‡�±�J���Ü

 �= �w�‘�f�T�x���ï�€�±�J���ß�ï�¨���±�Ò�f�T�g�±�U�û�U�ï�•�û�’�T�û�U���ï�I���T�û�ü�����Û�ï�¨���±�Ò�f�T�g�±�U�û�U�ï�U�f�ï�w�‘�f�T�x���ï�€�±�J���Û�ï�€�±���ï�w�±�f�U�T�û�g�Ü
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In addition, more than 170 students from different countries and institutions such as CUNEF, UCM, Shanghai 
�û���U�ï�w�f�T�‘�Ò�±�û���ï�‘���±�Ò�f�T�g�±�x�±�f�g�ï�›�g�‘�K�K���T�x�f�U�ï�B�ä�ï�_�•�Å�I�¥�Û�ï�Å�_�•�_�Û�ï�I�_�¨�ï�•�û���ï�w�û�B�à���Û�ï�û���U�ï�¨�I�?�$�ï�ž�û�Ò�f�ï�ž�û�U�ï�x�ž�f�ï���K�K���T�x�‘���±�x�ä�ï
�x���ï�à�f�û�T���ï�û�B���‘�x�ï���‘�T�ï�g�x�T�û�x�f�’�ä�Û�ï�J�‘�à�x�‘�T�f�Û�ï�f�þ�K�à���ä�f�T�ï�B�T�û���U�Û�ï�û���U�ï�Ï���B�ï���K�K���T�x�‘���±�x�±�f�g�ï�û�x�ï�$���w�‰�€�_�ï�B�ä�ï�Ò�±�g�±�x�±���’�ï���‘�T�ï
headquarters in Spain.

We also have our MAPFRE Intern Plan Grow with Us , which offers students the opportunity to acquire 
knowledge and skills in our company to support their personal and professional development. In 2024, more 
than 1,000 students took part in this plan across 24 countries, gaining real-world experience in the insurance 
sector and developing skills for the future.
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Sharing and expanding knowledge

Two-way collaboration facilitates innovation and knowledge transfer. We bring our expertise in those lines 
of action and business in which MAPFRE is a specialist to the world of education and students. We do this 
through:

 �= Talks, webinars, and presentations by MAPFRE executives and experts, which totaled more than 80 
sessions in 24 countries around the world in 2024.

 �= The MAPFRE Business Game: an interactive simulator where students learn to make strategic decisions 
related to the insurance sector via online competitions in which numerous universities participate. So 
�‡�û�T�Û�ï�C�;�ï�f�U�±�x�±�����g�ï���‡�ï�x�ž�±�g�ï�’�û�þ�f�ï�ž�û�Ò�f�ï�B�f�f���ï�ž�f�à�U�ï�Ö���T�à�U�Ö�±�U�f�Ü

We gain knowledge from universities and business schools through:

 �= In-company programs: we benefit from programs and informative sessions provided by universities and 
�B�‘�g�±���f�g�g�ï�g�J�ž�����à�g�Ü�ï�Ë�f�É�Ò�f�ï�K�û�T�x�±�J�±�K�û�x�f�U�ï�±���ï�þ���T�f�ï�x�ž�û���ï�?�;�ï�x�T�û�±���±���’�ï�K�T���’�T�û�þ�g�ï�±���ï�=�@�ï�J���‘���x�T�±�f�g�Û�ï�’�±�Ò�±���’�ï�‘�g�ï�x�ž�f�ï
opportunity to learn from a different perspective and take advantage of the innovation and  knowledge 
generated in the classroom.
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We strive with passion and dedication to ensure that each person has an exceptional experience in our 
�J���þ�K�û���ä�Ü�ï�›�ž�f�ï�û�Ö�û�T�U�g�ï�Ö�f�É�Ò�f�ï�T�f�J�f�±�Ò�f�U�ï�û�T�f�ï�û�ï�x�f�g�x�û�þ�f���x�ï�x���ï�x�ž�f�ï�J���þ�þ�±�x�þ�f���x�ï�û���U�ï�f�‡�‡���T�x�ï���‡�ï�x�ž�f�ï�x�f�û�þ�ï�x�ž�û�x�ï
makes MAPFRE a place where your time is truly meaningful, day after day.

Spain

�›���K�ï�_�þ�K�à���ä�f�T�ï�=�;�=�A

�Ë�f�É�T�f�ï�K�T���‘�U�ï�x���ï�B�f�ï�û�þ�����’�ï�x�ž�f�ï�=�;�ï�B�f�g�x�ï�J���þ�K�û���±�f�g�ï�û���U�ï�x���ï�B�f�ï�T�f�J���’���±�ü�f�U�ï�û�g�ï�›���K�ï�_�þ�K�à���ä�f�T�ï�=�;�=�A�Ü�ï�›�ž�±�g�ï
certification, awarded after a rigorous audit of our people management policies and practices, endorses 
our excellence in the working conditions we offer. Top Employers Institute, a global benchmark in this field, 
has its own methodology and highlights our commitment to placing people at the center of our processes, 
supporting them throughout their lifecycle within the company.

�€�û���U�g�x�û�U�ß�ï�$���g�x�ï�û�x�x�T�û�J�x�±�Ò�f�ï�J���þ�K�û���ä�ï�±���ï�x�ž�f�ï�±���g�‘�T�û���J�f�ï�±���U�‘�g�x�T�ä

Once again, we were selected by Randstad as the most attractive company to work for in the insurance 
sector. This recognition, based on more than 8,000 representative surveys, highlights our commitment to 
diversity, well-being, and people development.

�$�f�T�J���ï�›�û�à�f���x��

We rose to ninth place in the overall company ranking and lead the insurance industry according to Merco 
�›�û�à�f���x���Ü�ï�›�ž�±�g�ï�g�x�‘�U�ä�Û�ï�Ö�ž�±�J�ž�ï�f�Ò�û�à�‘�û�x�f�g�ï�=�;�;�ï�J���þ�K�û���±�f�g�Û�ï�û���û�à�ä�ü�f�g�ï�û�g�K�f�J�x�g�ï�g�‘�J�ž�ï�û�g�ï�±���x�f�T���û�à�ï�T�f�K�‘�x�û�x�±�����Û�ï�f�þ�K�à���ä�f�T�ï
�B�T�û���U�Û�ï�û���U�ï�Ï���B�ï�Q�‘�û�à�±�x�ä�Û�ï�T�f�‡�à�f�J�x�±���’�ï�x�ž�f�ï�ž�û�K�K�±���f�g�g�ï���‡�ï���‘�T�ï�f�þ�K�à���ä�f�f�g�Ü�ï�Å���ï�±�x�g�ï�<�D�x�ž�ï�f�U�±�x�±�����Û�ï�x�ž�f�ï�g�x�‘�U�ä�ï�J�����g�±�U�f�T�f�U�ï
the opinions of more than 52,000 people from different groups.

�$�f�T�J���ï�›�û�à�f���x���ï�¨���±�Ò�f�T�g�±�x�û�T�±��

Once again, Merco Talento Universitario confirms MAPFRE as the number one insurance company to 
work for in Spain, as chosen by students. This independent study, conducted by Merco and Recruiting 
Erasmus, collects the opinions of university students and higher vocational training students on the 200 best 
companies to work for.

�‰���T�B�f�g�ß�ï�A�f�g�x�ï�J���þ�K�û���±�f�g�ï�x���ï�Ö���T�×�ï�‡���T�ï�±���ï�•�K�û�±��

�‰���T�ï�x�ž�f�ï�‡���‘�T�x�ž�ï�J�����g�f�J�‘�x�±�Ò�f�ï�ä�f�û�T�Û�ï�‰���T�B�f�g�ï�þ�û�’�û�ü�±���f�ï�ž�û�g�ï�±���J�à�‘�U�f�U�ï�‘�g�ï�±���ï�±�x�g�ï�K�T�f�g�x�±�’�±���‘�g�ï�J�T���g�g�±�g�f�J�x���T�ï�T�û���×�±���’�ï���‡�ï
the best companies to work for. In the 2024 edition, which includes 100 companies, Forbes examined the 
���K�±���±�����g�ï���‡�ï�f�þ�K�à���ä�f�f�g�ï�‡�T���þ�ï�þ���T�f�ï�x�ž�û���ï�=�Û�;�;�;�ï���T�’�û���±�ü�û�x�±�����g�ï�û���U�ï�x�ž�f�ï�B�f�g�x�ï�K�T�û�J�x�±�J�f�g�ï�±���ï�ž�‘�þ�û���ï�T�f�g���‘�T�J�f�g�Ü

�I���þ�þ�±�x�þ�f���x�ï�x���ï�g�f���±���T�ï�x�û�à�f���x

MAPFRE leads the list of IBEX 35 companies with the strongest commitment to managing senior talent, 
according to the Career and Senior Talent 2024  report. This recognition highlights our transparency and 
good governance in managing people over the age of 50, underlining our commitment to generational 
diversity and the elimination of age-related discriminatory practices. MAPFRE scored 24 points, the highest 
score of all the IBEX 35 companies.

�_�‰�€�ï�_�ß�J�f�à�à�f���J�f�ï�I�f�T�x�±�‡�±�J�û�x�±����

We renewed the EFR certificate with an Excellent A rating. Since 2012, this distinction, awarded by 
�‰�‘���U�û�J�±�����ï�$�ü�g�‡�û�þ�±�à�±�û�ï�Ö�±�x�ž�ï�x�ž�f�ï�f���U���T�g�f�þ�f���x�ï���‡�ï�x�ž�f�ï�$�±���±�g�x�T�ä�ï���‡�ï�•���J�±�û�à�ï�€�±�’�ž�x�g�Û�ï�I�����g�‘�þ�f�T�ï���‡�‡�û�±�T�g�ï�û���U�ï�=�;�?�;�ï
���’�f���U�û�Û�ï�T�f�J���’���±�ü�f�g�ï���‘�T�ï�J���þ�þ�±�x�þ�f���x�ï�x���ï�f�Q�‘�û�à�±�x�ä�Û�ï�U�±�Ò�f�T�g�±�x�ä�Û�ï�û���U�ï�Ö���T�×�±�à�±�‡�f�ï�B�û�à�û���J�f�Ü�ï�›�ž�f�ï�_�‰�€�ï�¤�‰�û�þ�±�à�ä�±�‡�T�±�f���U�à�ä�ï
�I���þ�K�û���ä�œ�ï�±���±�x�±�û�x�±�Ò�f�ï�±�g�ï�T�f�J���’���±�ü�f�U�ï�û�g�ï�û�ï�A�f�g�x�ï�w�T�û�J�x�±�J�f�ï�B�ä�ï�x�ž�f�ï�¨���±�x�f�U�ï�,�û�x�±�����g�ï�û���U�ï�±�g�ï�����f�ï���‡�ï�x�ž�f�ï�ž�±�’�ž�f�g�x�ï
recognitions for work-life balance and equality in Spain.
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�_�Q�‘�û�à�±�x�ä�ï�±���ï�x�ž�f�ï�Ë���T�×�K�à�û�J�f�ï�T�±�g�x�±���J�x�±�����ï�¤�T�Å�_�¥

�Ë�f�ï�ž���à�U�ï�x�ž�f�ï�_�Q�‘�û�à�±�x�ä�ï�±���ï�x�ž�f�ï�Ë���T�×�K�à�û�J�f�ï�T�±�g�x�±���J�x�±�����ï�¤�T�Å�_�¥�Û�ï�’�T�û���x�f�U�ï�B�ä�ï�x�ž�f�ï�$�±���±�g�x�T�ä�ï���‡�ï�_�Q�‘�û�à�±�x�ä�ï�±���ï�•�K�û�±���Û�ï�Ö�ž�±�J�ž�ï
highlights our policies promoting equal treatment and opportunities for women and men in the workplace. 
This seal of excellence is valid for three years and is reviewed annually.

�T�±�Ò�f�T�g�±�x�ä�ï�I�ž�û�T�x�f�T

We renewed our commitment to diversity and inclusion by once again signing the Diversity Charter of 
Fundación Diversidad, the largest business movement in Europe in favor of diversity and inclusion in 
labor environments. This manifesto promotes 10 European principles that reflect our commitment to equal 
opportunities in the labor market.

�«�I�_�A�w���T���û�T�±�Ò�f�T�g�±�U�û�U�ï���à�à�±�û���J�f

�Ë�f�ï�û�T�f�ï�K�û�T�x�ï���‡�ï�x�ž�f�ï�«�I�_�A�w���T���û�T�±�Ò�f�T�g�±�U�û�U�ï���à�à�±�û���J�f�Û�ï�Ö�ž�±�J�ž�ï�B�T�±���’�g�ï�x���’�f�x�ž�f�T�ï�I�_�A�g�ï�‡�T���þ�ï�•�K�û�±���É�g�ï�à�f�û�U�±���’�ï
�J���þ�K�û���±�f�g�ï�û�T���‘���U�ï�û�ï�g�ž�û�T�f�U�Û�ï�±�������Ò�û�x�±�Ò�f�ï�Ò�±�g�±�����ï���‡�ï�U�±�Ò�f�T�g�±�x�ä�Û�ï�f�Q�‘�±�x�ä�Û�ï�û���U�ï�±���J�à�‘�g�±�����ï�¤�T�_�•�Å�¥�Ü�ï�›�ž�±�g�ï�û�à�à�±�û���J�f�ï
promotes strategies that contribute to business excellence, talent competitiveness, and the reduction of 
inequality and exclusion in society.

�›���K�ï�T�±�Ò�f�T�g�±�x�ä�ï�I���þ�K�û���ä�ï�=�;�=�@

�Ë�f�ï�ž�û�Ò�f�ï�B�f�f���ï�T�f�J���’���±�ü�f�U�ï�û�g�ï�û�ï�›���K�ï�T�±�Ò�f�T�g�±�x�ä�ï�I���þ�K�û���ä�ï�=�;�=�@�ï�B�ä�ï�Å�,�›�€���$���Û�ï�ž�±�’�ž�à�±�’�ž�x�±���’�ï���‘�T�ï�B�f�g�x�ï�K�T�û�J�x�±�J�f�g�ï
in diversity and inclusion. We foster a culture of innovation and trust through inclusive environments 
where differences are seen as a strength and an added value for the company.

�Ë���T�×�±���±�‡�f�ï�A�û�à�û���J�f�ï�A�û�T���þ�f�x�f�T

We are one of the 38 companies doing the best work to promote work-life balance. This is according 
�x���ï�x�ž�f�ï�Ë���T�×�±���±�‡�f�ï�A�û�à�û���J�f�ï�A�û�T���þ�f�x�f�T�´�û�ï�J���þ�K�T�f�ž�f���g�±�Ò�f�ï�T�f�K���T�x�ï�K�T�f�K�û�T�f�U�ï�B�ä�ï�x�ž�f�ï�‰�‘���U�û�J�±�����ï�$�ü�g�‡�û�þ�±�à�±�û�ï
�¤�_�‰�€�±�J�f�T�x�±�‡�±�f�U�œ�ï�±���ï�J���à�à�û�B���T�û�x�±�����ï�Ö�±�x�ž�ï�x�ž�f�ï�I���þ�þ�‘���±�x�ä�ï���‡�ï�$�û�U�T�±�U�´�Ö�ž�±�J�ž�ï�T�f�±���‡���T�J�f�g�ï�x�ž�f�ï�K�T�û�J�x�±�J�f�g�ï�Ö�f�ï�ž�û�Ò�f�ï
been developing for years.

Germany

�w�±�����f�f�T�g�ï�±���ï�•���J�±�û�à�ï�€�f�g�K�����g�±�B�±�à�±�x�ä�ï�=�;�=�@

���J�J���T�U�±���’�ï�x���ï�x�ž�f�ï�‰�Ü���Ü�ð�Ü�ï�Å���g�x�±�x�‘�x�f�ï�•�x�‘�U�ä�Û�ï�Ö�ž�±�J�ž�ï�û���û�à�ä�ü�f�g�ï�g���J�±�û�à�ï�à�±�g�x�f���±���’�ï�U�û�x�û�ï�‡�T���þ�ï�û�T���‘���U�ï�<�@�Û�;�;�;�ï
�J���þ�K�û���±�f�g�ï�û�J�T���g�g�ï�Ò�û�T�±���‘�g�ï�g�f�J�x���T�g�Û�ï�±�x�ï�T�f�J���’���±�ü�f�g�ï�J���þ�K�û���±�f�g�ï�x�ž�û�x�ï�x�û�×�f�ï�����ï�g���J�±�û�à�ï�T�f�g�K�����g�±�B�±�à�±�x�ä�ï�û���U�ï�K�à�û�ä�ï�û�ï
�J�f���x�T�û�à�ï�T���à�f�ï�±���ï�g�ž�û�K�±���’�ï�û�ï�Ï�‘�g�x�ï�g���J�±�f�x�ä�Ü�ï�›�ž�f�ä�ï�J�����x�T�±�B�‘�x�f�ï�x���ï�g���J�±�û�à�ï�g�‘�g�x�û�±���û�B�±�à�±�x�ä�ï�B�ä�ï�K�T���þ���x�±���’�ï�U�±�Ò�f�T�g�±�x�ä�ï�û���U�ï
inclusion. This is reflected in their corporate culture through respect, openness, and trust. Employees feel 
valued and supported, which strengthens cooperation and collaboration.

���f�û�U�±���’�ï�_�þ�K�à���ä�f�T�ï�I�f�T�x�±�‡�±�J�û�x�f�ï�=�;�=�A

���Ö�û�T�U�f�U�ï�B�ä�ï�x�ž�f�ï�Å���g�x�±�x�‘�x�f�ï���‡�ï�€�f�g�f�û�T�J�ž�ï�•�ï�T�û�x�û�ï���’�’�T�f�’�û�x�±�����ï�û�‡�x�f�T�ï�û�ï�g�x�‘�U�ä�ï�T�f�J���’���±�ü�±���’�ï�x�ž�f�ï�g�x�T�f���’�x�ž�ï���‡�ï���‘�T�ï
employer brand and employee loyalty.
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United States

�$���w�‰�€�_�ï�±���ï�x�ž�f�ï�¨���±�x�f�U�ï�•�x�û�x�f�g�ï�ž�û�g�ï�B�f�f���ï�T�f�J���’���±�ü�f�U�ï�B�ä�ï�x�ž�f�ï�,�f�Ö�ï�_���’�à�û���U�ï�_�þ�K�à���ä�f�f�ï�A�f���f�‡�±�x�g�ï�I���‘���J�±�à�ï
�¤�,�_�_�A�I�œ�ï�‡���T�ï�±�x�g�ï�þ�f���x�û�à�ï�ž�f�û�à�x�ž�ï�x�T�û�±���±���’�ï�K�T���’�T�û�þ�ï�‡���T�ï�f�ß�f�J�‘�x�±�Ò�f�g�Ü�ï�›�ž�±�g�ï�±�g�ï�û���ï�û�J�x�±�����ï�û�±�þ�f�U�ï�û�x�ï�T�û�±�g�±���’�ï�û�Ö�û�T�f���f�g�g�ï
about the symptoms of mental health problems and learning effective ways of supporting employees 
�Ö�ž���ï�‡�û�J�f�ï�x�ž�f�g�f�ï�g�±�x�‘�û�x�±�����g�Ü�ï�Ë�±�x�ž�ï�x�ž�f�±�T�ï�û�Ö�û�T�U�g�Û�ï�x�ž�f�ï�,�_�_�A�I�ï�û�Ö�û�T�U�g�ï�T�f�J���’���±�ü�f�ï�±�������Ò�û�x�±�Ò�f�ï�K�T�û�J�x�±�J�f�g�ï�x�ž�û�x�ï�ž�û�Ò�f�ï
demonstrated quantifiable results.

Malta

�¡�‘�þ�û���ï�€�f�g���‘�T�J�f�g�ï�~�‘�û�à�±�x�ä�ï�A�T�û���U

MAPFRE Middlesea and MAPFRE MSV Life have renewed this distinction, initially obtained in 2022. 
�•�T�û���x�f�U�ï�B�ä�ï�x�ž�f�ï�,�û�x�±�����û�à�ï�I���þ�þ�±�g�g�±�����ï�‡���T�ï�x�ž�f�ï�w�T���þ���x�±�����ï���‡�ï�_�Q�‘�û�à�±�x�ä�ï�¤�,�I�w�_�¥�Û�ï�±�x�ï�±�g�ï�û�Ö�û�T�U�f�U�ï�‡���T�ï�û�ï�K�f�T�±���U�ï���‡�ï
three years following a rigorous evaluation process.

The recertification highlights the ongoing commitment of both companies to implementing exemplary 
policies and practices regarding gender equality and family-friendly measures in the workplace. The 
�,�I�w�_�ï�ž�û�g�ï�f�þ�K�ž�û�g�±�ü�f�U�ï�x�ž�û�x�ï���‘�T�ï�J���þ�K�û���±�f�g�ï�ž�û�Ò�f�ï�����x�ï�����à�ä�ï�þ�û�±���x�û�±���f�U�ï�x�ž�f�g�f�ï�’�����U�ï�K�T�û�J�x�±�J�f�g�ï�B�‘�x�ï�ž�û�Ò�f�ï�û�à�g���ï
demonstrated a firm will and capacity to continue promoting these values in the coming years.

Mexico

�•�T�f�û�x�ï�w�à�û�J�f�ï�›���ï�Ë���T�×��

�$���w�‰�€�_�ï�ž�û�g�ï�B�f�f���ï�T�f�J���’���±�ü�f�U�ï�‡���T�ï�<�D�ï�ä�f�û�T�g�ï�û�g�ï�����f�ï���‡�ï�x�ž�f�ï�B�f�g�x�ï�J���þ�K�û���±�f�g�ï�x���ï�Ö���T�×�ï�‡���T�ï�û�J�J���T�U�±���’�ï�x���ï�x�ž�f�ï
�•�T�f�û�x�ï�w�à�û�J�f�ï�›���ï�Ë���T�×���ï�¤�•�w�›�Ë�œ�ï�T�û���×�±���’�Ü�ï�›�ž�±�g�ï�û�J�ž�±�f�Ò�f�þ�f���x�ï�T�f�‡�à�f�J�x�g�ï���‘�T�ï�J���þ�þ�±�x�þ�f���x�ï�x���ï�J�T�f�û�x�±���’�ï�Ö���T�×�ï
environments that combine well-being and productivity, fostering a strong sense of belonging and pride 
�û�þ�����’�ï���‘�T�ï�f�þ�K�à���ä�f�f�g�Ü�ï���U�U�±�x�±�����û�à�à�ä�Û�ï�•�w�›�Ë�ï�ž�û�g�ï�U�±�g�x�±���’�‘�±�g�ž�f�U�ï�$���w�‰�€�_�ï�û�g�ï�x�ž�f�ï�B�f�g�x�ï���T�’�û���±�ü�û�x�±�����ï�x���ï�Ö���T�×�ï�‡���T�ï
in the Central Region.

�$�_�€�I�A�ï�û���U�ï�_�‰�Ø�ï�‰�_�$

�Å���ï�x�f�T�þ�g�ï���‡�ï�û�x�x�T�û�J�x�±���’�ï�ä���‘���’�ï�x�û�à�f���x�Û�ï�x�ž�f�ï�I���T�K���T�û�x�f�ï�€�f�K�‘�x�û�x�±�����ï�A�‘�g�±���f�g�g�ï�$�����±�x���T�ï�¤�$�_�€�I�A�œ�ï�ž�û�g�ï�T�û���×�f�U�ï�‘�g�ï
among the six most attractive insurance companies for attracting and retaining young professionals. 
�‰���T�ï�x�ž�f�ï�‡�±�T�g�x�ï�x�±�þ�f�Û�ï�Ö�f�ï�ž�û�Ò�f�ï�û�à�g���ï�B�f�f���ï�T�f�J���’���±�ü�f�U�ï�B�ä�ï�_�þ�K�à���ä�f�T�g�ï�‰���T�ï�Ø���‘�x�ž�ï�¤�_�‰�Ø�ï�‰�_�$�œ�ï�û�g�ï�����f�ï���‡�ï�x�ž�f�ï�B�f�g�x�ï
companies for female professionals aged 18 to 35.

Other distinctions: 

 �= ���û�B���T�ï�f�Q�‘�û�à�±�x�ä�ï�û���U�ï�������U�±�g�J�T�±�þ�±���û�x�±�����ï�¤�•���à�U�ï�à�f�Ò�f�à�œ�ß recognition of our inclusive and equitable policies.

 �= Inclusive Company:  awarded for the second consecutive year by Fundación Éntrale, highlighting our 
strong commitment to inclusion.

 �= �•���J�±�û�à�à�ä�ï�€�f�g�K�����g�±�B�à�f�ï�I���þ�K�û���ä�ï�T�±�g�x�±���J�x�±�����ï�¤�_�•�€�¥�à�ï�’�T�û���x�f�U�ï�B�ä�ï�I�_�$�_�‰�Å�ï�‡���T�ï�<�C�ï�J�����g�f�J�‘�x�±�Ò�f�ï�ä�f�û�T�g�Û�ï
underscoring our commitment to social responsibility.

OUR AWARDS
2024PEOPLE AND  

ORGANIZATION REPORT 

77

1 2 3 4 65



 �= Empresas de 10 Recognition:  award from the Institute of the National Housing Fund for Workers 
�¤�Å�,�‰�A�,���È�Å�›�œ�ï�x�ž�û�x�ï�T�f�J���’���±�ü�f�g�ï���‘�T�ï�f�ß�f�þ�K�à�û�T�ä�ï�à�û�B���T�ï�K�T�û�J�x�±�J�f�g�Ü

 �= �,�$�Ò�½�;�=�A�ï�I�f�T�x�±�‡�±�J�û�x�±�����ï�����ï���û�B���T�ï�_�Q�‘�û�à�±�x�ä�ï�û���U�ï�,�����±�T�±�g�J�T�±�þ�±���û�x�±�����ï�‡���T�ï�$���Ë�T�Ø�à Obtained for the first 
time

 �= �•���J�±�û�à�à�ä�ï�€�f�g�K�����g�±�B�à�f�ï�I���þ�K�û���ä�ï�T�±�g�x�±���J�x�±�����ï�¤�_�•�€�¥�à Awarded by CEMEFI to MAWDY for 13 consecutive 
�ä�f�û�T�g�Û�ï�f�þ�K�ž�û�g�±�ü�±���’�ï�±�x�g�ï�g���J�±�û�à�ï�T�f�g�K�����g�±�B�±�à�±�x�ä�Ü

Nicaragua 

�‰�‘���U�û�J�±�����ï�¡���’�û�T�ï���‘�J�f�T���g�ï�U�f�à�ï���þ�û���’�û�U���ï�ž�û�g�ï�T�f�J���’���±�ü�f�U�ï�$���w�‰�€�_�É�g�ï�Ò���à�‘���x�f�f�T�±���’�ï�f�‡�‡���T�x�ï�±���ï�,�±�J�û�T�û�’�‘�û�ï�‡���T�ï
its solidarity support, generosity and commitment to the children and families of this home.

Portugal

�•�f�à���ï�U�û�ï�Å�’�‘�û�à�U�û�U�f�ï�•�û�à�û�T�±�û�à

�Ë�f�ï�ž�û�Ò�f�ï�T�f�J�f�±�Ò�f�U�ï�x�ž�±�g�ï�g�f�û�à�ï�‡�T���þ�ï�x�ž�f�ï�I���þ�þ�±�g�g�±�����ï�‡���T�ï�_�Q�‘�û�à�±�x�ä�ï�±���ï�Ë���T�×�ï�û���U�ï�_�þ�K�à���ä�þ�f���x�ï�¤�I�Å�›�_�¥�Ü�ï�Å�x�ï
acknowledges our commitment to equal opportunities for men and women in the workplace.

Dominican Republic

�A�f�g�x�ï�I���þ�K�û���±�f�g�ï�x���ï�Ë���T�×�ï�‡���T

�$�f�T�J�û�U���ï�þ�û�’�û�ü�±���f�ï�ž�û�g�ï�±���J�à�‘�U�f�U�ï�$���w�‰�€�_�ï�û�þ�����’�ï�x�ž�f�ï�<�=�A�ï�A�f�g�x�ï�I���þ�K�û���±�f�g�ï�x���ï�Ë���T�×�ï�‡���T�Ü�ï�›�ž�±�g�ï�U�±�g�x�±���J�x�±�����ï
highlights our ability to develop human talent and improve processes through continuous innovation.

Turkey

�A�f�g�x�ï�I���þ�K�û���±�f�g�ï�x���ï�Ë���T�×�ï�‡���T

MAPFRE Sigorta has been highlighted as one of the Best Companies to Work for 2024 by Toptalent.
co. This award is part of a certification program that evaluates and ranks companies based on the 
effectiveness of their HR indicators and employer brand management.
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Uruguay

�¨�T�‘�’�‘�û�ä�ï�È�û�à���T�û�ï�•�f�û�à

MAPFRE has reaffirmed its commitment to inclusion by receiving the Uruguay Valora Seal, an initiative by 
�x�ž�f�ï�¨�T�‘�’�‘�û�ä�û���ï�•���J�±�f�x�ä�ï���‡�ï�w�f���K�à�f�ï�$�û���û�’�f�þ�f���x�ï�x�ž�û�x�ï�T�f�Ö�û�T�U�g�ï���T�’�û���±�ü�û�x�±�����g�ï�±�þ�K�à�f�þ�f���x�±���’�ï�J�����J�T�f�x�f�ï�û���U�ï
demonstrable actions to include people with disabilities. 

�_�þ�K�à���ä�f�T�g�ï�‡���T�ï�Ø���‘�x�ž

�Ë�f�ï�ž�û�Ò�f�ï�û�à�g���ï�B�f�f���ï�T�f�J���’���±�ü�f�U�ï�B�ä�ï�_�þ�K�à���ä�f�T�g�ï�‡���T�ï�Ø���‘�x�ž�ï�¤�_�‰�Ø�œ�ï�û�g�ï�x�ž�f�ï�g�f�J�����U�±�B�f�g�x�ï�J���þ�K�û���ä�ï�x���ï�Ö���T�×�ï�‡���T�ï
among young professionals aged 18 to 35.

�T�_�€�_�•�ï�€�f�J���’���±�x�±����

MAWDY has been awarded the DERES Recognition for the third consecutive year for its Cycling 
�‡���T�ï�•�‘�g�x�û�±���û�B�±�à�±�x�ä�ï�K�T���Ï�f�J�x�Ü�ï�T�_�€�_�•�Û�ï�û���ï���T�’�û���±�ü�û�x�±�����ï�x�ž�û�x�ï�K�T���þ���x�f�g�ï�g�‘�g�x�û�±���û�B�à�f�ï�U�f�Ò�f�à���K�þ�f���x�Û�ï�û�����‘�û�à�à�ä�ï
�T�f�J���’���±�ü�f�g�ï�K�T���Ï�f�J�x�g�ï�x�ž�û�x�ï�ž�û�Ò�f�ï�û�ï�K���g�±�x�±�Ò�f�ï�±�þ�K�û�J�x�ï�����ï�x�ž�f�ï�•�‘�g�x�û�±���û�B�à�f�ï�T�f�Ò�f�à���K�þ�f���x�ï�•���û�à�g�ï�¤�•�T�•�g�¥�Ü�ï

�•�T�f�û�x�ï�w�à�û�J�f�ï�›���ï�Ë���T�×��

�$���Ë�T�Ø�ï�ž�û�g�ï�û�à�g���ï�f�û�T���f�U�ï�x�ž�f�ï�•�T�f�û�x�ï�w�à�û�J�f�ï�›���ï�Ë���T�×���ï�¤�•�w�›�Ë�œ�ï�J�f�T�x�±�‡�±�J�û�x�±�����ï�‡���T�ï�x�ž�f�ï�x�ž�±�T�U�ï�J�����g�f�J�‘�x�±�Ò�f�ï�ä�f�û�T�Ü

Venezuela 

�›�ž�f�ï�J���þ�K�û���ä�ï�Ö�û�g�ï�T�f�J���’���±�ü�f�U�ï�B�ä�ïA.C. Buena Voluntad �Û�ï�û�ï�������K�T���‡�±�x�ï���T�’�û���±�ü�û�x�±�����ï�U�f�U�±�J�û�x�f�U�ï�x���ï�±���x�f�’�T�û�x�±���’�ï
young people with disabilities into the workforce.

�
�‘�û���ï�I�û�T�à���g�ï�€�����U�f�û�‘�Û�ï�T�f�K�‘�x�ä�ï�•�f���f�T�û�à�ï�$�û���û�’�f�T�ï���‡�ï�w�f���K�à�f�ï�û���U�ï�A�T�’�û���±�ü�û�x�±�����Û�ï�Ö�û�g�ï���û�þ�f�U�ï�����f�ï���‡�ï�•�K�û�±���É�g�ï
Top 100 Human Resources Managers of 2024 , according to the Forbes 100 Mejores Directores de 
RRHH. Candidates are selected based on a range of proprietary criteria.
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WORKFORCE BY COUNTRY NUMBER OF EMPLOYEES

Spain 11,559 

�A�T�û�ü�±�à 4,493 

Mexico 2,107 

United States of America 1,991 

Peru 1,398 

Dominican Republic 1,094 

Colombia 1,092 

Argentina 939 

Italy �C�;�@�ï

Germany �A�?�C�ï

Turkey 514 

Puerto Rico 507 

Panama 499 

Rest of America 2,137 

Rest of Europe 1078 

Asia 37 

Total 30,585 

WORKFORCE BY GENDER NUMBER OF EMPLOYEES %

MEN �<�?�Û�C�@�@ �@�A�Î

WOMEN �<�C�Û�F�@�< �A�A�Î

TOTAL 30,585 100%

WORKFORCE BY GENDER AND JOB POSITION MEN WOMEN TOTAL

MANAGEMENT AND EXPERT MANAGEMENT 1,145 593 1,738

MIDDLE MANAGERS AND EXPERTS 3,178 �=�Û�C�=�= 5,800

ADVISORS �C�Û�A�?�E �E�Û�=�F�C 14,834

ASSOCIATES AND SUPPORT PERSONNEL 2,783 5,430 8,213

TOTAL 13,644 16,941 30,585

WORKFORCE BY CONTRACT TYPE AND GENDER MEN WOMEN TOTAL

PERMANENT 13,244 �<�C�Û�?�C�< �=�F�Û�C�;�A

TEMPORARY POLICIES 400 580 980

TOTAL 13,644 16,941 30,585
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WORKFORCE BY GENDER AND 
ORGANIZATIONAL DISTRIBUTION MEN WOMEN TOTAL

�I�A�€�w�A�€���›�_�ï���€�_���•�­�I�_�,�›�€�����ï�•�_�€�È�Å�I�_�• 835 �C�A�< �<�Û�@�E�C

IBERIA �@�Û�C�F�C 5,542 10,238

BRAZIL 1,750 �=�Û�D�=�C �@�Û�@�D�C

�����›���$�ï�•�A�¨�›�¡�½�I�_�,�›�_�€ 3,150 3,972 7,122

MEXICO 1,054 1,041 2,095

NORTH AMERICA 983 1,503 �=�Û�@�E�C

EMEA 948 1,252 2,200

REINSURANCE 228 254 482

TOTAL 13,644 16,941 30,585

NUMBER OF NATIONALITIES BY 
ORGANIZATIONAL DISTRIBUTION NUMBER OF DIFFERENT NATIONALITIES

�I�A�€�w�A�€���›�_�ï���€�_���•�­�I�_�,�›�€�����ï�•�_�€�È�Å�I�_�• 33

IBERIA 43

BRAZIL 9

�����›���$�ï�•�A�¨�›�¡�½�I�_�,�›�_�€ 24

MEXICO 8

NORTH AMERICA 13

EMEA 41

REINSURANCE 34

TOTAL FOR MAPFRE GROUP 83

WORKFORCE 
BY POSITION, 
GENERATION, 
AND GENDER

VETERANS
BABY 

BOOMERS GENERATION X GENERATION Y GENERATION Z

MEN WOMEN MEN WOMEN MEN WOMEN MEN WOMEN MEN WOMEN

MANAGEMENT 
AND EXPERT 
MANAGEMENT

1 0 277 94 �C�E�; �?�C�A 181 132 �C 2

MIDDLE MANAGERS 
AND EXPERTS

3 1 439 241 �<�Û�C�;�<1,322 997 934 138 124

ADVISORS 7 14 785 732 2,314 3,175 2,133 2,751 1,299 �<�Û�C�=�@

ASSOCIATES 
AND SUPPORT 
PERSONNEL

0 10 271 444 788 �<�Û�D�C�F904 1,713 820 1,494

TOTAL
11 25 1,772 1,511 5,383 6,631 4,215 5,530 2,263 3,244

36 3,283 12,014 9,745 5,507
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MEN WOMEN

AVERAGE AGE BY GENDER 43.5 42.1

MEN WOMEN

AVERAGE LENGTH OF SERVICE BY GENDER 12.7 12.1

MAPFRE GROUP 2023 2024

AVERAGE AGE 42.2 42.7

AVERAGE LENGTH OF SERVICE 12.1 12.3

NEW HIRES BY REASON NUMBER

MERGER OR ACQUISITION 232

EXTERNAL RECRUITMENT �?�Û�D�C�;

RETURN FROM LEAVE OF ABSENCE �C�A

RETURN FROM INTERNATIONAL ASSIGNMENT 2

TEMPORARY HIRING OF EMPLOYEES 534

DEPARTURES BY REASON NUMBER

SEVERANCE 97

VOLUNTARY �<�Û�F�C�E

DISMISSAL 1,998

LEAVE 149

RETIREMENT 138

EARLY RETIREMENT 1

DEATH 14

DISABILITY 39

END OF TEMPORARY CONTRACT 477

�$���w�‰�€�_�Û�ï�B���x�ž�ï�‡���T�ï�û�U�Ï�‘�g�x�þ�f���x�g�ï�±���ï�Ö���T�×�ï�K�à�û�����±���’�ï�û���U�ï�‡���T�ï�g�‘�B�g�x�û���x�±�û�à�ï�þ���U�±�‡�±�J�û�x�±�����g�Û�ï�û�K�K�à�±�f�g�ï�x�ž�f�ï�à�f�’�û�à�ï
�U�f�û�U�à�±���f�g�ï�g�x�±�K�‘�à�û�x�f�U�ï�±���ï�à���J�û�à�ï�à�f�’�±�g�à�û�x�±�����ï�û���U�Û�ï�±���ï�x�ž�f�ï�J�û�g�f�ï���‡�ï�•�K�û�±���Û�ï�x�ž�f�ï�K�T���Ò�±�g�±�����g�ï���‡�ï�x�ž�f�ï�Ë���T�×�f�T�g�É�ï�•�x�û�x�‘�x�f�Û�ï
which generally establishes a notice period of 15 calendar days.
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NEW HIRES BY 
JOB POSITION 
LEVEL, 
GENERATION, 
AND GENDER

VETERANS BABY BOOMERS GENERATION X GENERATION Y GENERATION Z

MEN WOMEN MEN WOMEN MEN WOMEN MEN WOMEN MEN WOMEN

MANAGEMENT 
AND EXPERT 
MANAGEMENT

0 0 4 1 44 13 20 18 1 0

MIDDLE 
MANAGERS AND 
EXPERTS

0 0 11 2 �D�C 51 100 101 32 38

ADVISORS 1 0 8 9 �<�<�C 177 348 425 504 545

ASSOCIATES 
AND SUPPORT 
PERSONNEL

0 0 18 11 102 143 224 300 441 709

TOTAL

1 0 41 23 338 384 692 844 978 1,292

1 64 722 1,536 2,270

CHANGES IN WORKFORCE 
BY BUSINESS UNIT 2019 2020 2021 2022 2023 2024

CORPORATE AREAS 1,094 1,083 �<�Û�;�C�@ 1,081 1,127 1,175

INSURANCE 28,225 28,459 �=�D�Û�C�<�D�=�C�Û�F�D�E�=�C�Û�A�<�A �=�C�Û�<�F�D

MAWDY 4,349 3,549 3,027 2,581 �=�Û�A�C�? 2,521

GLOBAL RISKS �=�;�C 180 187 �<�F�C 200 210

REINSURANCE 450 459 �@�@�C 457 �@�C�E 482
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ORGANIZATIONAL 
DISTRIBUTION BUSINESS UNIT

December 
2023

December 2024

New 
hires Departures Total

Change in 
workforce

Number of 
employees

CORPORATE 
AREAS/CENTRAL 
SERVICES

CORPORATE 
AREAS

1,127 137 89 1,175 48 1,175

MAWDY 88 8 7 89 1 89

GLOBAL RISKS 200 32 22 210 10 210

INTERNATIONAL 
CENTRAL 
SERVICES

19 2 9 12 �½�D 12

IBERIA
INSURANCE 10,147 998 993 10,152 5 10,152

MAWDY 85 �C 5 �E�C 1 �E�C

BRAZIL
INSURANCE �@�Û�D�C�<852 �<�Û�=�C�@4,349 �½�@�<�= 4,349

MAWDY 134 24 31 127 �½�D 127

LATAM 
�•�A�¨�›�¡�½�I�_�,�›�_�€

INSURANCE 5,875 1,010 �F�C�C 5,919 44 5,919

MAWDY 1,213 347 357 1,203 �½�<�; 1,203

MEXICO
INSURANCE 1,384 �A�C�? 320 �<�Û�C�=�D 243 �<�Û�C�=�D

MAWDY �@�C�? 229 224 �@�C�E 5 �@�C�E

NORTH AMERICA INSURANCE 2,574 �=�C�= 350 �=�Û�@�E�C �½�E�E �=�Û�@�E�C

EMEA
INSURANCE 1,755 245 348 �<�Û�C�A�= �½�<�;�? �<�Û�C�A�=

MAWDY 580 127 159 548 �½�?�= 548

REINSURANCE

CENTRAL 
REINSURANCE 
SERVICES

281 31 22 290 9 290

OFFICE 
REINSURANCE

187 39 34 192 5 192

TOTAL 30,873 4,912 5,200 30,585 �½�=�E�E 30,585
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FTE data

FTE BY GENDER NUMBER OF FTES %

MEN 13,539 �@�A�Î

WOMEN �<�C�Û�A�<�A �A�A�Î

TOTAL 30,054 100%

FTE BY MAIN NATIONALITIES % FTE

Spanish �?�@�Ü�E�Î

�A�T�û�ü�±�à�±�û�� �<�A�Ü�;�Î

Mexican �D�Ü�;�Î

Peruvian �@�Ü�D�Î

Colombian �?�Ü�E�Î

Dominican Republic �?�Ü�C�Î

Argentinian �=�Ü�E�Î

Italian �<�Ü�F�Î

Turkish �<�Ü�D�Î

American �<�Ü�D�Î

TOTAL 77.0%

FTES BY AGE NUMBER OF FTES %

UNDER 30 �@�Û�A�F�C �<�A�Î

�?�;�½�A�; �<�C�Û�@�D�A �A�A�Î

OVER 50 8,982 �?�;�Î

TOTAL 30,054 100%

% OF WOMEN OUT OF TOTAL FTES MEN WOMEN % WOMEN

MANAGEMENT 1,144 593 �?�@�Ü�<�Î

TOP MANAGEMENT �C�?�A 279 �?�;�Ü�A�Î

JUNIOR MANAGEMENT 3,482 2,797 �@�@�Ü�A�Î

�€�_�È�_�,�¨�_�½�•�_�,�_�€���›�Å�,�•�ï�$���,���•�_�$�_�,�› 3,821 2,942 �@�?�Ü�A�Î

STEM 1,358 589 30.2%
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Workforce evolution

ORGANIZATIO 
AL 
DISTRIBUTION BUSINESS UNIT

December 
2023

December 2024

New 
hires Departures Total

Change in 
workforce

Number of 
employees

CORPORATE 
AREAS/
CENTRAL 
SERVICES

CORPORATE AREAS 1,127 137 89 1,175 48 1,175

MAWDY 88 8 7 89 1 89

GLOBAL RISKS 200 32 22 210 10 210

INTERNATIONAL 
CENTRAL SERVICES

19 2 9 12 �½�D 12

IBERIA
INSURANCE 10,147 998 993 10,152 5 10,152

MAWDY 85 �C 5 �E�C 1 �E�C

BRAZIL
INSURANCE �@�Û�D�C�<852 �<�Û�=�C�@4,349 �½�@�<�= 4,349

MAWDY 134 24 31 127 �½�D 127

LATAM 
�•�A�¨�›�¡�½�I�_�,�›�_�€

INSURANCE 5,875 1,010 �F�C�C 5,919 44 5,919

MAWDY 1,213 347 357 1,203 �½�<�; 1,203

MEXICO
INSURANCE 1,384 �A�C�? 320 �<�Û�C�=�D 243 �<�Û�C�=�D

MAWDY �@�C�? 229 224 �@�C�E 5 �@�C�E

NORTH 
AMERICA

INSURANCE 2,574 �=�C�= 350 �=�Û�@�E�C �½�E�E �=�Û�@�E�C

EMEA
INSURANCE 1,755 245 348 �<�Û�C�A�= �½�<�;�? �<�Û�C�A�=

MAWDY 580 127 159 548 �½�?�= 548

REINSURANCE

CENTRAL 
REINSURANCE 
SERVICES

281 31 22 290 9 290

OFFICE 
REINSURANCE

187 39 34 192 5 192

TOTAL 30,873 4,912 5,200 30,585 �½�=�E�E 30,585
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Staff turnover rate

TOTAL STAFF TURNOVER BY GENDER 2023 2024

MEN �<�C�Ü�E�Î �<�A�Ü�F�Î

WOMEN �<�C�Ü�C�Î �<�C�Ü�;�Î

TOTAL 16.7% 16.0%

UNWANTED STAFF TURNOVER BY GENDER 2023 2024

MEN �D�Ü�=�Î �C�Ü�<�Î

WOMEN �D�Ü�F�Î �C�Ü�D�Î

TOTAL 7.6% 6.4%

TOTAL STAFF 
TURNOVER 
BY GENDER, 
GENERATION,   
AND JOB 
POSITION LEVEL

Veterans Baby Boomers Generation X Generation Y Generation Z

TOTALMEN
WO�½
MEN MEN WOMEN MEN WOMEN MEN WOMEN MEN WOMEN

MANAGEMENT 
AND EXPERT 
MANAGEMENT

�;�Ü�;�;�Î �;�Ü�;�;�Î �<�?�Ü�C�;�Î �D�Ü�@�;�Î�A�Ü�D�;�Î �A�Ü�;�;�Î �<�=�Ü�=�;�Î �F�Ü�?�;�Î�;�Ü�;�;�Î �;�Ü�;�;�Î �D�Ü�F�;�Î

MIDDLE 
MANAGERS AND 
EXPERTS

�A�;�Ü�;�;�Î �;�Ü�;�;�Î �C�Ü�?�;�Î �C�Ü�<�;�Î �C�Ü�<�;�Î �C�Ü�?�;�Î �<�;�Ü�F�;�Î �<�=�Ü�D�;�Î �<�D�Ü�;�;�Î �=�<�Ü�;�;�Î �E�Ü�A�;�Î

ADVISORS �C�;�Ü�;�;�Î �D�Ü�<�;�Î �D�Ü�?�;�Î�F�Ü�D�;�Î �C�Ü�E�;�Î �D�Ü�<�;�Î �<�F�Ü�E�;�Î�<�C�Ü�D�;�Î�=�E�Ü�E�;�Î �?�C�Ü�;�;�Î �<�A�Ü�@�;�Î

ASSOCIATES 
AND SUPPORT 
PERSONNEL

�;�Ü�;�;�Î �F�Ü�<�;�Î �<�E�Ü�C�;�Î �<�=�Ü�F�;�Î �<�E�Ü�C�;�Î �<�;�Ü�@�;�Î �=�E�Ü�@�;�Î �=�<�Ü�C�;�Î �@�=�Ü�;�;�Î �?�?�Ü�;�;�Î �=�?�Ü�<�;�Î

TOTAL 53.30% 7.70% 9.80% 10.00% 8.30% 7.70% 19.50% 17.60% 33.30% 34.00% 16.00%
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Internal vacancies 

NIVEL DE PUESTO

Veterans Baby Boomers Generation X Generation Y Generation Z

TOTALMen Women Men Women Men Women Men Women Men Women

MANAGEMENT 
AND EXPERT 
MANAGEMENT

0 0 0 0 11 8 4 9 1 1 34

MIDDLE 
MANAGERS AND 
EXPERTS

0 0 0 4 51 �C�< 74 87 24 20 321

ADVISORS 0 0 5 3 34 �C�D 113 �<�C�; 105 150 �C�?�D

ASSOCIATES 
AND SUPPORT 
PERSONNEL

0 0 3 4 14 22 28 50 41 �C�C 228

TOTAL 0 0 8 11 110 158 219 306 171 237 1,220
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Work-life balance metrics

Work-life balance measures
Number of employees 

entitled to benefit

Flexible work schedule �<�F�Û�D�C�?

Part-time working arrangements �<�Û�C�;�@

Reduced workday �=�Û�=�=�C

Teleworking contract 18,594

Paid leave 14,221

Unpaid leave 747

�$�û�x�f�T���±�x�ä�­�K�û�x�f�T���±�x�ä�ï�à�f�û�Ò�f 904

�•�û�B�B�û�x�±�J�û�à�g�ï�‡���T�ï�g�x�‘�U�ä�­�‡�û�þ�±�à�ä�ï�K�‘�T�K���g�f�g 88

Employee reintegration program following a protracted leave of absence �C�?

  Maternity/paternity

2024

Men Women TOTAL

�,�‘�þ�B�f�T�ï���‡�ï�f�þ�K�à���ä�f�f�g�ï�f���x�±�x�à�f�U�ï�x���ï�þ�û�x�f�T���±�x�ä�­�K�û�x�f�T���±�x�ä�ï�à�f�û�Ò�f13,449 �<�C�Û�E�<�D �?�;�Û�=�C�C

�Î�ï�_�þ�K�à���ä�f�f�g�ï�f���x�±�x�à�f�U�ï�x���ï�þ�û�x�f�T���±�x�ä�­�K�û�x�f�T���±�x�ä�ï�à�f�û�Ò�f �F�F�Ü�@�;�Î �<�;�;�Î�F�F�Ü�D�;�Î

�,�‘�þ�B�f�T�ï���‡�ï�x���x�û�à�ï�f�þ�K�à���ä�f�f�g�ï�Ö�ž���ï�ž�û�Ò�f�ï�T�f�J�f�±�Ò�f�U�ï�þ�û�x�f�T���±�x�ä�­
paternity leave

349 555 904

�,�‘�þ�B�f�T�ï���‡�ï�f�þ�K�à���ä�f�f�g�ï�Ö�ž���ï�T�f�x�‘�T���f�U�ï�x���ï�Ö���T�×�ï�û�‡�x�f�T�ï�þ�û�x�f�T���±�x�ä�­
paternity leave in the current year

331 475 �E�;�C

Number of employees who, after their leave, definitively left the 
company in the current year

17 �@�C �C�?

Number of total employees who have returned to work after 
�J���þ�K�à�f�x�±���’�ï�þ�û�x�f�T���±�x�ä�­�K�û�x�f�T���±�x�ä�ï�à�f�û�Ò�f�ï�û���U�ï�Ö�ž���ï�Ö�f�T�f�ï�g�x�±�à�à�ï
employed 12 months after returning to work

417 412 829

Return to work rate �F�@�Ü�E�Î �E�A�Ü�C�Î �E�F�Ü�=�Î

Retention rate �F�<�Ü�C�Î �E�A�Ü�A�Î �E�E�Ü�A�Î
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Training metrics

Main training figures

�‰�±���û���J�±�û�à�ï�J���þ�K�û�T�±�g�����ï�‡���T�ï�=�;�=�=�¾�=�;�=�@

Training indicators 2024 2023 2022

Investment in training €9,905,581  €10,907,192 �"�<�;�Û�;�A�=�Û�<�@�C

Average investment per employee  €324  €353 €327

Total training hours 1,059,283 �F�E�@�Û�C�=�= �F�C�<�Û�@�<�A

Training hours per employee 35 32 30.44

Total number of attendances at training actions 387,797 �?�D�@�Û�C�?�A �?�;�F�Û�C�@�E

% of workforce trained  100%  100% 100%

���g�g�±�g�x�û���J�f�ï�B�ä�ï�Ï���B�ï�à�f�Ò�f�à�ï�û���U�ï�’�f���U�f�T

2024 2023 2022

Job position level Men Women Men Women Men Women

Senior management and 
expert managers

13,511 �E�Û�@�F�C 13,148 �C�Û�F�@�@ 8,399 4,227

Middle managers and 
experts

�@�C�Û�@�;�@ �?�?�Û�C�A�D �?�E�Û�;�C�E �?�;�Û�C�D�< �=�A�Û�;�?�C21,209

Advisors 78,288 89,493 �D�F�Û�D�C�A �F�?�Û�;�;�C �D�<�Û�=�?�C90,813

Associates 32,782 �E�A�Û�<�C�C �?�D�Û�D�?�C75,297 28,753 59,975

TOTAL 170,985 216,812 168,717 205,918 133,424 176,224
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Quantitative impact of the training

LEADERSHIP DEVELOPMENT PROGRAMS

Description of the program offered to employees (including those on part-time contracts)

In 2024 MAPFRE launched a new Leadership 2024 cycle within its Global Leadership Plan. This involved 
the development and deployment of a new leadership model focused on strategic vision, results 
orientation and people development.  

The initiative also included a self-evaluation tool for reflection on leadership and new development 
�±�x�±���f�T�û�T�±�f�g�ï�û�à�±�’���f�U�ï�Ö�±�x�ž�ï�B�f�ž�û�Ò�±���T�û�à�ï�g�×�±�à�à�g�ï�û���U�ï�$���w�‰�€�_�É�g�ï�I�‘�à�x�‘�T�û�à�ï�€�f�û�J�x�±�Ò�û�x�±�����ï�w�à�û���Û�ï�Ö�ž�±�J�ž�ï�B�f�’�û���ï�±���ï�=�;�=�@�ï
and will continue throughout 2025.

Impact

Leader Index:  On a scale of 0 to 10, where 0 is highly unlikely and 10 is very likely, how likely is it that you 
would you recommend a friend to work for your direct report? The result is calculated as a percentage of 
employees who answer 9 or 10 to the question.

Following the implementation of the Leadership Program, focused on strengthening the capabilities 
of leaders to manage their teams and promote a closer leadership style oriented toward the 
development of people, an increase in the Leader Index has been observed. This index measures 
�x�ž�f�ï�U�f�’�T�f�f�ï�x���ï�Ö�ž�±�J�ž�ï�û���ï�f�þ�K�à���ä�f�f�ï�Ö���‘�à�U�ï�T�f�J���þ�þ�f���U�ï�x�ž�f�±�T�ï�þ�û���û�’�f�T�Ü�ï�›�ž�f�ï�±���U�±�J�û�x���T�ï�±�þ�K�T���Ò�f�U�ï�‡�T���þ�ï�C�=�ï
�±���ï�=�;�=�?�ï�x���ï�C�@�ï�±���ï�=�;�=�@�Ü

CULTURAL EDUCATION

Description of the program offered to employees (including those on part-time contracts)

MAPFRE has implemented training programs and initiatives for its employees designed to increase 
awareness, understanding and respect for different cultural origins, practices and perspectives. The 
following stand out:

 �= Diversity Programs: Awareness-raising initiatives were carried out, including participation in 
�Å���x�f�T���û�x�±�����û�à�ï�Ë���þ�f���É�g�ï�T�û�ä�Û�ï�K�T���þ���x�±���’�ï�û�ï�‡�û�±�T�ï�û���U�ï�±���J�à�‘�g�±�Ò�f�ï�Ö���T�×�K�à�û�J�f�Ü�ï�A�x�ž�f�T�ï�û�J�x�±�����g�ï�±���J�à�‘�U�f�U�ï�û�J�J�f�g�g�ï
to employment, training, promotion, salary equity, communication, work-life balance, prevention 
of gender-based violence and prevention of sexual and gender-based harassment. This program 
leverages the knowledge and experience of employees over the age of 55 through mentoring activities 
and internal and external educational functions. In 2024, two MAPFRE Talks were held to address 
issues including financial well-being, data security, corporate strategy, innovation, talent management 
and travel insurance.

 �= Cultural Reactivation Plan: MAPFRE has implemented this plan to strengthen commitment to our culture 
and purpose - WE CARE ABOUT WHAT MATTERS TO YOU - in all employees and leaders. Focusing 
�����ï�B�f�ž�û�Ò�±���T�g�Û�ï���‘�T�ï�T�û�±�g�����ï�U�É�k�x�T�f�Û�ï�g���ï�x�ž�û�x�ï�Ö�f�ï�J�û���ï�T�f�û�à�à�ä�ï�û�à�à�ï�‡���J�‘�g�ï�����ï�J�û�T�±���’�ï�‡���T�ï�x�ž�f�ï�J�à�±�f���x�Û�ï�f�þ�K�à���ä�f�f�Û�ï
collaborator and society, because WE ARE MAPFRE AND WE ACT.

In 2024, we carried out:

 �= Webinars for leaders: sessions on inspirational leadership and leadership based on caring.

 �= Culture talks: meetings focused on our culture and purpose: caring for the client, colleagues and 
society.

 �= MAPFRE online culture program, available to all employees worldwide. The corporate culture is the 
heart of the company and more than 23,000 colleagues participated in the MAPFRE Online Culture 
Program to fully understand our mission, vision and values and the way we act.
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Impact

eNPS®: On a scale of 0 to 10, where 0 is highly unlikely and 10 is very likely, how likely is it that you 
would recommend your company as a good place to work to a friend? 

�›�ž�f�ï�K�T���’�T�û�þ�g�ï�U�f�g�±�’���f�U�ï�x���ï�g�x�T�f���’�x�ž�f���ï�û���U�ï�û�J�x�±�Ò�û�x�f�ï���‘�T�ï���T�’�û���±�ü�û�x�±�����û�à�ï�J�‘�à�x�‘�T�f�Û�ï�Ö�±�x�ž�ï�x�ž�f�ï���B�Ï�f�J�x�±�Ò�f�ï���‡�ï
aligning behaviors, strengthening a sense of belonging and enhancing a positive experience for 
�f�þ�K�à���ä�f�f�g�Û�ï�ž�û�Ò�f�ï�ž�û�U�ï�û�ï�g�±�’���±�‡�±�J�û���x�ï�±�þ�K�û�J�x�ï�����ï�x�ž�f�ï�_�þ�K�à���ä�f�f�ï�,�f�x�ï�w�T���þ���x�f�T�ï�•�J���T�f�ï�›�f�,�w�•���œ�Ü�ï�›�ž�±�g�ï�±���U�±�J�û�x���T�ï
measures the likelihood of employees recommending MAPFRE as a good place to work.

�›�ž�f�ï�f�,�w�•���ï�ž�û�g�ï�±�þ�K�T���Ò�f�U�ï�g�±�’���±�‡�±�J�û���x�à�ä�Û�ï�±�þ�K�T���Ò�±���’�ï�‡�T���þ�ï�E�C�Î�ï���‡�ï�K�f���K�à�f�ï�Ö���T�×�±���’�ï�±���ï�J���‘���x�T�±�f�g�ï�Ö�ž�f�T�f�ï�x�ž�f�ï
�T�f�J���þ�þ�f���U�û�x�±�����ï�±���U�f�ß�ï�±�g�ï�f�±�x�ž�f�T�ï�Ò�f�T�ä�ï�’�����U�ï�›�þ���T�f�ï�x�ž�û���ï�=�;�ï�K���±���x�g�œ�ï���T�ï�f�ß�J�f�à�à�f���x�ï�›�þ���T�f�ï�x�ž�û���ï�@�;�ï�K���±���x�g�œ�ï
�±���ï�=�;�=�?�ï�x���ï�F�<�Ü�@�Î�ï�±���ï�=�;�=�@�Ü�ï�Å���ï�û�U�U�±�x�±�����Û�ï�x�ž�f�ï�±�þ�K�û�J�x�ï���‡�ï�x�ž�f�g�f�ï�K�T���’�T�û�þ�g�ï�±�g�ï�û�à�g���ï�T�f�‡�à�f�J�x�f�U�ï�±���ï�x�ž�f�ï�U�f�J�T�f�û�g�f�ï
�±���ï�‘���Ö�û���x�f�U�ï�g�x�û�‡�‡�ï�x�‘�T�����Ò�f�T�Û�ï�Ö�ž�±�J�ž�ï�‡�f�à�à�ï�‡�T���þ�ï�D�Ü�C�Î�ï�±���ï�=�;�=�?�ï�x���ï�C�Î�ï�±���ï�=�;�=�@�Û�ï�±���U�±�J�û�x�±���’�ï�’�T�f�û�x�f�T�ï�f�þ�K�à���ä�f�f�ï
commitment.

TRANSITION PROGRAMS FOR RETIREES AND REDUNDANCIES

Description of the program offered to employees (including those on part-time contracts)

As part of its commitment to the comprehensive well-being of its workforce and in order to best prepare 
people for the future, MAPFRE has implemented initiatives aimed at supporting employees in the different 
stages of their professional and personal lives.

These include:

 �= Senior Space: a dedicated space on the corporate intranet that offers useful resources for employees 
�û�K�K�T���û�J�ž�±���’�ï�T�f�x�±�T�f�þ�f���x�ï�û�’�f�Ü�ï�Å���ï�û�ï�g�‘�T�Ò�f�ä�Û�ï�D�=�Ü�?�Î�ï���‡�ï�f�þ�K�à���ä�f�f�g�ï���Ò�f�T�ï�C�;�ï�T�û�x�f�U�ï�x�ž�±�g�ï�T�f�g���‘�T�J�f�ï�ž�±�’�ž�f�T�ï�x�ž�û���ï�D�ï
out of 10 in terms of its usefulness.

 �= Financial Education Portal: an internal platform that provides financial education resources to help 
employees plan for their financial future. Specific training content is also available on Financial 
Well-being, How to Educate Your Children Financially, and other topics.

Transition programs have a significant impact on the satisfaction and commitment of senior talent. This 
is reflected in the SENIOR ESI, which reflects the valuations given by employees over the age of 50 to 10 
variables.

Impact

SENIOR ESI The Senior ESI is the percentage of employes over 50 years of age who rated their 
satisfaction with the 10 variables with an average score of between 8 and 10. The variable are: knowledge 
���‡�ï���B�Ï�f�J�x�±�Ò�f�g�Û�ï�K�T�±�U�f�ï�±���ï�x�ž�f�ï�Ö���T�×�ï�J�û�T�T�±�f�U�ï���‘�x�Û�ï�T�f�J���’���±�x�±�����ï�‡���T�ï�x�ž�f�ï�Ö���T�×�ï�J�û�T�T�±�f�U�ï���‘�x�Û�ï�J�����x�T�±�B�‘�x�±�����ï�x���ï�x�ž�f�ï
company, receipt of quality feedback, development opportunities, collaboration, work tools, caring for 
�K�f���K�à�f�Û�ï�K�T�±�U�f�ï�±���ï�x�ž�f�ï�J���þ�K�û���ä�É�g�ï�g���J�±�û�à�ï�‡�����x�K�T�±���x�Ü�ï�›�ž�f�ï�•�f���±���T�ï�_�•�Å�Û�ï�Ö�ž�±�J�ž�ï�Ö�û�g�ï�‡�±�T�g�x�ï�þ�f�û�g�‘�T�f�U�ï�±���ï�=�;�=�@�Û�ï�g�x�����U�ï
�û�x�ï�D�<�Î�ï�‡���T�ï�=�;�=�@�Ü
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DIGITAL TRANSITION PROGRAM

Description of the program offered to employees (including those on part-time contracts)

As part of its commitment to continuous learning and inclusive development, MAPFRE promotes specific 
programs that support both digital transformation and generational inclusion.

 �= Digital Transition Program: Aimed at strengthening digital capabilities, this program offers training via 
the Digital Technical Knowledge Room. In 2024, content was provided on digital technical knowledge, 
�U�±�’�±�x�û�à�ï�x�����à�g�Û�ï�û�’�±�à�f�ï�þ�f�x�ž���U���à���’�±�f�g�ï�û���U�ï�×�f�ä�ï�g�×�±�à�à�g�ï�±���ï�x�ž�f�ï�U�±�’�±�x�û�à�ï�f���Ò�±�T�����þ�f���x�Ü�ï�$���T�f�ï�x�ž�û���ï�<�E�Û�C�;�;�ï�ž���‘�T�g�ï���‡�ï
training in digital content were completed, with the participation of more than 3,400 employees, of 
�Ö�ž�±�J�ž�ï�<�Û�=�D�E�ï�f�þ�K�à���ä�f�f�g�ï�Ö�f�T�f�ï���Ò�f�T�ï�A�;�Û�ï�T�f�‡�à�f�J�x�±���’�ï�$���w�‰�€�_�É�g�ï�J���þ�þ�±�x�þ�f���x�ï�x���ï�±���x�f�T�’�f���f�T�û�x�±�����û�à�ï�x�T�û�±���±���’�ï�±���ï
digital skills.

 �= Generational Commitment Program: This initiative highlights the experience of employees over the 
age of 55, promoting their active participation through mentoring activities and internal and external 
educational functions. In 2024, two MAPFRE Talks were held on topics covering financial well-being, 
data security, corporate strategy, innovation, talent management and travel insurance, thus promoting 
knowledge sharing and continuous commitment.

Impact

Digital training programs make it possible to acquire digital knowledge, implement agile methodologies 
and use digital tools, which leads to improved productivity. They also have an impact on the business 
�U�f�Ò�f�à���K�f�U�ï�B�ä�ï�$���w�‰�€�_�ï�x�ž�T���‘�’�ž�ï�U�±�’�±�x�û�à�ï�J�ž�û�����f�à�g�Û�ï�Ö�ž�±�J�ž�ï�±���J�T�f�û�g�f�U�ï�B�ä�ï�C�Ü�F�Î�Ü�ï�J���þ�K�û�T�f�U�ï�x���ï�x�ž�f�ï�K�T�f�Ò�±���‘�g�ï
�ä�f�û�T�ï�›�g�f�f�ï�K�û�’�f�ï�<�F�D�ï���‡�ï�$���w�‰�€�_�É�g�ï�I�����g���à�±�U�û�x�f�U�ï�$�û���û�’�f�þ�f���x�ï�€�f�K���T�x�ï�=�;�=�@�¥�Ü�ï
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Health and safety metrics

Absenteeism for health reasons

Absenteeism 
data  �¤�<�¥�¤�=�¥�ï�¤�?�¥�ï

2024 2023 2022

Men Women Total Men Women Total Men Women Total

Number of 
workplace 
accidents

113 123 �=�?�C 100 103 203 92 93 185

Number of 
occupational 
diseases

�² �² �² 0 5 5 �² 4 4

Number of 
employee 
deaths due to 
occupational 
accidents

�² �² �² 1 �² 1 1 0 1

Number of 
employees 
killed due to 
occupational 
illness

�² �² �² �² �² �² �² �² �²

Total number of 
days lost due 
to absenteeism 
arising from 
non-workplace 
accidents 
and common 
illnesses �ï�¤�@�¥�ï

79,130 �<�A�F�Û�C�=�?238,753 70,984 �<�A�C�Û�@�;�;227,383 �C�@�Û�;�C�F154,097 �=�<�E�Û�<�C�C

�¤�<�¥�ï �Å���Ï�‘�T�±�f�g�ï�U�‘�f�ï�x���ï�Ö���T�×�±�T�f�à�û�x�f�U�ï�û�J�J�±�U�f���x�g�ï�û�T�f�ï�T�f�K���T�x�f�U�ï�Ö�±�x�ž���‘�x�ï�U�±�‡�‡�f�T�f���x�±�û�x�±���’�ï�x�ž���g�f�ï�J�û�g�f�g�ï�Ö�±�x�ž�ï�þ�û�Ï���T�ï
consequences.

�¤�=�¥ Hours worked are theoretical hours.
�¤�?�¥�ï�T�û�x�û�ï�±���J�à�‘�U�f�ï�û�J�J�±�U�f���x�g�ï�����ï�x�ž�f�ï�Ö�û�ä�ï�x���ï�û���U�ï�‡�T���þ�ï�Ö���T�×�Ü
�¤�@�¥ Days calculated on an average basis of 7.5 hours per day.
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Absenteeism rates

2024 2023 2022

Men Women Total Men Women Total Men Women Total

Workplace Accident 
�Å���J�±�U�f���x�ï�€�û�x�f�ï�¤�Ë���Å�€�¥

827.14 �D�=�?�Ü�D�C772.58 �D�=�C�Ü�@�E �C�;�;�Ü�F �C�A�C�Ü�E�? �C�A�F�Ü�E�E527.18 �A�E�A�Ü�D�C

�Ë���T�×�±�€�f�à�û�x�f�U�ï�Å���Ï�‘�T�ä�ï
�€�û�x�f�ï�¤�Ë�€�Å�€�¥

4.42 3.87 4.11 �?�Ü�F�C 3.25 3.57 3.71 2.92 3.27

Occupational Illnesses 
�Å���J�±�U�f���x�ï�€�û�x�f�ï�¤�A�Å�Å�€�¥

�² �² �² �² 29.17 �<�C�Ü�<�E �² �=�=�Ü�C�D �<�=�Ü�C�D

Occupational 
Absenteeism Rate 
�¤�A���€�¥

0.17 0.11 0.14 0.12 0.11 0.12 0.07 0.09 0.08

Accident Frequency 
�€�û�x�f�ï�¤���‰�€�¥

33.19 29.02 30.88 29.41 24.37 �=�C�Ü�C�= 27.51 21.93 24.39

Professional Illness 
Frequency Rate 
�¤�w�Å�‰�€�¥

�² �² �² �² 1.18 �;�Ü�C�C �² 0.94 0.53

Lost Workday Rate 
�¤���Ë�€�¥

1.72 1.08 �<�Ü�?�C 1.22 1.12 1.17 0.73 �;�Ü�E�C 0.85

Occupational 
Accident Death Rate 
�¤�A���T�€�¥

�² �² �² 0.29 1.12 0.13 0.3 �² 0.13

Rate of deaths due to 
occupational illness

�² �² �² �² 1.12 �² �² �² �²

Frequency index 4.42 3.87 4.11 �@�Ü�?�C 1.12 3.95 4.08 3.25 �?�Ü�C�=

Severity index 0.23 0.14 0.18 0.18 0.15 �;�Ü�<�C 0.11 0.13 0.12

Absenteeism ratio 2.5 3.87 �?�Ü�=�C 2.21 3.81 3.10 1.99 3.73 �=�Ü�F�C

Indicators and quantifiable objectives for monitoring and 
prioritizing the Global Healthy Company Management Model

Indicator Objective
Degree of 

compliance

Ratio of occupational absenteeism for health reasons
Not exceeding 

�?�Ü�=�Î
�F�E�Ü�=�Î

Percentage of the workforce in countries with a Health and Safety Comittee in 
place

�<�;�;�Î �F�<�Î

Percentage of countries with occupational risk prevention activities �<�;�;�Î �E�F�Ü�D�Î
Percentage of countries with Health Promotion actions in place �<�;�;�Î �F�C�Ü�@�Î
Percentage of countries with Physical Activity and Food actions in place �<�;�;�Î �F�=�Ü�F�Î
Percentage of countries with Mental Welfare actions in place �<�;�;�Î �<�;�;�Ü�;�Î
Percentage of countries with actions in the Personal Environment in place �<�;�;�Î �D�<�Ü�@�Î
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Healthy company indicators

�Ë�f�É�Ò�f�ï�û�à�g���ï�U�f�‡�±���f�U�ï�x�ž�f�ï�‡���à�à���Ö�±���’�ï�±���U�±�J�û�x���T�g�Û�ï�Ö�ž�±�J�ž�ï�û�T�f�ï�þ�����±�x���T�f�U�ï�û�g�ï�K�û�T�x�ï���‡�ï�x�ž�f�ï�T�f�’�‘�à�û�T�ï�û�J�x�±�Ò�±�x�±�f�g�ï���‡�ï�à���J�û�à�ï
�x�f�û�þ�g�Ü�ï�›�ž�±�g�ï�U�û�x�û�ï�±�g�ï�J���þ�K�±�à�f�U�ï�û�����‘�û�à�à�ä�ï�±���x���ï�û�ï�¡�f�û�à�x�ž�ä�ï�I���þ�K�û���ä�ï�T�f�K���T�x�Û�ï�Ö�ž�±�J�ž�ï�±�g�ï�K�T�f�g�f���x�f�U�ï�x���ï�$���w�‰�€�_�É�g�ï
Risks, Sustainability and Compliance Committee.

2024 2023

WORKPLACE ENVIRONMENT

Percentage of the workforce represented by the Health and 
Safety Committee 

�F�<�Î �F�;�Î

Number of countries where occupational and health risk 
prevention activities have been carried out

�=�C �=�C

Number of work centers where occupational risk 
�û�g�g�f�g�g�þ�f���x�g�ï�ž�û�Ò�f�ï�B�f�f���ï�J�����U�‘�J�x�f�U�ï�›�ž�f�û�à�x�ž�Û�ï�g�û�‡�f�x�ä�Û�ï
�±���U�‘�g�x�T�±�û�à�ï�ž�ä�’�±�f���f�Û�ï�f�T�’�������þ�±�J�g�Û�ï�f�x�J�Ü�œ

541.  
�•�J���K�f�ß�ï�F�C�Ü�D�Î�ï 

of workforce

�@�C�C�Ü 
�•�J���K�f�ï�¤�E�A�Î�ï 

���‡�ï�Ö���T�×�‡���T�J�f�œ

Number of work centers where psychosocial risk 
assessments have been conducted

1,078  
�•�J���K�f�ß�ï�A�E�Ü�<�Î�ï 
of workforce

420  
�•�J���K�f�ß�ï�A�F�Î�ï 
of workforce

�,�‘�þ�B�f�T�ï���‡�ï�J���‘���x�T�±�f�g�ï�x�ž�û�x�ï�±���Ò�f�g�x�±�’�û�x�f�ï�û���U�ï�û���û�à�ä�ü�f�ï
workplace accidents, occupational diseases, incidents, and 
absenteeism due to other health reasons

20 11

Number of countries that have carried out occupational 
accident prevention

�=�C 24

Number of employees and hours dedicated to training 
and information on health, safety, and occupational risk 
prevention

14,449 employees  
39,470 hours

�<�A�Û�<�@�C�ï�f�þ�K�à���ä�f�f�g 
31,924 hours

Number of countries that coordinate occupational risk 
prevention with providers

22 15

Number of company medical examinations �<�<�Û�A�<�C 10,029

Number of countries with emergency and safety measures 
to protect workers

29 30

Number of countries where the occupational health and 
safety management system has been audited by an 
external company

12 14

HEALTH PROMOTION

Number of medical consultations provided to employees 33,341 �A�<�Û�F�?�C

Number of medical consultations provided to relatives �C�Û�F�C�D 545

Number of health promotion campaigns �C�A�; �A�C�F
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2024 2023

PHYSICAL ACTIVITY AND DIET

Number of countries that supervise the inclusion of healthy 
foods in menus or products offered at work centers

22 13

Number of awareness campaigns and activities on the 
positive impact of healthy eating on health.

297 340

Number of awareness campaigns and activities on the 
benefits of regular physical activity and promotion of sports 
activities.

818 �@�?�C

�$�_�,�›�����ï�Ë�_�����½�A�_�Å�,�•

Number of information and promotion campaigns on 
mental well-being

313 204

Number of employees and hours dedicated to training and 
information on stress management or mental well-being.

�C�Û�;�D�;�ï�f�þ�K�à���ä�f�f�g�ï 
�<�C�Û�D�A�=�ï�ž���‘�T�g

�@�Û�D�C�A�ï�f�þ�K�à���ä�f�f�g 
11,038 hours

Number of psychological counseling sessions provided to 
employees

4,838 2,937

Number of psychological counseling sessions provided to 
family members of employees

�A�C�A �C�;�<

PERSONAL ENVIRONMENT

Number of informational and training activities supporting 
personal well-being, including initiatives such as 
breastfeeding promotion, maternity protection, financial 
education, parenting programs, road safety, accident 
prevention for older adults, and other activities aimed at 
comprehensive well-being.

154 200

�,�‘�þ�B�f�T�ï���‡�ï�g���J�±�û�à�ï�û�J�x�±�Ò�±�x�±�f�g�ï�›�g�K���T�x�g�Û�ï�J�‘�à�x�‘�T�û�à�ï�û���U�ï�à�f�±�g�‘�T�f�œ�ï�û���U�ï
number of participants.

�?�?�C�ï�û�J�x�±�Ò�±�x�±�f�g�ï 
35,347 employees  

8,821 relatives

507 activities  
33,534 employees  

�E�Û�C�A�F�ï�T�f�à�û�x�±�Ò�f�g
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