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We Are
MAPFRE
and We Act

(Chee

Dear reader,

>72fip x+O0x+ iBfz+ UixZ+giU J'pf xi+xgix TK'BazJaait‘at+aalix ixzfip gxizxpK T
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

KT OxU= "ixzfifRJfaaf xigfTO+JfixzaxiOfiaTfix O it TUIB‘xi+xEgi ‘TifpKa affgi
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 pKO aEgiOda‘fgia Ui Bifdx+xOfgUi+tgixzfip gxif T+xJz+ 'ifafpf xi i ‘TiB‘g+ fggi
f GBafgi‘gix TKT ‘UaaigxaxfixZaxi$ w¥h€_i+gitiJ pKO &i 17 KK Tx' +x+fgiOzfTfi
meaningful.

Thank you all for making it all possible.

Alfredo Castelo

Group Chief People, Strategy and Sustainability Officer

@ @ 4 @ O ® MAPFRE
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Where
your time IS
meaningful

iJ pKO AEQiJTfU+B+a+xaild UiTfK'xOx+ T0TfiIKT KfaafuUiBaikKT Of ifaJxgRiOfiU
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 T071) pKO AEgiKfTH Tpa Jfidggixzfiwf Kafid UTAT'0 £00xzx 73 Ix+ ixgUiTEfiJ xA
KT $fgg+ 0aiufofa Kpf xi 7 ‘TixfapgUiKT OxU=+ "ixTa+ + "UiKT+ T+x+u+ 'ix xf
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.

EfEOfixOxf iJOTfi fixzfiOfaa+Bf+ 'i i1 ‘TiKf KafRi+ T1Kzag+Jdaid Uifp x+ 0aizfc
diversity and safety. People can only fully give the best of themselves when they feel good about what

xzfAETfiU = "UVEfEOfidag iBff iOzfTfiOfiOfTfip gxi ffUfUT OfTixzfiJd ‘Tgfi tiadg.
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.

$ gxixpK Tx0 xaaRiOfEOfiIU fidaai tixz+gix "fxzfTUTE+x210+g+ UiO+xziftf Tx
that the future is full of new challenges: in artificial intelligence, sustainability, in attracting and developing

xtaf xUi UTOfETHIKTIKOTIUIx ipffxixz gfiJzaaaf 'fgizfaUi UiBfJa'gfiOfia xix i
fRItxfpf xi10 UiJfTx0+ xaixzZ0xiOfETfiB'+aU+ "i0iKT TfIxT1OzfTfifOfTaAaB U&TJ ' xg
We imagine this future side by side with the people who make MAPFRE a company where every minute

makes sense.

»20 xia ‘it TiBf+x "TGiKOTxi tixz+gil ‘T fali>z0 xia ‘it TiBf+ "izfTfUi>20 xia ‘it
all, thank you for making it possible

Juan Carlos Rondeau

Group Chief People Officer

Q @ 5 @ O ® MAPFRE
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Our company is distinguished by a strong corporate culture—deeply rooted and fully aligned with our
K'TK gfiad UTOda‘fgUTA TiexTOxf'£Jiwald i=;=@%=;=CitgiJoaafUil xx+x ' UfRTEfiQT
which embodies the people at MAPFRE and our culture. This plan is based on four pillars:

exTOxf £JiwxaadTg

Attitude

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

= Our purpose: = And our culture
TEfiJaTfiaB ‘xiOzaxipaxxfTgix ia ‘I

This means that all MAPFRE people share and live by a set of specific behaviors that demonstrate our
50" H + se baélgviBeéSour day-to-day work.

Q @ 7 @ O ® MAPFRE
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h
MAPFRE
We care about what matters to you

- et

2 88 \ A®

WE CARE ABOUT WE CARE ABOUT WE CARE ABOUT
OUR CUSTOMERS OUR COLLEAGUES OUR COMMUNITIES
= Excellent service = Enthusiastic collaboration = Sustainability
= Innovation and learning * Respect and trust = Solidarity
Taking care of our customers We embrace a collaborative - With each act we show our
is our first priority. We strive spirit and work together to commitment to creating a
for excellence while always achieve shared goals. We more sustainable and caring
learning, innovating, and listen, respect each other, society and a better world.
embracing change. and build trust.

N

N Our sharef ambition and desire to deliver results means we go above and beyond what’s expected of

WE ARE MAPFRE AND WE ACT

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

[*ax‘'TOATEfOoIx+00xx Twadl iGxpgix i'f fTaxx 'if xz'g+agpid Uid ppxxpf xUidfpf :
$ Wh € 10 UTEfi IxIT1Bfz0O+ TgixzaxiBT+ 'i ‘TiK'TK gfix ifa+x1fU

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 Uig T+xEgifBRKfT+f JfUIfOfTaiUQ

= Measuring and monitoring progress , with specific KPIS for leaders.

@ @ 8 @ O ® MAPFRE
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Leadership as a lever

fOUfTQiaTfixfaix 7 ‘TiJ'ax'TOaiTfaIJx+xO0x+

with our values .

(
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Ui>z2a0xEgiOzaiOfild
faOUfTgZz+Kiwal i=;sdthey ren@id fole models of our culture and of the behaviors aligned

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:

- 7 fOi+ UxO+xU'0axufUigfat+iaggfggpf xix

evaluate their alignment with our leadership model.

aixzoaxif J ‘Ta'fgigfatzTffafixzt

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

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

Ve

MAPFRE
fOUTFT

STRATEGIC
Leader

- Sees change as
an opportunity

= Raises the bar

= Future thinking

RESULTS
Leader

= Executes
thoroughly

= Makes decisions

=wTx Txxufgi
effectively

ORS

PEOPLE
Leader

= Promotes
wellbeing

= Encourages
autonomy

= Commits to
development

MAPFRE

xx ‘fix ig'KK T
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giKOTxi $ixz2+gixT0 gf TphOax+ 0aiafaGUfTgz+xKiOKKT 0JZUTOfEOfiUfg+’ fUiIgKfJA
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.
E+xxZ+ ixZ2fi fOUfTgZ+xKieJZ ai #i1$ W%h€_ Egil TK Taxfi™ +OfTg+xxalixzfit aa O=
Current geopolitical situation and risks, Value for money in the spotlight of insurance supervisors,
Economic environment and MAPFRE, Al: the new frontier of transformation, Leadership as a cultural
afofTOT faUfTgiO£x21J'ax ' TfUT$ W% € _Egi’a BOaiO+xg+ it Tix xfT Ox+ 0aix g*
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.

Efiad' JZfUIxZfi$ W% € T fOUfTIIOKg afUOidix aiUfg+’ fUix 12fakKi ‘TiafauUfTgix xi
practice our leadership model.

At MAPFRE, we grow with leaders who inspire, transform, and build strong teams.

O 1 O ® MAPFRE
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i OTOfETfixpKafpf x+ "ixz
Cultural Reactivation Plan

EfETfipax+ i’ UIKT 'TfggiO+xzi ‘Til*ax'TOGAai€faIx+00x
strategy comprising action across four phases.

I+
=
Q.
o
(e}
O
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TEfOX‘TS

1. | pp* +Jax+ 70 UiaOGTf fgg+Ta+g+ 'ix TgKAaTxif xz‘g+xagpi
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
exTOxf £Jiwal i=;=@%=;=Ci0 UidJax'ToaiTfaIJx+00x+ i0+xzixzfxTixfapgUi>zfi
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) TU+ 'i tixfgx+tp =x0aiOxUf gi tifpKa affgio UiafaUfTgi+ TeKO+ UiATOUOxAT0
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'Ba*xJUi>Z+gi+ +xx0x+O0fidag igfTOfUiIx iTfJ  +ifixzfiKf KafigfafdJxfUix iKGOT»

O 1 O ® MAPFRE
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2. >TO+ = ’ix i+ xfT GaxufixzfiBfzdO+ Tgi* UfTK+ =+ 'i ‘TiK'TK gfid U
fOfTaudaiazxtf

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
O0+aaiBfiU+tgxT+BxfUi OfTixzfiJ ‘Tgfi $i=;=Ai0 Ui=;=CUi>zfit J'gidagix i0 Tx
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.

O 12 O ® MAPFRE
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3. «'KK Txi0 UiTfx £ TJfpf x

= Celebration of MAPFRE Culture Week from ——— T
June 9 to 13, 2024. This is a global initiative in MAPFRE CULTURE WEE
which all countries participated and more than
300 activities were carried out that reinforce our —— June 10 - 14, 2024
purpose, values and other levers related to our
culture such as health and well-being. During the
week, the aforementioned communication actions BE PART OF I'T
OfTfikKTfgf xfUUig'JziagixzfidJza+xTp
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
xzfgfiadx+x gizxgixzfiufaxofTai tidi
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. WE ARE MAPFRE AND WE ACT
These plans are executed through our corporate
recognition tool, which allows employees to MAPFRE
T " 20fifaJz1 x2fTUTeKfIx1+Ji0Ix+
KT p xfUix if aBafirafaUfTgix iTfJ ' . _
collaborators.

4, Jx+ gix i0ggfggiz OiJrax ' TfixzT+Ofgid UifO aOfg

= In 2024, a culture diagnosis was defined that will further evolve our satisfaction and recommendation
g'TOfaliOz+JziO+aainaa Oi‘gix ipfag ' Tfiz Oixzfi$ Whe€ iJ'ax ' TfitgifRKITxf Ji
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'fgx+ (G+Tfix iBfiaUIl‘gxfUix i+xgit+ 0aiOfTgx Uidz+xJziO+aaiBfiad' JzfUiz

O 1B O ® MAPFRE
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A ix UDAEgiUa 0p+JiB‘g+ fggif O+xT pf xUiGUOKxOB+a+xai+gifggf xx0aix igxda+ ’
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

$ Wh € EgigxTaxf'xJi ffUgUITA 1f0Jzid * xTAiOzfTfiOfi KfTaxfOiOfia caaufia Jaa
0ggfggiKf KafEgigxzaagit Uix Oafu’fUid UiUff+ fixG+a TfUigxTaxf £fgix 1aUU
reskilling initiatives.

Succession plans

D\

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

@

JOIN US!
DON’T MISS OUT ON
THIS OPPORTUNITY

MAPFRE Wicre your time
is meoningful

A place to grow

A‘taUz+ 'ia ataxaixgifggf xxaaUiA'Ti Bifdx
foster an environment where everyone can develop

@

WE GIVE YOU their career, contribute meaningfully, and feel part
THE BOOST Ti0TK'TK gfxUT20f iKT TfIxUi xi1$ w% €_Ui
YOU NEED and personal development go hand in hand with a

feeling of belonging.

MAPFRE Wiere your time
is meoningtul

Continuous monitoring
and improvement

To ensure the effectiveness of our strategy, we
@ continuously evaluate our talent management
’ processes and drive ongoing improvements. Our
BEIL\J/FNEGTI}:(ER CE goal is to make MAPFRE a place where people
feel committed, inspired, and confident about their
BEHIND OUR e P
CONTINUAL v '
\IMPROVEMENT bl o< 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.

O 1B O ® MAPFRE
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i0’+afUi’a BGai T'0 00
aligned with the business

A'TI T'0 £00x+ 0aigxT Ix'Tfixgi’T * UfUix TKT+ JxKafgi FitafB+B+a+txaild Uiva
x IxzfifO a0+ 'i ffUgi $ixzfiB'g+ fggUi> ig'KK Txixz+xgUiOfizaOfifgxaBa+gzfuid
that defines our internal structure, operating and governance model, and inter-area relationships. This

tTapfO TxizfaKgi‘gi Kx+pxifiTfg ‘TJIfgUit gxfTiJ aaaB Tax+ 0Uid Uif g Tfid’ zaf

Optimization and clarity in processes

> TUFFKT ixzfi* UfTgxd Uz 'i ifaJZiaTfOEgit: Jx+ gUix i=;=@i10fiad* JZfUIQTKT |
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.

>2fi+x £x+x0x+O0fizagixzfit aa O+ '1 BIfIJxxOfgRi

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

=> IKT p xfiJ aadaB Taxz 70 UixfapO TxixzT “zid ia’'+afi T'0 £00xx Ui> ixz+gif
pbOKT i1 BiK g+x+ @il Uit IJxx gixzaxizfaKgiUft+ fixzfid pKO AEgigxTaxf +Ji
base.

> 1t gxfTiaip Tfia'xafid Uiftt+£J+f xi1 T'0 x00x+ i+ 1UfJ+gx xpax+ "UiOfidxpix

of employees in managerial positions—those responsible for leading teams. By the end of 2024, the

7#fTOTJIZaT+ UfRiIgx UTOxi<CUETUITIKTfgf x+ "ixZfiKfTJf x0'fi $ipd 0'fT+0aiK g

workforce.

A TKaToaafaUOi ‘TixfJz +J0ATJOTHfTIKOx2iz0giTf+ £ TIfUT$ w% € Egi’a BaaiO+g#
UFfKf fUiIxfJZ £J0aifRKfTxxgfUTAaIXxZfif Ui $i=;=@UiDU@I17 tifpKa affgiOfTfiKT

career paths.

O 18 O ® MAPFRE
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$ Who€ EQiJ pKTfzf g+Ofi
talent recruitment strategy

leverages innovation and

proactivity to secure the future

XT$ Wh € _UiOfiaTiid ppxxxfUix TaxxTaJIx+ "1fRIFKxx Qaix0af xix if g Tfixzfi T'(
JOKOB+azx+fgi ffUfUIXx Tpffxit ' x:'TfiJzaaaf 'fgUi> ixzxgif UUIOFEOfiUfOfa KfUil
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.

>2T ©zi ‘TifpKa apf xiK TxGATIE Txx "iaxi$ wh€_[i>O00UpaKITIUJI p-f -xdaf x-c
gz O i+ xfTfgxi+ i ‘Til Bi $++fTgUi UUxx+ 0aaali ‘TifpKa affiTftfTTOAaiKT "Tapi
recommendations, highlighting the key role our internal community plays in attracting talent.

Strategic agreements

EfEOfifgxGBa+gzfUi’a Boaidaa+d JfgiO+x2ziKaTx fTgigKfJxda+i+ 'ix iTfIT £x+
axxfigdx 0Tx0aigd+f JfUixfJz a 'a0iJaBfTgfl'T+xal0ivuaxaUid UidTx+t+J+0ai+
gaa Oi‘gix i Kxtpzxifixzfigfafdx+t 7 tiJTxxxJ0aixdaf xi+x iz+'z+xUfpa Uigfdx TgU
gxTaxfralia Uif g'TFiOfiTfpa+ iaxixzfit TFET xi fix O0x+ 70 UigKflJ+ha+xiudx=
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.

00 17 O @ MAPFRE
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Employer branding: building an attractive brand

We currently promote our employer value proposition primarily through digital campaigns across various

g JroaipfuxdaikKaaxt TpgUiA i = xfUA Ui ‘Til xffidxixzfil pKa aligfdx+ igzzx fgi
KT $fgg+x 0ai’T Oxzi KK Tx* xx+fgUi giaiTfgaxUiOfEOfifRKAO UfUT ‘TiUx +x0aiJ
performance indicators, including:

=% aa OfTi’T OxzRi+ i=;=@Ui ‘'Ti + xfUA if aa OfTiJ * xix JTfagfUiIBAi=<UETUI

= A ta‘f JfUiTz+TigRixZfiIKFfTIf xO'fi tiz+Tfgi+x fa‘'f JfUIB&AT ‘TifpKa afTiBTaO Uz i
+ i=;=?ix i?2=U0DIi+ i=;=@U

- Bi0 Ui +1fiKa'fiOoxfOgiT gfiBAiFCUAETi+ i=;=@UiTfaJz+ 'i@=FU?FCiOxfOg U
interest in our employer brand.

MAPFRE Wacre your time is meoningtul

MILLION:
OF PEOF
ARE ALK
b INSPIRE!

JOIN OUR TRAM!

BECAUSE WE ARE FALENT

AT MAPFREYOU CAN BE YOURSELFARND
YOUR TALENWHEREVER YOU WANT TO G(

BECAUSE WE ARE COMMITTED

WE'RE COMMITTEID SOCIETY, AND TO
YOU. TOGETH®E RE BUILDING A
BETTER WORLDAY BY DAY.

BECAUSE WE INNDVATE
WITH A PURP®SE

OUR OPEN AND COLLABORATIVE
ENVIRONMENT EMPOWERS US TO CREANE
INNOVATIVE SOLUTIONBAT TRULY
IMPROVE PEOPLE’S LIVES.

O 188 O ® MAPFRE
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Automation and digitalization

Aail‘x pax+ 'ixzfigfafdx+ 1KT Jfggiz 1'JJfgg%0Jx TgUIOFfEOfif za JfUixzfiJa U
TfU JfUixtpfex +2+TfUTO Ui Kx+pzifUiUax0+UT+Of ixdaf xipa 0'fpf xUTEfiJ xz
features to ensure that every interaction with MAPFRE is more agile and efficient.

STEM and young talent profiles

> TgxTf 'xzf @ *Tid fIxx 10£xZie> $iKT fxafgirgl+f JfUiIxfIz a 'aUif '+ ffT+ "0

and young professionals, we created an interactive landing page specifically designed for emerging

xt0af xUitfax T+ *ip TfiUxTfIxid UiKfTg 0azuafuid pp* £Jax+x Ui>z+giJza faidz+
Kxtp+ufUix if g'TfiOfiTfpax iJ fIxfUIO£xzixzfip gxiTfafOd xiKT t+afgidaz’ fl

Efficiency and measurable results

E+x2zi ‘Tix0af xi0JQ'+g+x+ 1 KfTax+ 'ip UfaUidfit J'gi ifft+J+f JaUi Kxxpxud:

in recruitment. This has reduced the average time-to-hire from 55 days to 47 days, improving our

TfgK g+Of fggix iB'g+ fggi ffUugUidz+afixzfiJ gx+KIfT+Z2xTfiKfTiO0Ja JAiOf xi‘K

x i<UCA;if'T gi+ i=:=@U

We continue to evolve our strategy to remain an attractive, innovative, and market-aligned company.

O 19 O ® MAPFRE
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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‘Ti’a BhaiafaT + 'ip Ufaia+ xgitaaixTa+ + i+ +xx0x+O0fgix ixzfiJ pKO AEgigxT
business and the learning experience of each individual.

Ai=;=@0iCDIi ticaar

xTa
TIKTfgf xfUIDATT $ixTa+

+ +7100giU+"+#x0aU0i0+x2i0iKaTxxJaaTit J'gi ixfJz ¢
£ 'T0Jx+0+x+fgU

>Z2fi$ W¥h € 11 TK Taxfim +OfTg+xxaliO+xzi<Cigldz agUi<DiT pgUia Uiad iA adBl
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.

I
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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
Ag:To JfiwT "TOpid Uixzfi$ x Ti Ul'gxfTi€ftTfgzfTil ‘Tgfi=;=@U0i02+J2igxTf ’'x
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
xfaix T Kxxpzxiuzx "TKT Jfggfgid UigxTf 'xzf £ "7 KfTOaxzx Oaiftf+J+f Jai+x i0aaidT

Actuarial School

$ Tfixz0 T@U0;=<i2 ‘Tgi tigKfJx0azufUixTax £ "TOfTFiIKT OxUfUI+ i=;=@Uiz+" %
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

E+x2i?@UCCAIZ ‘Tgi #ixTO+ = 'i0 Ui?U;<=ifpKa affgixTa+ fUUixzfiufOfa Kpf x
KT p xfUi+x i0Tfagig'Jziagila ‘"UUITFOAKgUiw OfTiAAUIO Uiwaxz Uidaait: Udp
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+ 'ixzfiafaTOICU@==ifpKa affgid pKafxfUixTa+ + 'T i$ W% € EgiA xfT 0aiE
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
00QTf fggil Uig'gx0+ 0B+xa+xaixTOax £ "0iTfx + TJx 'i$ wh€ Egid pptxpf xix i

- People and Organization School

Training in this area totaled 33,240 hours, impacting 5,374 employees on topics related to talent
pba G'fpf xid UTKT p x+ 'i T'0 £00x+ 0aiJax'TfU

Other High-Impact Training Initiatives
Other highly relevant transversal training initiatives were also developed:

- In the Digital Technical Knowledge Room Uip Tfixz0 i<EUC;;iz ‘Tgi tixTax + "iOfTfiKT OzU
xZT “ziKT 'Tapgig'Jziagi faT £ "iB&iT £ 'i0d Ui fOT ix i"gfi$ wh€ EgiT+’'£x0ai>
fpKa affgEiU+’ +x0aigx+aagU

- In the Data Classroom , comprehensive training on data governance and management was offered,
through courses including Understanding Data Culture and Management and MS Power Bl 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 ix T+ fUIDACifpKa affgi+ igxTaxf'+Jix Ol0x+ ipfxz U
KT 'Tapgig'Jzitgilefxiex0TxfUix TA  O0x+ 1$fxz U a '+fgUiit gxfT+ "T01ITfOx+
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
[z0 "fi0 Uixzfi>0gxi% TJIfi ilazplxfz€fadxfUi%+ 0 JxdaiTtgJda g'Tfgia>l% Toeil
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
xzfi_RfI'x+Ofi OO0 GaiwT 'TapUiO+x2i=ATKATx+J+K0O xgifT pi £ fid * xTxfgUi

Self-learning and knowledge management

- Self-learning: Personal and professional development is at the core of our strategy. 11,500 employees
0JJfggfUi ‘TixTa+ + *1Jax0a 'UiO+xziEEU<<=igfat+f T aapf xgUid i+ JTfagfi f
year.

- Knowledge management >ZzT *’z7 ‘Ti_‘Tfx0iKadaxt TpUi$ wh € EgiO+xTx‘GaigKaJfit Ti:
knowledge sharing, more than 4,700 pieces of knowledge were shared, fostering collaborative learning.

szfgfiaTfil‘gxiaitfOifRaOpKafgi $iOzaxiOfiaTfiU = "ix iKTIKOTfi ‘Tixfapgif TiJ‘T
Jzoaaf 'fgUi x1$ w% € _UiafaT + 'i fOfTigx Kg OfETficadaagigffx+ i fOT0O0&aQgix |
alongside our people!

g 1 ¢ &

705 1,851 5,345 132 335

Knowledge Knowledge Likes Validations Comments
items leaders

Q B ©®

19,005 3,255 PAORSY:X! 7

Views Searches Downloads Users
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Performance evaluation:
?2C; TKT Jfggif TiJd xzx *
development

EfitpKafpf xidi’a BoaUigxd UGTUxGfui?2C; ifOta‘'axx KT JfggiUfgs’ fUix iKT O
BifJxxOfidggfggpf xi i ‘TiKf KafUi

Ot+adBafix TFETI £ixzfi®O Txt TIfOixz+gifOda‘'dxx i+giJATTxfUT ‘Xix2ZT “"Zi0i’2
fpKa affgix iTfIfxOfigxT Ix ' TfUUiIgxTaxf'£JitffUBOJIxitaz’ fUIOxx2i$ wh € Egi

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

>z+gip Ufai* UfTgd Tfgi$ w%€_EgigxT ’'iJ ppxxpf xix ixdaf xiufOfa Kpf xid UiK
A dynamic, agile process focused on growth

1. ABIfIx+xOfigfxx+ 'i0 UiJ x+* * ‘gitffUBQOJIx

>zfifO0a‘'axx TKT JfggiBf'+ giO+xzixzfiUft+ £x+ 7 i BIfJx+Ofgid UixaT ' fxgixz
ABIfIx+Ofgia$AA¥UIWT 'TfggixgixTOIxfUixzT 'z ‘xixzfiafQTiO+xziTf*adTitffUE
development.

xixzfif Ui tixzfiJaJafOidit+ daidggfggpf xixgid U IxfuUixa+a TfUix ixzfifpKa

- 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. A UxOxU'0aid UixfapiKfTt Tpha JfifOda‘ax+

CWe use an evaluation model that assesses both individual performance and the achievement of team or
KT 1fixi BifJxxOfgUitaa O+ ’i‘gix i’0* ' fifggf x+x0aixfapO Txid UiJ aadB Tax+ i

3.1 Ja‘g+ 10 UTUfOfa Kpf xiKad

% TIFETT $ixzfi® Txt TIfOixzfifOOa‘'ax+ iKT Jfggid ap+ Oxfgix i0ifffUBGJIxigfg
opportunity to align expectations and develop a plan for continuous performance improvement.

A'TiKfTE Tpa JfifOda‘axx i+g Exil‘gxiaipfag'Tfpf xix ai2izxEgi‘gfUix iufofa K
and foster continuous improvement—ensuring our teams are equipped to meet challenges and contribute

x ixzfid pKO aEgig‘JJfggU
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i BIfJx+Of+BagfUip Ufai
that drives growth

$ wWh€ Tz0gi0i’a Boaipa 0'fpf xiBai BifJx+Ofgip Ufaix iKaaJfU

_0Jzil BiafOfait aa OgidiBoand JfUigxT Ix ' TfixzaxiJ pB+ fgR

- Specific objectives at
the regional, national,
or business level

- Department or area
objectives

=% W% € _EgigxTaxf iJi
objectives

ipOxT+RifgxOBa+gzfgixzfiOf+'zxgit TifaJziJaxf Tai ti BIfIx+OfUiOxxzixzfiOf4
+ JTfOg+ "T1Gxiz+x'2fTil BiK g+x+ 7iafOfagUil ppfTJ+0aiKT f+xafgizaOfixzfxTi O i
specifically to their activity and geared toward delivering results.

»2+Qif g'Tigixzaxixzfif x+TfiO Txf TIfizgidazx’ fUiIOxxzi BifIxxOf+xUTxOf iKfTH
We continue to evolve this model by incorporating specific systems adapted to the nature of each activity,

+ Ja‘'U+ "TKT 1fJxiB ‘gfgid UTA €giaABIfIx+Ofgit Ui fai€fgraxgeUitaz’ fUTO+x7
work environments.
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alent development: strategies
and growth plans

Learning is a key driver of growth. At MAPFRE, we leverage tools to identify internal capabilities and address

xzfix OQafu’fi’aKgi flfggdTait Tixzfi T'0 xudxx Egi'T OxzUi>2T “ziKfTg Gaxufuiu
xO0+xa TfUIxTO+ + "TKaxz004agUia Uigfat+xUfOfa Kpf xi+ +x+ax+x0fgUiOfif za Jfi ‘TifL
and opportunities to transition into new roles. These initiatives empower them to tackle business challenges

0 Uid xT+B'xfix ixzfid pKO &aEgi ' + 'ig'JJfggU

E+xzi ‘Ti’a BOATE Txf TJfiwad =+ 'ipfxz U a 'aUiOfizUf x+xt4id UiGUUTfggiB xzil B:
development needs, ensuring growth opportunities for all.

Versatility matrix and knowledge clusters

A'TiOfTgax+a+xaipaxT+RTO+x72+ i$ wh € Egiwf Kafid UTAT 'O x00x+ TUFKOATxpf ;
XxTO gf Thax+ 1 tiJOKOB+azxxfgUirZ+gix aifO0a‘'axfgixzZfiUf Tffi $+iOfTglx+a+x
gz0TfUix OafU'fUTEfEOfixUf x+xt+fUi<Dix Oafu’'fiJa‘gxfTgUiTIKTfgf x+ ’iaxiaf
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.

EfiBfaxfOfix iJ pKTfzf gxOfixTo+ + '0i0z2xJzixgi0zaiOfi‘gfiaiD;-=;-<;ip UfaUiJ
g JxoaiafaT £ ’i>gJzidgipf x T+ "IKT JfggfgeeUid UiKTOJxxJ0aiafaT = 'i>g'Jzid
=EU;D=ifpKa affgiaFETT $ix2fi0® Txf TJIfeizOQUidJJIfggix ixzfgfix UxO0OxU‘0aiUfOf
EfEOfizUf xtt+fUIC@ixfaigxTaxf £JiKT txafgif TixzfiB‘gt fggi’'T ‘KfUix x i?Ei
KT f+xafgiaTfifggf xx0aif Tixzfid pKG AEgixTd gt Tpax+x UiwfTg 0azxufuiufofa
and reskilling are being implemented to ensure the loyalty and growth of these profiles, aligned with

TG xulx+x 0Gai’ dagU

Career plans for specific groups

Some employee groups have career plans that guarantee progression and development within the
T'0 tddxx B

Sales Claims
technicians Underwriters handlers Actuaries Auditors
1,729 775 1,527 318 172
employees employees employees employees 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

«ZQTfUTATAT + *ixgixfaix i1fO a0+ 'Ui$ wh € _ Egipf x T+ 'iKT 'TapgiJ fIxixdtaf x
continue growing together. Some data for 2024 is given below.

N _ Digital mentoring,
Traditional mentoring focused on digital skills and
technological trends.

120 145 80 348

mentors mentees digital mentors mentees

Global plan for developing the technical function

To further promote our technical excellence, we have strengthened our Technical Directors Plan, aimed at

ensurlng global coverage for the role of Technical Director, preparing them for business challenges and

g'KK Txzx 'ixzfid pKO aEgid xz ' ‘gig'JJifggUirZz+gi+ xxx0x+Ofif g'Tfgixzfig'gxa:
the position in the medium and long term, and 13 executives are currently participating in the plan.

UUxx+ 0aaaUiOfEOfIT aafui ‘xia JoaiKad gix i?2<iJ * xT+fgit Ti@U?2?2<ixfJZ #.
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.

O 22 O ® MAPFRE



PEOPLE AND 2024
ORGANIZATION REPORT
DEVELOPING TALENT

Mobility: growth without borders

EfETfiJ ppxxxfUix 1JTfax+ 'i KK Tx* xxxfgixzaxitaa Oi ‘TiKf Kafix ifRKO Uixzf+
knowledge, and strengthen their professional development—whether through temporary or international
b Bxa+xaUiA i=;=@Ui@U@CEifpKa affgiea<AUFETT $ixzfi® Txt TJIfeeiKaTxxJxKi

Our mobility program is designed to boost strategic talent across all functional areas, with a particular

T J'gil 1JTxxx2J0aiT afgixzaxiBf ff+xi¥T pix xfT Oxx 0ATfRK g'Tfid Uiz+x'z2++pKI(
this, we allocate specific resources to cover administrative assistance, relocation costs, international

0gg+’ pf xgUid Uixzfip £x Tx 'i tigxTOaxf'£JiKT IfIJxg f g'T+ ’idigph xzid Uif Tz

We promote mobility through various channels: functional and geographical. Functional mobility includes
xzfit aa Oz 'ixaKfgRiZxfTOTJIz+J0Aa1>0JT ggiU+x3+fTf xiz+fTaTJZzxJ0aiafOfagaeU:
t* IJx+x geeUiT af+BagfuUigd KfxBagfUUixfpK TaTalid Ui'f "TaKz+Ji> ax+ 04aid

Geographic mobility comprises international careers, global mobility programs, and temporary relocations.
Ai=:=@UiAFifpKa affgiTfa JaxfUix I<FiJ * xT+fgUiJ xT£B‘x+ 'ix igxTaxf +JiUf
and innovation. Currently, 229 employees are working outside their country of origin.

Ai=;=@0i1=DI1i ti00J0 J+fgiOfTfit+aafuUix xfT 0aaaliOz+afiCAli £iKT p xx giC
x'T OfTiOdgiatp+xfUix iCclU

A‘Til BigexfUTE Txx "itixi$ wh€_0i>O00UpaKTTIUJ p-f -x0laf x-ceiK'BaxgzfUi<C
O+fOfUIEAEUCDCix+pfgU

Encouraging mobility

Efradg® Jzfuiaid pp' £Jaxx iKa0 ix if J ‘Ta'fix xfT Gaip Bxaxxaid Uit gxfTid i T
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.

INCRECIELS. o A EXPLORE NEW

OPPORTUNITIES W ‘ R
CION /' AVENUES IN"~_ .

WAITING FOR ,

o] YOUR JOB!

@ " MAPFRE  Where your time @ o MAPFRE Wierz your time

i3 medningtul i medningbul

@ £ @

ENJOY g DARE
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Retention: drive, grow,
and evolve together

Ai=;=@U0710fiJ x+ ‘fUIx igxTf 'xzf i ‘TigxTaxf'+Jixdaf xi0JT ggixfaid * xTxfgUid
+ ixz+gidaxf TaUi>zfiO a* xaTaix'T OfTiTaxfidp ‘'ixzfgfifpKa affgigxd UgilxiA
cU@ligfxit Ti=;=@U

One of the strategic talent profiles we focus on is actuaries, and to support their development and ensure

a '£xfTpiTixf x+x UiIOfEOfizpKafpf xfUidiea BOai Jx'aT+xdaiwad Ui>z+giKad ixg’
pillars:

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

- Careerplan, Oz+Jzif z0 JfgixzfiO+xg+B+axxai $i1'T Oxzi KK Tx' £+xxfgixzT “"zi’a B0
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.

O 2 O ® MAPFRE
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Recognition programs

«a BOaid Uia JOAiKT 'TapgiJfafBTaxfi ‘TixfGpgEiJ xT+B‘x+ g T pixzfxTixpKa
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.

GgxiafaTOip Tfixza iFU;;;ifpKa affgiOfTfiTfI ' +ufulid Ui=CiJ * xTxfgix xiKQT
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.

EfiJ U“Jxid 70 ‘0aig'TOfaix it UfTgxd Uiz OF ‘TixfapgitffaiaB ‘xiBfx "iTfJ ' x(f
Ai=:=@U0i0fiaJz+fOfUiligd Tfi £iDUCT ‘xi +i<;0iTftafIx+ 'i ‘Ti * % 'iJ ppxxpf x
where every contribution matters.

Recognition is key to fostering an environment where people feel valued and inspired to give their best.

StATS

Recognize a star
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We support every step
Fixzfil ‘T fa

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
TP CTiKf Kafizgidix KiKT+ TxxaiaxifOfTaigxa'fi $ixzf+Til ‘T faiO+xzi‘gU

MAPFRE
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»72fiKf KAfEgiO +Jf

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
gKfJ+x:+J0aaait Tixzfi 3B 0TUx 'igx0’fUix 1g'KK Txi xi a&ixzfikKfTg iafaOx ’
x2fiTflg oeiB‘xitag ixzf+xTixfappaxfgUif g'T+ "ixzfiBfgxiK gg+BafifRKfTxf JfiU*

The insights we gather through this listening and measurement model enable us to make data-driven
UfJd+g+ gixzaxizfaKi‘gi Kxxp+ifiTfg ‘TJIfgid UiKT+ Txxxufixzfix +xx0x+0fgiO+
satisfaction and productivity.

i OTU 1O0firaxgxf ix i ‘Tixflpe

- Focus groups: These sessions involve groups of employees who represent a cross-section of
xzfi® TxF TIfid U- TigKflxtxJigf'pf xgi>fU’007a * "iKT $fgg+x 0agUigf £ TiKT
fRKOxTx0axfgUi fO12xTfgUi fOA&TKT p xfUi+x U+xO+xU'0agUifxJUceUi>zfaiaTfiUufg:
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
“ +xgUiJ OfT+ "iFDUDITi fi ‘TifpKa affgia Uif I afUTOQTKOTx+J+xKaxz iTaxfi fiAFI
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Content What we measure 2024 Results
eNPS- Likelihood that employees will 0
> recommend MAPFRE as a good > c?éll:r.fr-nﬁyees work
company to work for.
pany in countries where the
recommendation index
is rated as very good
>0B Ofi=;iK + xgoei Ti
fRIfaaf xi>aB Ofi@ ;i
K + xgoeU
Employee Employees who rated their satisfaction 0
Satisfaction > with the following ten variables with > f7f3:|5 fﬁ)) ’+ fiD
A UfRia_<A¥ an average score of between 8 and X 21T

Leader Index

Company
Satisfaction

Reputation

<;BT UfTgxd Ux "7 Fi BIfJx+Ong f‘JL)jﬁOf'fgxu
in the work performed, recognition ort IS year.

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.

Degree to which employees would > 649%

recommend their supervisors
of employees gave a

score of 9 or 10.

Overall satisfaction with MAPFRE as an 0
employer > 70 /0

€ftafixgifpKa afngleTJfo> 84

W% € EgiTfK'x0x+
$ > g out of 10.

00 1 O ® MAPFRE
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> IBfxxfTi* UfTgxG UiOzaxiUT+Ofgiglx+gfdIx+ 10 UixUf x+3&iaTfagid TizpKT
reasons employees recommend MAPFRE as a great place to work. The most frequently mentioned
reasons include:

Development
possibilities

The conditions and benefits
that MAPFRE offers us

- Stability - Work-life balance = Improved - Promotion
employability as a possibilities
professional

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 fIxx 10+x2i$ Wh € EQiK'TK gfU 3.8
Sense of contribution to MAPFRE's purpose 4

*++5G6D+rYb+hb"

A iGUUxx+ ix Tp0x x0+ = 'i0IxxOfiaxgxf + 'ipfJz0 +gpgixzT ' zixzfifpKa affEgi¢
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.

'TTF xaaUOiA?2Ti i *TiO Txt TIfixgiTIKTfgf xfUIBaiIfpKa affiaf’0aiTIKTfgf xax+O
T'f x+ 0UT«fTp0 aUTATOGxzaUiKO+ UiAx0aaUisaaxaUi> £gxaUi"T*0a0ia UVES f
T pi@ATix i<;;17 fifpKa affgi+ ifaJziJagfU

A iGUUxx+ UiC=11 $ixzfi® Txt TJIfizgid OfTfUIB&ATJ aafIxxOfiBGT 'O+ = 'iG’ Tffpf
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 OfTip Tfixza iF;11 $ixzfxTiTfgKfIxx0Ofi® Txt TJIfU
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Diversity, Equality, and
Inclusion: our commitment
to talent without barriers

/ Diversity, Equality and A %mfi
Inclusion at MAPFRE ;

Inclusion for sustainable growth

Gender Women hold 341% Women hold
diversity 46.7% Women in Senior 42.7%
Of the seats on the Board of Management and of job positions of
Equalrights Directors Management positions responsibility
respon Sit_)i_mis?S and Women hold Women hold Women hold
opportunitiesor 0 0 0
goportuniesor 30.3% 445% 30.4%
of Top Management of Junior Management job of STEM positions*
| positions position
2 | 2

~ NP Women g‘"d Women accounted for 55.4%

F | ‘ ' 43.6% 50.4% of new hires in 2024were
of job positions of of promotions women
responsibility in business
55.4% 44.6% areas
Pe(?ple Wlth People with a disability make 103 3
a dlsablllty e Workforce hires i
4.2% Number of people with a

We'recommittedto 1£70 disability who completed an
integratingpeoplewith of the workforce internship

disabilitiesintoour

281 11,970

volunteering activities aimed at employeeshavecompleted with the MAPFRE
improving the quality of life of global disability program“Miradas sin Etiquetas”
people with a disability (ViewsWithout Labels)
Generational o 10.9% 39.3%
i i = B & Veteransand Baby Generation X
dlverSIty l ° Boomers
A globateam comprising i
. . L 0, 0,
fivegenerationsenriching . 31'9_/0 18 /0
knowledgesharingand 1111 GenerationY GenerationZ
experience
Sexual orientation diversity Culture and racial diversity
We'resignedupto the United — Ourworkforceincludespeoplefrom
NationsStandarsof Conductfor ; ‘ 83 nationalities enrichingand v 2
BusinessonLGBT matters based e B ¢/ 2 complementinghe companyand

onthe UNGuidingPrincipleson \ '\' everyprofessionalvorkinghere
BusinessamdHumanRightsandthe “ 'P i 83 A -
UN global Compact O nationalities

In support of
WOMEN’S
@ FRINCIPLES MAPFRE Wicre your time is meoningful

e
‘(’ "? Intenational | Global Business * Databased the total number of ITemployees
L v Labour z’a‘n?Dis:bili!y
letworl

i Organization
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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
DLV&// L7L(7 Diversity and Equal Opportunities Policy i>0KKT OfUi+ i=;<A¥Ui
the Human Rights Policy, and the Code of Ethics and Conduct.
Ma/ﬁgj M/ These frameworks ensure a workplace free from all forms of
discrimination—whether based on age, gender, marital status,
M nationality, culture, race or ethnicity, sexual orientation, gender
ML@‘/‘é +Uf x+xai TifRKTfgg+s UiBfazffgi>+ Ja‘'Uz "T1K axxs
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 Ui+ Ja‘g+ Uil UifQ'zxaigxTaxf aif Tixzfi=;==%=;=@iKfT+ Uix
etgx0x OGBafieT OxzUITOUGKxfUiXx ixzfig Jx0ai ffUugi $ifaJzid * xTaiOzfTfiOfi KfTax
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‘Ti BIfIx+OfgiaTfR

= 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
0J2+fOfixZz+gil0 Uix TKTfOf xiB xziU+xTfJIxid Uix UxTfIxiUxgJT+p+ Ox+ idxida

ay

= 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 eqwtable professional development pIans guaranteeing effective gender equality and
KT p x+ 'ixzfi’T Oxzi fidaaix U+xO+xU‘0agiO+xz+ ixzfi T'0 xudx+x U

- 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.

O 3w O ® MAPFRE
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- Intergenerational collaboration, facilitating the exchange of knowledge and experiences between
professionals of different ages, enriching our workplace environment.

- EfETHiJ ppxxxfUix it gxfT+ 'iTfadxx gz+KgiBagfui iTfgKfIxUi xi aai0+xzzx
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.

$ Wh€ TKT p xfgid UiJzapKz giUxOfTg+xaiBfla‘gfiztxEgitixfaitaaai+ ixzfid pKa
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

x0af xUi>z+giJ xTxB‘xfgiUxTfIxaaix ixzfi’T Oxzi fixzfi T'0 xudaxx Ui

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.
= Uuiona‘fix ixzfi T'0 £00x+ 70 UiJ xTxB'xfix ixzfi’a B0ai$ wk € _igxTaxf aU

= 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.

-wT p xfixzfid pKO &aEgig J+0aid ppxxpf xixzT “’2iJ TK TaxfiO a* xffT+ 'U
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Gender diversity: equal opportunities, growth, and equity

] 7

At MAPFRE, gender equality refers to equal rights, responsibilities, and opportunities for women and

pbf Ui_Q‘+x&i+xgi xi0B ‘xiz p 'f 0+ "IB‘xiTf) ' +0+ 'TUxOfTgxxaild UidJIxx "ix if i
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.

> 10J2+fOfixzxgUiOfita+pix 1ZAOfi OfTi@;17 +iO pf i+ 1K gtx+ gi $iTfgK gzBzxa
pa 0'fpf xTK g+xx* giBai=;=CU

2024 2023
Percentage of women in positions of responsibility — °<¥ 42.7 42.5
Number of women in positions of responsibility — “<¥ 3,215 =0F=cC
Percentage of women in management positions °=¥ 345 331
Number of women in management positions “<¥ 575 AC<

- Guarantee gender pay equality, with a compensation policy based on function and performance, ensuring
xZOxiTfp' fTOax+ TxgiUfxfTp+ fUIBAT BifIJxxOfiJT+xfT+0U07 xi’'f UfTiUxt+fTf JfgU

a Pgsition of responsibility include management and expert management, middle management and
fRKfTxil BiK g+x* g
a B%cluding Bancodo Brasil, ENALTA, and Insignia Life

00 w0 O ® MAPFRE
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A‘TiJ ppxxpf xix ifQ'0aiKO&ai+tgig'gxd+ fUiIBaixzfifaxp+ Oxx 1 FixzfiKaai’aKUip

TO 'fUT gi Fixzfif Ui $i=;=@U0ixzfiaUl'gxfUiIKO&i’aGKizgi;UDATU

Adjusted pay gap 2024

Mean fixed remuneration gap <U?:;1
Median fixed remuneration gap :UDAT
Mean variable remuneration gap =0?cCli
Median variable remuneration gap <UA@I

Efi0KKaaixzfipfxz U a 'a4it TiJ0oaJ'adxz "ixzfiaoUT' gxfUTKGAT' OKTOfT+t+fUTBATXZ]
i@t ’in_@¥Ui>z+gipfxz U a 'aiJ gzUfTgiO0T+ ‘gitdJx Tgit TixzfidTfax+ i fiJ
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.

N .
GENDER PAY GAP EN CADA CLUSTER J€ NUMERO DE EMPLEADOS DEL CLUSTER
EQUAL PAY GAP z -
NUMERO TOTAL DE EMPLEADOS ANALIZADOS
n=1

>zfiaUT gxfUTKO&AT 0K OfTixzfipfuxd i"GKix ifxRfUITIp fTaxx i+ ixzfipdx iJ * x
operates in is shown in the accompanying table.

Country 2024

Spain =U<DI1
ATOuUza ;UE;T
Peru %, UAFI
Mexico ;U@DI
Germany Y%<U;?1
Puerto Rico <U<FIi

> T0JZ2+fOfi ‘Ti BifJx+xOfgUiOfizaOfidi’a BoaiJaxoa '7 tifQ'0axxaipfag'TfgiddT ¢
development, well-being, awareness-raising, and leadership.

Awareness-raising to promote an equitable working environment
- EfiKOTxxJ+Kaxfix ipal TiA xfT Gx+ 0aiToagiTfaaxfUix i'f UfTifQdaxxalig'Jdz
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.

O a OY ® MAPFRE
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E pf Egi faUfTgz+K

EfEOfifgx0Ba+xgzfui® pf EgiafaUfTgzxKi fxO Txgix 1J ' xT+fgigJziagi$fR+xI Uix
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.fiia.

Key 2024 data
-AAU@ITT 1 fO12xTfgiOfTFiO pf U

<;Di0O pf i JI'Kaigf £ Tipa 0’ fpf xil BiK g+x+ gi Tigxxi 1A 0TUgQi $iT+TfIx Tg
J'TTE xadigsxi 1$ W% € _i+U UEQiA GTUT tiT+TfIx TgUITIKTfgf x+ 'i@CUDITi Fix
70O+ 'iaxiafagxi@;l1itfpaafiTFKTfgf xax+ 7T ixZfiA GTUT $iT+TfJIx TgU

= ?2;0=1i tix Kipd 0’'fpf xil BiK g+xx* giaTfizfauiBaiO pf Uidz+afi® pf iz avi@ @
management positions.

-@?0CTi til BiK gxx+ gi $iTfgK g+B+a+x&aix iB'g+ fggiaTfagiaTfizfauiBaiO p:

-2;0@107 til BiK gxxz gix i+Jxf JfUi>fJz a 'al0i_ '+ ffT+ "0i0 Uisaxzfpax+Jgiae
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.

O 2 O ® MAPFRE
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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.

>zfiUxgOBra+xxa+Tfaaxfui BifIxxOfgigfxiU O i+ i ‘TiUxOfTg+xaUi+x Ja‘gx Uil L

- 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.

Number % of employees
People with a disability Number  Number of  of people with a disability out
in the workforce  °7¥ of Men Women available Total of total workforce
Without legal restrictions =CA 347 C<= =0=1
With legal restrictions =@¥ 8 14 518 540 <UF1
TOTAL 273 361 518 1152 4.2%

o A¥orkforce data for BRASILSEG, Enalta, La Financiére Responsable and Insignia Life are excluded.

c@¥izfi ‘pBfTi fifpKa affgiO+xxziU+tglOB+taxx+fgi+ T«fTp0 a70 Uixzfi™ xfUiexOxf
restrictions. In the case of Germany, during the recruitment interview, the employer can only ask about
0igfT+ ‘giU+tgOB+azxai+ti+xiaxp+xgidiJd UzUOGxfEgidB+axxaix iU ixzfil Bit
States, information on disability is provided by an external provider.

O 4= O ® MAPFRE
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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.

> 10J2£fOfixz+gi BifIxxOfUiOfizaOfixpKafpf xfUTGi’a BlaiU+xgliB+a+xaiKT "Taf
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<iO a' xffTidIx+O0xxxfgiz0OfiBff i T'0 xuUfUix 1J xTxB'xfix i+pKT O% "ixzfiQ
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
Xz2+gi’T ‘KiO+xxz+ i ‘Ti T'0 xiax+x U

Key 2024 data

<;?i fOifpKa affgiOxxziUxglaBzaxx+fgil £ fUui ‘TiO Tx$ TJIfU

E+xzixzfidxpi 7 $3fT+ "il Bi KK Tx' +xxfgUixzTifiKf KafiO+xziUxglBzaxtx+fgi
MAPFRE.

EfipaUfiuU Oxx gix x0azx 'i<C<UC?2Cif'T gix iJf xfTgig'KK Tx+ 'ixzfifpKa apf x
with disabilities.

EfizfaKix 1'f fTaxfix UxTfIxil BgiBaiz+T+ 'igfTO+Jfgi TiKT U‘JxgitT piJ pKQ 4
with disabilities. We allocated 144,920 euros to special employment centers or companies with similar
characteristics.

Efig+’ fUTQ' Tffpf xgiO+xxzi T'0 xi0x+ gigKfJxda+xi+ i+ 10 TxKawJfix xf'Taxz*
‘pBFfTT Fia'Tffpf xgiOxxzi KT txxi T'0 xulxx git Tix xfT gz+Kgid UigJz ad

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.

RO « OO
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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.

>2fiTfgxi fixzfiUxpf g+ gid Gaaufuid UixzfxTiTfgraxgiaTfigz O i+ ixzfiGJJ pKa

Interpersonal relations and social interaction EUC
Material well-being 8.2
Physical well-being 8.3
Emotional well-being 8.5
Professional development 8.7

Generational diversity: a strategic asset

$ who€ ifpKa agip Tfixza i1?;0;;;ifpKa affgitT pit+Ofi'f fTax+x gid UiE?i Gx+ Q.
AATIO pf ceUis>z+gif TxJzfgi ‘Tif O+T pf xUit gxfTgix OdGxx Uid UigxTf 'xzf g
values and knowledge.

Men 11 1,772 5,383 4,215 =0=C?
Women 25 1,511 cUc?< 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: iTfJ ' x0% 'T0 Uif z4d J+ "ixzfigxTf 'xzgild UidBzxatxxfgi titaaifpK:
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'Ti BIfiJxxOfgi+ ixz+giaTfaiaTfiagit aa OgR
To offer seniors a work environment that promotes their personal and professional development.

Ai=:=@i ‘'Ti BifJx+xOfiOtgix 10Jz+xfOfidief + Ti>0af xieGxxgtaIx+ TA UfRT $iD;
% Ti=;=Ai0 Ui=;=CcU07i ‘Ti’ 0aixgix iTfaJziD=1U
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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:

EfxfTO gi0 UTAGBATA pfTgi>Bft Tfi<FCD¥
of fTOx+x T01>BfxOff i<FCEil Ui<FE<Y¥
of fTOUOXxx T1Q1>BfxOff i<FE=i0 Ui<FF?¥

of fTOxt idia<FF@i OGTUce

This strategic initiative aims to obtain valuable information to design action plans that improve the

<?|

glx+xgfadx+ 7 :t'l'x2+g'|' T 'K U'|'p0I’S+p+Uf'|'+xg'|'J xT+B‘x+ ix ixzfid pKa aUi>zfip

xZOxidaaixzfid pKo aEgixoaaf xUiTf’aTUafggi tia’fUixgio0a‘fuia Ui‘gful
>2fi f+ CTwT TfIxizgigxTIx'TFUITOT * Uixzfit aa O+ ’ixfaix +xx0x+xO0fgR

Transitioning to retirement:

- Senior Experience Space: 1000+xa0Bafi ixzfiJ pKO &aEgiz xTO fxUixZzZ+gigKOaJfiKT O%L

at supporting employees nearing retirement.

- Financial Education site:  itag i ixzfiJ pK0O aEgi+x xT0 fxUixz+xgigxxfiKT OxUfgiTfg ‘1

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.

- ExxziGiUx'+x0aigx+aagif za Jfpf xiKT "TapixzT “zixzfiT+x +x0ai>fJz +Jaai
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

Oafu’f

OfTfizfaUi ix K+Jgig'Jzilgit+ 0 Jx0aiOfaa+Bf+ 'UiUOx0igfd T+xa0i$ wk%€ EgigxT

talent management, and travel insurance.

RO % OO
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_ € ‘xfi?CiapfuiaxifpKa affgi OfTiC;iO+xzifRxf gxOfifRKfT+f Jfix ipd O’ fpf xi
knowledge in a particular area. This program allows them to progressively free up time from their
J'TTE xixGgxgix if Jgi 1'f fTax+ 'ix Oafu’fUiUfg+’ + "iKT 1fIxgUiKTfgJT+B:
promoting the MAPFRE brand externally.

Flexibility:
- The path to retirement: a progressive

Uzxgf "0’ fpf XTKT "TapiF Tixz gfiC;i7 Ti au
offering a gradual transition to retirement.

Sexual orientation diversity: commitment
to inclusion and respect

To ensure a safe and !nclusive WOI’!( environmgnt for leshian, gay, bisexual, transgender, and intersex
g eA>Aceix U+xO+U'0agUiOfizaOfiai’a BaaiJaxda 'i $ipfag ' Tfgi+x iKaaJfixzaxix J:
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.

RO 7 OO
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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 dlverS|ty we have employees of 83 different nationalities, which enriches our
J pKO 4EgQiJTfax+x0+x4aUix Odaxx Uid UidBxa+xaix 1GUOKxix i0i’a BaaipaTxfxC

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

Ai=;=@UiAEIKf Kafidza "fUIxzf+Til BiK g+x+ ix i0 xzfTiJ * xTaUi>zfgfifpKa i
countries and were assigned to 19 countries.

E;Ti figf = Tipd 0’'fpf xiG UifRfI'xxOfgiaTfi ax+Ofgi tixzfid * xTai+x iO0z+Jzixzf

Spanish ?Al @<
ATOuta+d <Al D1
Mexican D1 @l
Peruvian Al Al
Colombian @i 21
Dominican Republic @l =1
Argentinian 21 @l
Italian =1 =1
Turkish =1 @l

m
—
1
—>

American °A¥

o AT¥e 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:
>2fi7 £xfUT,0xx giE pf Egi_pK OfTpf xiwTx J+KafgUid+pfUIGXxiKT p xx "i'f UfT]
O pf EgifpK OfTpf xU
>ZfiA xfT ax+ 0ai,fxO Txi ti_ xfTKTxgfgild UiT+tgaB+a+xai fixzfiA xfT ax+ 03
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.

>Z2fil Ufi tiwT+ JxKafgi 7Tef fTOxx 0aiT+xOfTg+xai tixzfief fTOx+t giei>0af xiAB

The Diversity Charter of Fundacion Diversidad, embracing the 10 principles that drive us to continue

promoting equality, diversity, and inclusion in the workplace.

>2fiA*g+ fggi,fxO Txit TiTxOfTg+xaiad UiA Ja‘gx o€ TAeit 1eKixt UiOxxzi0z
Tpoaxulx+ 70 Uifazxpx Gxx 7 fig J+ J'ax'ToaiBxagfgid UiIKTfI'UxJfgild'0+ gx

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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10T+ it TixzfiKzag+Joaia Uipf xdaizfaaxzUigatfxalia UiOfaazBfx 'i 1i$ w¥h€_
company. We are committed to providing safe and healthy work environments, ensuring their right to
zfhaxzid Uix xf'T+xaUiBfa Uil'gxixzfi®O TxKawaJfU

We also integrate occupational risk prevention and the promotion of health and well-being into all
J pKO &i0Jx+0xx+fgild UiUfl+tg+ gUidaxitcaaiafOfagi tixzfi T'0 xudaxx Ui> ixztg
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
geTe¥i?ijflaxzi0 UiEfaax+Bf+GlobabDHédthpCompany Management Model 1o AJJ'Kax+ Qai
zfoaxzid UigOtfxaipd 0'fpf xigagxfpoeix iKaaJfUiOz+JziJ pKaxfgiOxxziAAT@A;
2022. This model is globally applicable and implemented locally through actions tailored to the realities

tifaJdzid * xTalid+p+ 'ix igxd UGTU=xGfigatfxaUizfaaxzU0ia Ui JI'Kaxx 0aiTxgx
0 Uigx0O UGTUQIOJT ggixzfif x+TfiJ pKO aUiAxgigd Kfix Ja‘Ufgi<;;li ftidaaifpKa

+gladT+fUcild Uidaai+x U+xOzxU'Gagitgg J+axfUiTO+xz2i$ wh€ Ui+ Ja‘Ux '"iKT C

and visitors to our facilities.
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EfiGag |zuOf|U|.fuaxza|I pbKQ alnguxf art Tixzfi=;==%=;=@1J
0Jx+ gild UiQ'd x+fxfUi BifJx+xOfgUida 'iO+xzid id ‘|K
ensuring continual improvement.

C>
C)

>2fi'f fTGai BIfIx+Ofgi fixz+gigxTaxf aiaTfRi

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.

$+ +pxi+ 'i JI'KOx+ 0aiTxgxgiz 1 TUfTix TKTfOf xiO TxKadaJfiaJJ+Uf xgid Ui
also helping to reduce absenteeism for health-related reasons.

I xT
I

B*
ifaGaxzi

+
37

X+ 'ix i$ wWh€ EgiJ ppxxpf xix ixzfie‘gx0d+ 0BafiTfOfa Kpf xie GagUifgt
0 UiEfaazAf+x '0i0z+Jzi+gi fixzaxixzfid pKO &4iz0giKT+ T+x+ufuUl

APKT Ot 'i$ wh€_ EgiK gtx+ + 'i0giGizfaaxzail pKa aU

giKOTXi tixz+gigxTaxf aUiOfizOOfiKT+ Txx+xufUipf xtaizfoaxz0iJaTU+ OdgJlal
BifJx+Ofgi i0Bgf xffxgpUi

> 1f g'Tfid xx * ‘gixpKT Ofpf xUi$ Wh € igfxid 7 BIfIxzOfix i=;=@7 xix 1fRIFfUT
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

O TxfUUi> igfxixz+gi’ 0aUiOfiJ g+xUfTixzfiTfg'axgi tixzfiKTfOx ‘giafaTid Uid O
fJ pb+JiJd xfRxUTTEfiJ U*JxiG 10 ‘Gaip +x T+ 'i7 fixzfiaBgf xffxgpiTax+ 14 Uid
+Uf x+1410Tfagit TixpKT Ofpf xid UiaUI‘gxi ‘Tijfaaxzail pKa aiexTaxf aU
Ai==@a

Absenteeism due to health reasons was monitored.

=?2CiJagfgi ti0O TxxTfaaxfUix I"TxfgiOfTfiITFI TUfUUIpO+ aaiu‘fix iJ pp'xfxTfa
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
+aa fggfgUifQ+0O0af xix i<UDF;UC@EiO Txiz ‘TgUiJoaJ aaxfuiBagfuUi 10 1001

>2figfOfT+xaix UfRTIOGQT;U<Einm;U=2if Tipf i0 Ui;U<@it TiO pf cel0id UixzZfiftTf
t Tipf i0 Ui?UEDit TiO pf Ui

Ai=;=@Ui0figfxi ‘TgfaOfgixzfi BifIJxxOfi xix ifRIffUTOTIO TxKanJfiaBgf xffxgpiTax+
20=U1; OfOfTUIxzfiaBgf xffxgpiTlx+ i+ i=;=@7100gi?20=CUi02+J2i+gi;U;CiK * xgidB

For 2025, we maintain the goal of not exceeding a 3.2 absenteeism ratio due to health reasons.
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Absenteeism ratio result 20=C 31 =UFC 2.99

Bgf xffxgpiTlx+ 7 BIfIxxOf 3.2 3.2 3.2 3.2

Coverage of absenteeism data T s BN N
ali fifpKa affgi tix x0ai® Txt TIfee <5l <iil FEU<I FEUZI

EfEOfiGag iUff+ fUTOUUxx+ Gai+ UxJax TgixzaxiaTfip #x TfUTGgTIKATXT Fixzfi

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.

Work
environment

occupational

L Physical
Promocion .
activity and
de la salud ..
nutrition
) physical mental
personal
Personal Mental
environment well-being
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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

O TxKaaJfi>Kgaldz g JxoaUizfaaxzUigaifxalUix U'gxT+aai

hygiene, ergonomics and others outside our

facilities, such as those derived from remote

O Tx+ 'OixTaOfaUia UiJd pp'x+ "aeix 10z2+Jzi

workers may be exposed, in addition to periodic

internal inspections of the facilities and work

gagxfpgix i TUfTix ifaxp+ axfi Tipt +tp+xufixzfpUiA i=;=@Uitaggfggpf xgiOfTfid L
0 Ui<U;DEiKgé&aJz g J+0aiT+gxitggfggpf xgiOfTfiKfTH beUU|>zfgf|bfug TfgiGxpi
risks to protect employee health.

Regular individual and collective health monitoring is carried out by occupational health services, taking A
fpKa affgEigKfJ+3+Ji ffUgi>g'JziGgiU+tgaB+a+x+fg ' Kzag+JaaUipf xaaUi Tigf g T.
KOTx+J'adTigf gsx+xO+xxfgeei+x x i0JJ * xU

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

EfiJOTTai ‘xiTfgfaTJzid Uil 0aag+gi i JI'Kax+ 0aiaJJ+Uf xgUi JJ'Kax+ Q(aiza
0 UiaBgf xff+gpit Ti xzfTizfaaxziTfag gUi>zfipa+ i BIfIJxxOfixgix iUfxfTp+ fixzf
zfhaxzi+ ¥ TUfTix iKad ia Ui T'0 xufixzfi fIfggaTaiKTIOf x+Ofipfag ' Tfgix ifazps+
TfU'JfiaBgf xffxgpUiOxxzixzfidxpi FTKT xfIxx 'iO TxfTgEizfaaxzUi=;iJ * xTxfgiz
+ Ofgxx’0axfi® Tx+TfaaxfUizx ['TxfgUi+aa fggfgUid Uix JxUf xgU

We provide sufficient and appropriate training and information on health, safety, and occupational risk
KTfOf x+ UiA i=;=@a
- Atotal 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 GUig0Ffxaliza vax 'i $1JzfpxJ0aiKT UJdxgUifxJUUITUTKF Uz 'i ixzfil BU

- There were 25,014 course enrollments completed by 14,449 employees, totaling 39,470 hours of
training and information.
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EfizaOfijfaaxzit UieOtfxail ppsxxffgixZaxipffxiKfT+ UxJ0aaal0iO+x2iKOTxxJ+Kax:
ba G'fpf xid UiO TxfTIiTfKTfgf xGx+OfgigKfJxda+ifUi+ 1 JJ'KOx+t 0aiTxgxiKTfOf x
J pKO AEQiAJI'KOx+ 0ai€+xgxiwTfOf x+ 1KT $fgg+ OGagidag 12024 xdtotakof axxf Uidg
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 - Employees returning after - Frequency and content of
assessments. long-term leave. medical examinations for
employees.
- Studies of job positions. - Evacuation and emergency
control plans. - Occupational health
- Analysis of work leaves and and safety management
absenteeism. - Health monitoring plans. 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.

A ixzfifOf xi £70 70JJ+Uf xi0t+fIx+ "T0TKT OxUfTEgifpKa affiaxi$ wkh€ it0J+a+x+
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,

KTfOf x+ "iUxgfagfUOid Ui Kxxpxiu+ ’i12f0axzJaTfU

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

?220?2@<ipfu+xJ0ail g'axdxx giKT OxUfUix ifpKa affgidc UICUFCDIx ixzfxTitd|
CA;ia JOaiJapKa+’ gif J'gfui RiOGJJI+ ax+x UiJaTU+ OGgJaaTiUxgfagfigdTff
and prevention, hypertension sc[eening, musculoslfeletal issuesi stroke prevention and awareness,

B fipaTT OiU axzx UOifafizfaaxz0ia UijAE- AT«iaOaTf fggU

Efil + fUIxZfit+'zxi0'0+ gxiBTfagxiJa JfTiOxxzi ‘Tirz+ xiw+x xiJUGpKGa+’ i0 UiK"
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
oxT xfiTOAUTE TaUiIiT+0BfxfgiTOAUTA xfT ax+ 0ai$f EgiTOAUTO UTE TauUi ATeiTi
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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.

EfEOfitpKafpf xfUix +xx0x+xOfgi+ i==7J ' xTxfgi
to ensure the inclusion of healthy food options

in the menus and products offered at our

workplaces.

Efidag 7 T'0 zufUi=FDia JOaiJapKax’ gix i

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.

Efigag il + fUixzfidJfafBTaxz i fixzfiA xfT Gx+ 0aiTO&i tieK Txit TiTfOfa Kpf x

Mental well-being and quality of life

EfiO Txix it gxfTizfaaxzaif OxT pf xgiBaip+t +p+u+ 'TKgaJz g J+x0aiT+gxgid UiKT
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.

EfiztpKafpf xiz tx+0xxO0fgix 10 0aaufixzfipa+ iJo'gfgi $10 Tx+TfaaxfUigxTfggUixU
OKKa&aid TTfIxxOfipfag ' Tfgixzaxi+pKT Ofi® Txi T'0 zi0x+ UIKT p xfiO Tx+a+FfiE
well-being. Key initiatives include:

@UE?EiKgaJz a '+J0aiJ g'axdxz git TifpKa affgid UTACATT Tixzf+Titapzaaipff
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.

CU;D;ifpKa affgixTa+ fUi+ 1gxTfggipd 0'fpf xi Tipf xdaiOfaa+Bf+ 'Uix x0a+ 'i<Cl(

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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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

+ if0Jz2i) " xTaix 102+£J2ix2fiJ pKO &i KfTaxfgUiA ieKax 0i$ W%o€_'|'gfxg'|'0 g ‘he
fE3fIx+0fi0O Txx 'iz ‘TgUiGgifgxtiBa+gzfUit ixzfi$ wh€ 1l aafIx+Ofi "Tffpf xi=;

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

0 Uid xTaJx'Gaiaxp+xgid UiTfx £ TIfixzfid pKO aEgiJ ppxxpf xix 1UfIf xiO Txz
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
Kad =+ 'igJzfurafgUid aiU++£fTf JfgixZaxipOaiaT+gfiaTfiaUT' gxfUixzZT " Z2ixzfiJ
schedules. These provisions ensure that possible variations remain within controlled limits, favoring
fEt+J+f xixxpfipd O fpf xixzT 'z ‘xixzfi T'0 zu0x+x Ui>z+xgiKTaJx+xJfixgida+’ fuU
+ Ja'uUfuizx ixzfi$ wh€_il aafIxzOfi 'Tffpf xi=;==%=;=CU
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
+ ix2fi$ Wh € _ 1l aafIx+Ofi 'Tffpf xi=;==%=;=CUifpKa affgiz0OfixZfiT+'Zxix i=Ai
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'Tipazx @ BIfJxxOfgiaTfRi

_g'T+ 'it0+T fggid Ui +UxgJTxp+ Oxx iz 10JJfggix ifpKa apf xUiKT p xx U
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.

wT p xx 'O pf EgiaJIfggix ipd G'fpf xiK g+x+ gUif g'T+ "ixZaxiKT $fgg+ 0ail
compatible with personal and family life.

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

Breastfeeding: i@=UDITi ti0O pf iz0aOfi ‘Tg+ 'iT pgi+t ixzfi® TxKaaJfUia UTEEUATIZQ
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

Kzag+Joai Tipf xtaizfaaxziKT BafpgiOz iTfQ+TfiaUU+x+ 0aiJOTfaiFEUCTI fi
KfTpxgg+ gUid UiAU?TT fipf id UTFU@ITi 10 pf idO0Gxafui $ixz+gixaKfi fiafac

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@UETT tipf id UTEAUCTI $i0 pf iTfx'T fUiIx i0 Txiz i=;=@Ui0+xzi0ix x0aiTfx"

Atixz gfiOz ix xiafaOfix 1=;=?2UiF<UCITi tipf id UTIEAUATI 1i0 pf iTfpax i0+xz
0 i OfTAAATTIxXf x+ iTaxfi +iEAUATU

RO B OO



5) 6] (Eromeae ]

ORGANIZATION REPORT
il € _i%AEIw_Aw _E.iE_ wBA A .

A'TiTx £x0aiTxgd fIxx Tw axJai ‘xazxz fgigKfJx3+£Jipfag'TfgixzaxiTfJ ' xufid U
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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Our global compensation policy ensures appropriate, strategic-aligned remuneration focused on
performance and goal achievement. It is based on the following principles:

4 4

Based on the function, according to
$ _€1_€0gi’a Baail BiK gxxzx ilf
system, merit, knowledge, and performance.

5 NX n- dlscrlmmanon and equal remuneration
= Y Tii BiK gxxt gi tifQraaioaa‘f

(@]
[

J J
-
Flexibility POLICY Transparency
PRINCIPLES
J
4 4 4
- Appropriate balance
Aligned with External competitiveness between fixed and
) : through participation in local : .
the risk profile . variable remunetation
market salary studies
components
J J J
Our remuneration structure primarily consists of:
Fixed remuneration
EGT+aBafiTfp' fTaxz Uiazx xfUix 1Q'0 xxxax+xOfid UIQ'Q Ox+Ofix UxJax Tgi
I'TTf xaaUTEETT 1i$ W% € ifpKa affgiaTfifatx xBafit TlOu Bafleb‘ fTaxx U

Medium- and long-term incentive plans, aimed at aligning the interests of the management team with
xzfil pKO 470 UixxgiexTaxf' xJiwad Uia+ x+ 'ixzfxTiJ pKf gax+ ix ixzfidJTfax+
gzOTfz aUfTgid Uixzfig'gxld+ GBafialJz+fOfpf xi figxTaxf' £Ji BifJx+xOfgU

MAPFRE establishes appropriate and competitive remuneration for each person, based on their function
Til BiK gxx+ UipfT+xgild UiKfTt Tpa JfUixOx+ 'i+x x 10JJ * xiGKKaxJaBafiTf 'ai
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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« Jx0AaiBf f1£xgiGTFIKATxXxi tixzfig xJ0aafuilfp x+ 0aigldadTalid UidTfiKT U'Jxg
fpka affiOfaa+sBf+ "Ui>zfgfig Jx0aiBf ft+xgiaTfixGxa TfUix ifpKa 4affgEiKfTg 03
and managed locally in each country, and offered to all employees regardless of their contract type or

working hours.

Health Insurance F@UFI

« J+0AiKT xfdx+ igagxfpgi>Kf g+ iKad id UigaO+ 'gi+ g'Ta Jfoe

Life insurance FCU?I
Insurance discounts CFUDI
Bonus for long service <FUATI
eJ7 _at "Tdggxgx0 J_f'l'i T'|_'><i Uf_T’UTxf - ‘TgfTaigdz a-KTfgJdz ai SEU-T
education, compulsory education, during working hours ’
Newborn child allowance =U0;1
Meal allowance FAU?1
Loans <@U-?1

Other benefits of various types are also granted to help employees meet their varying needs, including
UxgOiBza+xaUi+ JOKOJ+xaUid Uix OGa+U+xaid OfTa’'fait+ 0 Jx0aid+xUif TifpKa
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 gUi ti02+J2ii<U=FDUCEFIif'T giJ TTfgK Uix iTfxxTffizfoaxzix g'T0 JfiKT T

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.

iZ+'7a+’ Zzxi Fixz+giKad i+gi I11AG, > _iaAf) pfidigzaTfz aUfTeUidigx Jx+Bagfui’
fosters stronger connections between employes and the company, particularly in the area of strategy and

'T OxzU0i0z+Jzitaa Ogixzfpix igzaTfit Txxgid ' x'TFiKT fxxgUi% ‘aaai=<1i $ixzfiC
fOI=;=A1TKad UiTftafdx+ 'iJ xzx ‘fUIgxT ’'ifpKa affid F+Uf Jfix i$ wh€ Egif‘'x"
Furthermore, the flexible compensation plan includes other options such as a flexible savings insurance

0 Ui%afB+ *GTUfT»0i>tafR+BafiJz+aulaTfigfTOxJfgeeU
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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 Fundacién 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

$ Who€ EQiK'TK gf EfiJOaTfiaB ‘xiOzaxipaxxfTgix ia *"Bfla‘gfixzT “'zi0O a*‘ xffTx
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

fff Txix ig Jx0AaiKT 1fIxgixzT 'z ‘xixzfiafGTUTA tx+0x+Ofgix iaTfagig'Jzidgifu
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.

% TifpKa affgUixxEgid 1 KK Tx' £x&aif TiB xziKfTg Gaid UiKT tfgg+x 0ai'T Ox
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.

% Tixzfi xxf TxKT $+xi T'0 #i0x+ giOfiKaTx fTiO+xzU0i+xiKT OxUfgifggf x+(
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
ABIfIx+xOfgi+xgidT'J+x0aix iaJx OafuU’'+ 'itxgig Jxhai+xpKaIxUi

XT$ Wh € _UiO a‘ xffT+ 'ixgi+x xf’TaxfUix x iB xzi ‘Tiwf KafisiAT'0 +i0x+ 7igxTa:
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.

EfKTIgf xOx+xOfgitT pi% ' UlJ+t i$ wWh€ T0ag iKOTxxJ+Kaxfiagi’*fgxgUi>zfid pp+
the coherence, sustainability, and strategic alignment of all volunteering initiatives.

Its responsibilities include:

4 4 4
Promoting Approving annual
volunteering pproving Reviewing budgets allocated to
objectives and global
across the C local plans.
- activities
organization.
J J J

Evaluating and approving new proposals from the

Monitoring local initiatives. N
volunteer coordination team.
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People who make a difference, communities that move forward

E a* xffT+ "i0xi$ wh€_ 7 xi aai'f fTaxfgiGdiK g+x+xOfig Jx0ai+pKOJIxiB‘xidag igx
commitment and sense of belonging. They say it improves the work environment, they feel part of a

gzOaTfUT BIfIx+OfUiG Uixz+gizfaKgixzfpix igffixzfi® TauitT pid xzfTiK = xi FiC
There is a shared understanding that companies cannot develop in isolation from society or remain

disconnected from the context in which they operate.

AOfTOaai BifJx+xOfgR

4 4 4
To contribute to the .
. . . To reinforce the
well-being of the To strengthen our relationship .
: L . internal values of
most vulnerable with the communities in which .
. MAPFRE, promoting
people and to the we operate, acting as a partner -
; - ) a participatory and
improvement of within the social welfare system. .
. supportive culture
society as a whole.
J J J
4 4
To facilitate the participation of employees To encourage the development of key skills
and their families as a way of generating a such as leadership, empathy, problem
culture sensitive to social needs and respect solving, or teamwork, with a direct impact
for diversity and for people in need. on the personal and professional sphere.
J J

Commitment to excellence in management

Since December 2019, MAPFRE has been the only IBEX 35 company in Spain to obtain the AENOR quality
JfTxx3+J0x+ TaAeAiF;;<ceit Tixzfipd 0'fpf xi fixxgiJ TK TaxfiO a‘ xffT+ "iKT 7
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

C+Q'fi0 a* xffTifpKa affgUiai?;1ix JTfagfi OfTi
the previous year.

The percentage of employees involved in

volunteer activities rose by over 5 percentage

K + xgUiTfaJdz+ 'i=DUCITi tixzfi'a Baai® Txt TJIfUi
More than 1 in 4 employees participated in a

volunteering experience during the year, with an

0OfTO'fi FiaxiafdgxixO i0Ixx0+x+fgiKfTiKfTg ia=072i
0Jx+O0+x+fgiKfTiO a* xffTeeUiA Ja‘U+ 'ifpKa affgi

and family members, the total number of unique

O a' xffTgiTfaJzfUiFU<Cc@Uiai=DIli+ JTfagfi

on2023.

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

O Txt TIFEQiIJ ppxxpf xixTh gadaxfUix x 1 OfTiA<U;;;iz ‘TgiUfu+xJaxfUix iO a‘ xf
X220 iCiz ‘TgiKfTifpKa affu

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 ‘ Education Nutrition

Ai<Cid * xTxfgUidfiJOTT+fUT ‘xi=<;10 a‘' xffT+ "10Jx+x0O+x+fgiB0agfUi iKT ffgg#+
of the total. A total of 304 employees contributed their knowledge and experience, dedicating more than

CUO;;;iz ‘Tgi $ixzf+Tix+xpfUiOZz+J72iUxTfIxaaiBf ffxxfUICU;A;iKf KafUiA O aofpf
is especially significant, with an average dedication of almost 20 hours per volunteer.
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Listening drives continuous improvement
> if g'TfiQ aa+xaid Ui Kxtpxiufixzfipd 0'fpf xi 1 ‘Ti+t £+x+0x+0fgUiO a‘ xffTgidT

gix+gtddxzx ig'TOfATOIxfTifaJziaIx+0+xaUiA i=;=@UixzfiaOfTO' fiTaxz 'iO0QiC
participants would recommend the experience.

Measuring the impact of corporate volunteering on the SDGs

EfiBfa+fOfix ixzfizxpK Tx0 Jfi fidggfgg+ *ixzfiTfaaixpKaJIxi i ‘TiaJx+x gUi>zax
0TKT KTxfx0Taipfxz U a 'aU0i+ iJ aadB Taxz i10£xZ2i% " UlJ+t i$ wWh€ Uixz0axida
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.

Afx ’igBafix 10 0aaufixzfixpKaJIxi 1 ‘TiO &' xffT+ 'i0Ix+xO+xxfgixgidiJzaaaf 'fi
it produces a transformational impact in all the countries where we operate.

2 Zero Hunger cCaU?=A @=1
‘ 10 Reduced Inequalities 24,974 <Cl
1 No Poverty 23,093 <Al
Health and well-being ==UE@C <Al
4 | Quality Education <AUC;F <:1
gfgﬂg Work and Economic 1,389 <1
Other SDGs 1,509 <1
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$ Wh € Egiea Blai
Volunteering Day

_OfTaiafaTiOfiJfafBTaxfi$ wh€_Egisa Baai
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

Quiality Education.

Ai==@Uidfi T'0 £ufUip TfixzZ0 i<@;i0Ixx0xxxfgi
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 VVolunteer
Day and The Box of Joy

International VVolunteer Day is a key date at

MAPFRE—a moment to honor those who dedicate

their time and effort to making the world a better
KaaJfUTAxitgid i KK Tx* £xaix iTfJ ' +ifixz
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.

A ixzfiadogxifUsxx Uip Tfixz0 iD;;iO a* xffTgifT pif+’'zxiJ * xTxfgil £ fUixz+gi+ *;
people around the world in a gesture that transcends borders and demonstrates the power of solidarity.

/700 8 1,400

Volunteers Countries Beneficiaries
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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
" +xfUiexOxfgUi ‘TifpKa affgiJo ig'KK Txig J+0aiKT 1fIxgiBai
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,
Bf ftxx+ 'i0iOxUfiTO 'fi fig J+x0ai T'0 xulx+ giJz gf iBai ‘TifpKa affgRi+ i=;<C
wfaiUfi$aT+K glio_ K+UfTp adg+giA‘aa gii gg J+0x+ il Uie JxfUQUI0 TE+JI
Ufiwd'aie Jxfxaoaiz i=;<EUi% " U0J+ 11T+gialT+gild JfTi% * Ulxx oeil Ui <AA,
tilz+aUuUTf iO+xzil0d JfTeeUiB x2it+ Zx+ *iJz+aUz UiJO JfTaix i=;<FU0T1T w |"ia g .
i+l gid i ‘x+xgp TUfil'f JaUi gg J+axx 7 tiwdTf xgi tilz£aUTf iO+xZi ‘xxgpix il’
adU+ Oie adU+ 07% * Ulxz UigKK Tx+ 'iJzzaUTf i0+xziJ0 JfTeedix i=;=;0i%"
% ‘' Ulx+x Uig'KK Tx+ 'iJz+aUTf id Uia ' "T1Kf KafiO+xziJfTfBTOaiKdagaceid Ui g
e» UT pfiUfi€fxxineKQ xgzi€fxxied UT pfi gg Jxax+ ceUif J'gfuUi 7idiJz+auz Ui
+ i=;=<Ui g J+x0J+ 1« fTTIT giw TK'TOiaw'TKAfiEQTT+ Tgi gg J+x0ax+ o0ild Ui%" !
$07 ‘e QVIOT a+ QiT»fui$0Z ‘1% * Uldx+ cedi+x i1=;==Ui g Jx0J+ iUfitap+xaxdTfg
uUfiaagi€f'+ TUfi$ ' TI+0ia gg Jx0axx T fi% Opratfgi 1ilzxaUTf iOxxzild JfTix ixzf
g J+x0Jx T_gK0O adiJ xTaiadi f*J UxgxT F£0ie_ ¥imeKO 927 gg JxlOxx 1 '0x ¢
=;=?2U07 g J+x0J+ ie» UT pfiUfi ’'fapd ie ’fapd ieda UT pfi gg Jx0ax+ oeid Ui g J=*¢
€fxxin€fxxied UT pfi gg J+xOx+ oe&id Uiz i=;=@Ui g Jx0J+ 7is» UT pfiUfis x gine
gg Jx0x+ il Ui g J+0J+ i,j Aio fifgzUdUfgiufiadijfpzKafizai axfT 0 xfiufia
ifpxKaf +ai tilzxauz Ui, ffugi gg Jxax+x Ui
ifpKa affgigfafIxfUixzfiKT 1fixgixzaxiO+aaiTfIJf+Ofig'KK Txit i=
UfiEGaf J+x07ai>_,w l_io gg J+Ox+ if Tidgg+gx0 Jfix TKf Kafid

I+ ~-
x |l

TJ
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.

A ixzfim £xfUiexOxfgUixzfiBf f1+J+0TATKT IfIxit i=;=@iO0gixzfil pp* +xaijaTOf
J xT+B‘x+ 1 1i<?UE<;U@CiU aaaTgitT pifpKa affg’a iap * xipaxJzfUiB&aixzfiJ
=DUC=;UF=iU aaaTgUi>zfgfiu Gxz gizaOfig'KK TxfUi+x tx+0xz0fgixZaxiKT O%L
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.
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We firmly believe that strong partnerships between academia and the business world are essential for

UT+O0+ i+ O(x+ 70 UIKT tfgg+ 0ai'T OxzUi>z0xEgiOzaiOfiJTfaxfUT ‘Ti$ wkh€ i
initiative aimed at standing alongside universities and business schools through collaboration, contributing

x ixzfiufOfa Kpf xi $ia * ixd0af xUid UigzadT+ '7 ‘Tix OQafu’'fid UiUufOfa Kpf xid Uiz
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

Tf O fUi* +OfTg+x+fgid UiB‘g+ fggigJdz agix iKT p xfi ‘TifpKa afTiBTa Uia UigzaTfi
everything MAPFRE offers students to support their development.

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

Germany: Hochschule fir Wirtschaft und Recht Berlin.

ATOuzaRil~1iA g'TxfJzieiA OOM U

$fR+J Ri” +OfTgxUOGUI 0z'aJU

Spain: Carlos Il University, CUNEF, IE, ISDI.

United States: Boston College, Clark University.

WET'Bi™ +OfTgxUQUIUFIA 'f 2fT»014i>fJ a '»0ie"> 1¥Ui” £+OfTgxUaUIUfaTiwaI»t:
w fTx i€+J Ri” +OfTg+UQUi«0’TAU il Tau Ui +OfTg+xUGUIUfiw' fTx 1€+) Ui€+ i
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In addition, more than 170 students from different countries and institutions such as CUNEF, UCM, Shanghai

0 UiwfT ' O+0 i +OfTgxxfgi>g'KK TxfuiBai_«AI¥UiA_« Oil_"ied iwaBa Uid Ui I12$i:
x TafaT 7aB ‘xi ‘TigxTaxfraUiJ'ax TfOifpKa afTiBTa UUiIG Uil Bi KK Tx' £xxfgiaxi$
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
taTOIC;ifU+x+ gi tixz+gi’GpfizaOfiBff izfaui® TauodxUfU

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+ fggigldz AagUIEfEOfiKOTx+JxKaxfUix ip Tfixza i?;ixTax + '"iKT 'Tapgix i=
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 pKO aUuiHzfiaOOTUQIOFfEOfITIIfxOfUTOTIiOixfgxapf xix ixzfid ppxxpf xid Uiftt
makes MAPFRE a place where your time is truly meaningful, day after day.

[ )

> Ki_pKa afTi=;=A

EfETIiKT ‘Uix iBfidp ’ixzfi=;iBfgxiJ pKa +£fgid Uix iBfiTfJ @ +ufuUidgi> Ki_pKa afTi
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.

€0 UgxOURT$ gxiaxxTaJIxxOfiJ pKG ai+ ixzfix g'Ta Jfix U'gxTa

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.

$fTJ i>daf x

We rose to ninth place in the overall company ranking and lead the insurance industry according to Merco

saaf x Uirzxgigx'ualidz+JzifOna'axfgi=;;iJ pKa xfgUid 0aaufgiagKfixgig'Jzitgi+
BTO UUTO Uil BiQ'oa+xxaUiTftafIx+ ixzfizGKK+ fggi +7 ‘TifpKa affgUiA i+xgi<DxZ
the opinions of more than 52,000 people from different groups.

$fTJ i>aaf x i” +OfTg+x0T+

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.

% TBfgRIAfgxiJd pKO +fgix 10 Txift Tit ieKO*

% Tixzfit ‘Txzid gfl'x+OfiafaTUi% TBfgipd’'Gu+ fizhgi+ Ja'UfUi‘gix T+xgiKTfgx+"'
the best companies to work for. In the 2024 edition, which includes 100 companies, Forbes examined the
K+ + gi fifpKa affgitT pip Tfixzd i=U;;;7 T'0 +00x+x gid UixzfiBfgxiKTaJx+Jfgiz+

| ppxxpf xix igf £ Tixdaf 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.

_ %o €7 _RJIfaaf JfiIfTxxi+xJ0xz

We renewed the EFR certificate with an Excellent A rating. Since 2012, this distinction, awarded by

%' UOJx 1$lgtapra+xaiO+xzixzfif U Tgfpf xi $ixz2fi$+ £gxTai fie Jx0ai€+ 2xgUil
fUQUOTTFI » xufgi ‘TiJd ppxxpf xix ifQ'0a+xaUiuU+0fTg+xalia Ui Tx+xa+tfiBoald J
| pKO dcei+ +xx0xx0fixgiTf) ’ +0fUTGgIOTAfgxiwTOIxxJfiBaixzfi™ £xfUi,0x+ gil U]
recognitions for work-life balance and equality in Spain.
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_Q'haxxaix ixzfiE TxKaoJfiTtgx+x IJx+ ioTA ¥

Efiz aUixzfi_Q‘Oa+xai+ ixzfiE TxKanJfiTxgx+ IJx+ iaTA ¥U0i'Td xfUiBaixzfi$+ 4
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+OfTg+xailzaTxfT

We renewed our commitment to diversity and inclusion by once again signing the Diversity Charter of
Fundacion 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.

«l_Aw T 0T+OfTg+UOUT aa+a Jf

EfiOTfIKOTXT Fixzfi«l_Aw T GTtO‘ngi‘UGpT aazxl JfOTQZiJiTBTi "gix ’fAXZfT'I'l_Ag
J pKGO £fgidT * UiligzadTfuUix OO0xxO0fiOxgx T F1UxOfTgxxaUifQ'+xaluild Uiz J
promotes strategies that contribute to business excellence, talent competitiveness, and the reduction of

inequality and exclusion in society.

> KiT+OfTg+x4ail pKd ai=;=@
EfizaOfiBff iTfJ * xufUidgidi> KiT+OfTgxxail pKO ai=;=@iB&aiA,>€ $ OUiz+'za+'7x

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.

E Txx xffiAGada JITAQT pfxfT

We are one of the 38 companies doing the best work to promote work-life balance. This is according

X TXZfiE Tx+ x3fiAGad JFTAQT pfxfT 0i1J pKTfzf gxOfiTIK TXxiKTIKATfUIB&ATXZTi%0"
o % €+xJfTx+xtf+xfUcei+ 1J aa0B Tax+ iO+xxzixzfil pp' £xai fi$0UT+xU Oz+J2iTf+ ¢t
been developing for years.

[ )

w+ ffTgi+ ie Jxt0ai€fgK g+xBtafxai=;=@

JJ TU+ "ix ix2fi%eU UBUTA gxtx‘xfiex'UalUiOz+J2i0 0aailfgig Jxdaia+gxf £ 'TUQX
J pKO +fgiaJT ggiO0T+ ‘gigfdx TgUi+xxiTfJ * xifgiJd pKO xfgixzaxixaxfi ig J+0a
Jf xTOaiT afi+ 1gz0K+ "i0il‘gxig JxfxaUi>zfaid xTxB‘xfix ig JxOaig‘gxt+ GBxaz*
inclusion. This is reflected in their corporate culture through respect, openness, and trust. Employees feel

valued and supported, which strengthens cooperation and collaboration.

faux "i_pKa afTilfTxxf+xJaxfi=;=A

OO0TUfUIBATXZTIA gx£x'xfi F1€fgfaTIZi«iTOax0T T Oxx T0ExfTi0igx U&iTFI * 04
employer brand and employee loyalty.
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$ Who€ T+ ixzfi” xxfUiexOxfgizGgiBff iTf) ' xufUiBaixzfi,fOi_ 'ad Ui_pKa affiAf

o, Aleif Titxgipf xt0aizfoaxzixTa+ + "iKT 'Tapit TifRfI'x+OfgUi>z+gi+xgild i0J;
about the symptoms of mental health problems and learning effective ways of supporting employees

Oz itaJfixzfgfigxx‘Gx+t gUiIE+xzixzf+TiaOaTUgUiIxzfi,_ _AliaOGTUQITII * +ufit

demonstrated quantifiable results.

[ )

i‘p0 1€fg ‘TIfgi~'0axtxaiATO U

MAPFRE Middlesea and MAPFRE MSV Life have renewed this distinction, initially obtained in 2022.
+TO xfUIBATXZfi,0x+ 0ail ppxgg+ it TixzfiwT p xx i fi_Q'0axxain,lw_¥Ui+xizxg
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
Jdw_iz0gifpKzag+iufUixzaxi ‘TiJd pKO #fgizaOfi xi aaipd+ x0+ fUixzfgfi’ UIKTQ
demonstrated a firm will and capacity to continue promoting these values in the coming years.

[ )

eTfOxiwadJdfi> TE Tx

$ Who€_T20giBff iTfJ ' xufUit Ti<DiafaTgidgi fi tixzfiBfgxid pKaO =fgix iO Txit
TfaxiwanJfi> iE Tx foew>EceiTh x+ 'Ui>z+giGJz+fOfpf xiTftafIxgi ‘TiJ ppxxpf x
environments that combine well-being and productivity, fostering a strong sense of belonging and pride

ap i ‘TifpKa affgUi UUxx+ 0aaaUiew>EizGgiUxtgx+t "“+gzfUi$ wWh € _i0gixzfiBfg>
in the Central Region.

$ EIATO Ui _%Di% _$

A ixfTpgi FiaxxTaJIx+ 'ia * 'ix0af xUixzfil TK Taxfi€fK'xax+ iA‘g+ fggi$ +£x Tin
among the six most attractive insurance companies for attracting and retaining young professionals.

% TixzfitxTgxixxpfUOiOfizaOfidag iBff iTfJ ' +GfUiIB&T_pKa &fTgi% Ti@ ‘XZia_ %o
companies for female professionals aged 18 to 35.

Other distinctions:
0B TifQ'Oa+*xaid Ui UzxgJT+p+ 0xxecdgniticndi aurdntiusivB and equitable policies.

Inclusive Company: awarded for the second consecutive year by Fundacion Entrale, highlighting our
strong commitment to inclusion.

« Jx(0Aada4T€fgK gxBafil pKO aiTxgxi¥ Dk xfUGBAEKES %o Aif Ti<CiJ gfJ'xxOfiafa
underscoring our commitment to social responsibility.

RO 7 OO
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award from the Institute of the National Housing Fund for Workers
" xUfgr ‘TifRfpKaAGTaTadB TiKTaJx+JfgU

Empresas de 10 Recognition:
+ T + g J TQbainedlar the firsTi$ ETDa

aA %A, EA>eixz0xiTfJ
30 =ATIfTx+F+J0x+ i

time
e J+tlaadai€fgK gzxBafil pKGO &iTz*gxAwdnded by CEMEFBto MAWDY for 13 consecutive

af0TgUifpKZOg+i+ 'i+xgig J+0AaiTfgK g+BzxaxxaU

T 0B Ti_Q‘Gazxxaid UT,

)

QTi *JfT giufai pa '0U 7z0giTfd * +20fUiI$ wh€_ EgiO a* xffT+ "iftt T

% UGJzx Tj
its solidarity support, generosity and commitment to the children and families of this home.

[

«fa TUGTA *GaudauUfi-tadTx0a

EfizaOfiTfIfxOfUixz+gigfdaitT pixzfil ppxgg+ it Ti_Q‘Gaxxai+ iE Txid Ui_pKa
acknowledges our commitment to equal opportunities for men and women in the workplace.

[

Afgxil pKGO +fgix iE Txit T

$fTIJGU ipa’aux fizagix Ja‘'UfUI$ wh € _i0p ’ixzfi<=ATAfgxil pKGO xfgix TE Txit T
highlights our ability to develop human talent and improve processes through continuous innovation.

[

Afgxil pKGO xfgix TE Txit 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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[ )

T oaiEGa Tai«foa

MAPFRE has reaffirmed its commitment to inclusion by receiving the Uruguay Valora Seal, an initiative by

xZfi"T 080 e Jxfxai fiwf Kafi$a 0 fpf xixzaxiTfOGTUQGT T'0 +GlGx+ gixtpKafpf x
demonstrable actions to include people with disabilities.

_pKa afTgit Tig ‘xz

EfizaOfidag iBff iTfJ ' x0fUiIB&T_pKa afTgit Ti@d '‘xZin_%@eeilgixzfigfl] UxBfgx
among young professionals aged 18 to 35.

T € «1€f) " xxz

MAWDY has been awarded the DERES Recognition for the third consecutive year for its Cycling

t Tie'gxO+ OB+a+xaiKT IfIxUiT_€_+0i0 1 T'0 +00x+ ixZOxiKT p xfgig'gx0+ aBaf
Tf) ' +UfgiKT TfIxgixzaxiz0OfidiK gx+OfixpKOJIxi ixzfie‘gxt+ GBafiTfOfa Kpf »
eTfOxiwanJfi> TE Tx

$ ET@iz0gitag ifaT fUixzfieTfaxiwadJfi> 1E Tx foew>EciJfTx+f+J0x+ 1f Tixzfix

[ )

>»2f1d pKO ai0agiTf) ' #AGWBiBma Voluntad Uidi KT fxxi T'0 £00xx TUfUxJOxfUIX T
young people with disabilities into the workforce.

‘0 710Ta gi€ UFfO'UITIK ' xaief fTOATSO 0'fTi fiwf Kafid UTAT'0 zuaxx 0Uidagi ap
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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Spain 11,559
ATOU0xa 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:@1
Germany A?Ci
Turkey 514

Puerto Rico 507
Panama 499

Rest of America 2,137

Rest of Europe 1078

Asia 37

Total 30,585

MEN <?2UC@@ @Al
WOMEN <CUF@< AAT
TOTAL 30,585 100%
MANAGEMENT AND EXPERT MANAGEMENT 1,145 593 1,738
MIDDLE MANAGERS AND EXPERTS 3,178 =0C== 5,800
ADVISORS CUA?E EU=FC 14,834
ASSOCIATES AND SUPPORT PERSONNEL 2,783 5,430 8,213
TOTAL 13,644 16,941 30,585
PERMANENT 13,244 <cU?2cC«< =FUC;A
TEMPORARY POLICIES 400 580 980
TOTAL 13,644 16,941 30,585



ORGANIZATION REPORT
DATA
IAEWAE > T € -1 _>€ e €EAI o« 835 CA< <U@EC
IBERIA @UCFC 5,542 10,238
BRAZIL 1,750 =0UDb=C @U@DC
> $TeA %l _,> € 3,150 3,972 7122
MEXICO 1,054 1,041 2,095
NORTH AMERICA 983 1,503 =U@EC
EMEA 948 1,252 2,200
REINSURANCE 228 254 482
TOTAL 13,644 16,941 30,585
IAEWAE > T € -1 _>€ e €EAI_» 33
IBERIA 43
BRAZIL 9
> $iIeA %Il _,> € 24
MEXICO 8
NORTH AMERICA 13
EMEA 41
REINSURANCE 34
TOTAL FOR MAPFRE GROUP 83
MANAGEMENT
AND EXPERT 1 0 277 94 CE; ?2CA 181 132 C 2
MANAGEMENT
MIDDLE MANAGERS N
AND EXPERTS 3 1 439 241 <UC;%322 997 934 138 124
ADVISORS 7 14 785 732 2314 3175 2133 2,751 1299 <UC=@
ASSOCIATES
AND SUPPORT 0 10 271 444 788 <UDCF904 1,713 820 1,494
PERSONNEL
11 25 1,772 1511 5383 6,631 4,215 5530 2,263 3,244
TOTAL
36 3,283 12,014 9,745 5,507
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AVERAGE AGE BY GENDER 43.5 421
AVERAGE LENGTH OF SERVICE BY GENDER 12.7 121
AVERAGE AGE 42.2 42.7
AVERAGE LENGTH OF SERVICE 121 12.3
MERGER OR ACQUISITION 232
EXTERNAL RECRUITMENT ?20DC;
RETURN FROM LEAVE OF ABSENCE CA
RETURN FROM INTERNATIONAL ASSIGNMENT 2
TEMPORARY HIRING OF EMPLOYEES 534
SEVERANCE 97
VOLUNTARY <UOFCE
DISMISSAL 1,998
LEAVE 149
RETIREMENT 138
EARLY RETIREMENT 1
DEATH 14
DISABILITY 39
END OF TEMPORARY CONTRACT 477

$ wh€_UiB xzit TiaUI‘gxpf xgix 10 TxiKad + 'id Uit Tig'Bgxd x+daip Uz
ufadUazx fgigxxKaoxfUix 7a Joaiaf'tgadxx 10 UUTx ixzfidJagfi $i«KOx Uixz

which generally establishes a notice period of 15 calendar days.
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OR®



ORGANIZATION REPORT
DATA
MANAGEMENT
AND EXPERT 4 1 44 13 20 18 1 0
MANAGEMENT
MIDDLE
MANAGERS AND 11 2 DC 51 100 101 32 38
EXPERTS
ADVISORS 8 9 <<C 177 348 425 504 545
ASSOCIATES
AND SUPPORT 18 11 102 143 224 300 441 709
PERSONNEL
41 23 338 384 692 844 978 1,292
TOTAL
64 722 1,536 2,270
CORPORATE AREAS 1,094 1,083 <U:C@ 1,081 1,127 1,175
INSURANCE 28,225 28,459 =DUC<HCUFDE=CUA<A =CU<FD
MAWDY 4,349 3,549 3,027 2,581 =UAC? 2521
GLOBAL RISKS =:C 180 187 <FC 200 210
REINSURANCE 450 459 @@C 457 @CE 482
N0 & O
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DATA
CORPORATE
AREAS 1127 137 89 1175 48 1175
MAWDY 88 8 7 89 1 89
CORPORATE
AREAS/CENTRAL
SERVICES GLOBAL RISKS 200 32 22 210 10 210
INTERNATIONAL
CENTRAL 19 2 9 12 %D 12
SERVICES
INSURANCE 10147 998 993 10152 5 10,152
IBERIA
MAWDY 85 C 5 EC 1 EC
INSURANCE @UDC852 <U=Cc @349 @<= 4,349
BRAZIL
MAWDY 134 24 31 127 %D 127
INSURANCE 5875 1,010 FCC 5,919 44 5,919
LATAM
A%l > €
- - MAWDY 1,213 347 357 1,203 Yo<: 1,203
INSURANCE 1384 AC? 320 <0Cc=D 243 <0UC=D
MEXICO
MAWDY @C? 229 224 @CE 5 @CE
NORTH AMERICA INSURANCE 2574 =C= 350 =U@EC BEE =U@EC
INSURANCE 1,755 245 348 <UCA= h<:? <0CcA=
EMEA
MAWDY 580 127 159 548 %= 548
CENTRAL
REINSURANCE 281 31 22 290 9 290
SERVICES
REINSURANCE
OFFICE
REINSURANCE 187 39 34 192 5 192
TOTAL 30,873 4912 5,200 30,585 %=EE 30,585

QO &

OR®
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MEN 13,539 @Al
WOMEN <CUA<A AAT
TOTAL 30,054 100%
Spanish 2@UET
ATOuzaxd <AU;I
Mexican DU;T
Peruvian @UDI
Colombian ?2U0ET
Dominican Republic 20cCil
Argentinian =UEIT
Italian <UF1
Turkish <UDI
American <UDI
TOTAL 77.0%
UNDER 30 @UAFC <Al
? %A <CcU@DA AAT
OVER 50 8,982 2,1
TOTAL 30,054 100%
MANAGEMENT 1,144 593 2@U<1
TOP MANAGEMENT C?A 279 ?2:UAT
JUNIOR MANAGEMENT 3,482 2,797 @@UAIT
€ E_,7" Ve | E£E>A i$ | o 3,821 2,942 @?UATl
STEM 1,358 589 30.2%

86
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DATA

CORPORATE AREAS 1127 137 89 1175 48 1175
CORPORATE MAWDY 88 8 7 89 1 89
AREAS/
CENTRAL GLOBAL RISKS 200 32 22 210 10 210
SERVICES

INTERNATIONAL L

CENTRAL SERVICES 19 2 9 12 72D 12

INSURANCE 10,147 998 993 10152 5 10,152
IBERIA

MAWDY 85 C 5 EC 1 EC

INSURANCE @UDC <852 <U=Cc @349 @<= 4,349
BRAZIL

MAWDY 134 24 31 127 %D 127
LATAM INSURANCE 5875 1,010 FCC 5919 44 5,919
N

ADil o> & woy 1213 347 357 1,203 < 1,203

INSURANCE 1,384 AC? 320 <0Cc=D 243 <0UC=D
MEXICO

MAWDY @Cc? 229 224 @CE 5 @CE
NORTH o - . .
AMERICA INSURANCE 2,574 =C= 350 =U@EC 5 E E =U@EC

INSURANCE 1755 245 348 <UCA= Yo<:? <UCA=
EMEA

MAWDY 580 127 159 548 2= 548

CENTRAL

REINSURANCE 281 31 22 290 9 290
REINSURANCE SERVICES

OFFICE

REINSURANCE 187 39 34 192 5 192
TOTAL 30,873 4912 5,200 30,585 %=EE 30,585

N 7 O
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MEN <CUEI1 <AUFI
WOMEN <cucil <CcU;:l
TOTAL 16.7% 16.0%

MEN DU=1 cu<i
WOMEN DUFI cuDIi
TOTAL 7.6% 6.4%
MANAGEMENT

AND EXPERT ;031 ;0,1 <20cC;T DU@ADD;TAU;;T <=U=;1 FU?2;0;;T ;0;;1T  DUF;I
MANAGEMENT

MIDDLE

MANAGERSAND A;U::T:;0;;1 cU?;1 cU<;1 cU<;1 cU?;1 <;UF;1 <=UD;1 <DU;;1T =<U;:1
EXPERTS

ADVISORS C;U;;1 DU<;I DU?HRUD;ICUE;I DU<;1 <F&EUD;EEUE;I ?2CU;;1 <AU@;]
ASSOCIATES

AND SUPPORT ‘U1 FU<;1 <BUC;1 <=UF;1 <EUC;1 <;U@:1 =EU@;1 =<UC;1 @=U;;1 ?22(
PERSONNEL

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

RO 8 OO
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MANAGEMENT
AND EXPERT 0 0 0 0 11 8 4 9 1 1 34
MANAGEMENT

MIDDLE
MANAGERS AND 0 0 0 4 51 C< 74 87 24 20 321
EXPERTS

ADVISORS 0 0 5 3 34 CDh 113 <C,; 105 150 c?D

ASSOCIATES
AND SUPPORT 0 0 3 4 14 22 28 50 41 CcCC 228
PERSONNEL

TOTAL 0 0 8 11 110 158 219 306 171 237 1,220

RO 88 OO



DATA

PEOPLE AND
ORGANIZATION REPORT

Flexible work schedule <FUDC?
Part-time working arrangements <0C;@
Reduced workday =0==cC
Teleworking contract 18,594

Paid leave 14,221

Unpaid leave 747

$OXfT £xa-KAxfT xaiafaof 904
*BBUx+xJOagit Tigx‘Ua-fap+xaadiK‘'TK gfg 88
Employee reintegration program following a protracted leave of absence c?
CPBITT fifpKa affgif x+xafUix ipaxfT +xa-KaxfT1344871afaOKCUE<D ?;0=CC
Ti_pKa affgif x+xafUix ipaxfT +x&a-KaxfT xxaiafaof FFB@DTT <:
[;a‘_tt;Ei];yTlTea:\t/;X x0aifpKa affgidz '|'2C|Of'|‘TfinOfU'l'bﬂxf'54§xa- 555 904
l(;l(l;lr:]nrl)aa?rzyoifnetrtr:gI((:)l)JlrerZIs1 g/\;/f;(;raﬂer their leave, definitively left the 17 @c co
Number of total employees who have returned to work qfter i i

J pKafxx "TpaxfT £x&a-KaxfT £xaiafdOfid UTOZz TOfBLvgxtaai 412 829

employed 12 months after returning to work

Return to work rate FQUEI EAUCI EFU=1
Retention rate F<UCI EAUAT EEUAIT

 © OR®
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Main training figures

%+ 0 J+0aiJ pKOTxg if Ti=;==%=;=@

Investment in training €9,905,581 €10,907,192 "<;0;A=0<@C
Average investment per employee €324 €353 €327

Total training hours 1,059,283 FE@UC== FC<U@<?
Training hours per employee 35 32 30.44

Total number of attendances at training actions 387,797 ?2D@UC?A ?2:FUC@E
% of workforce trained 100% 100% 100%

gg+xgx0 JfiBail BiafOfaid Ui'f UFT

Senior management and

expert managers 13,511 EU@FC 13148 CUF@@ 8,399 4,227
gﬂ;gg'rfsma”agersa”d @cl@;@ 2?20CAD 2EU;CE 2;0CD<21,209=A0;?C
Advisors 78,288 89,493 DFUDCA F?U;;C D<U0=27@0,813
Associates 32,782 EAU<CC ? DU D7BR97 28,753 59,975
TOTAL 170,985 216,812 168,717 205918 133,424 176,224

RO a OO
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Quantitative impact of the training

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+ fTOTxfgita+’ fUIO+x2iBfz0O+ TOoaigx+aagid Ui$ wh€ Egil'ax'Thai€faIxzO0
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

xzfiUf Tffix 10z+Jzi0 ifpKa affiO ‘auiTfd ppf UixzfxTipa 0’ fTUI>zfix UxJax
+ 1=:=?2ix iC@ix i=;:=@U

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

A xfT ax+ 0aiE pf EgiTO&aUTKT p xx 'i0i+0+Tid Uix Ja‘'gxzOfi® TxKaGaJfUiIAXZIT
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
iBfz0O+ TgUi ‘TiTO+xg TUEKkxTfOig ixzaxiOfiJa iTfoaaaitcaait J'gi i1JaT+ it
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.

RO 2 OO
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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?

>2fiKT "TapgiUfg+’ fUix igxTf 'xzf id UidIxxOaxfi ‘Ti T'0 xidax+t 0aiJ'ax ' Tf0iO:
aligning behaviors, strengthening a sense of belonging and enhancing a positive experience for

fpKa affgUizaOfizaUvUitigs’ +1+J0 xixpKaJIxi ixzfi_pKa affi,fxiwT p xfTisJ Tfi>f,
measures the likelihood of employees recommending MAPFRE as a good place to work.

>Z2fif,we 12097xpKT OfUiIg+’ +1+J0 xaaUixpKT Ox "itT piECTI FiKf Kafi® Txx 'ix

TfJ ppf Ulxx i+ UfRixgif+xzfTiOfTai’ Ui>p Tfixz0 i=;iK + xgoei TifRJIfaaf xi>p
+ i=;=2ix iF<U@I1iz i=;=@UiA i0UUxx+ UixzfizxpK0aJIxi $ixzfgfiKT 'Tapgitgidag
+ 1 00 xfUigx0ttix'T OfTO1Oz+J2itfaaitT piDUCTi+ i=;=2ix iCli+x i=;=@U0ix Uz
commitment.

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

OKKT 0Jz+ "iTfx+Tfpf xia’'fUTA 10ig'TOfaliD=U?11 tifpKa affgi OfTiC;iTaxfUix:
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 ESIThe 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

ti BIfIxxOfgUiKTxUfi+ ixzfiO TxiJOTT+fUT ‘xUiTFI * £x+ i TixzfiO TxiJOaTT=+]
company, receipt of quality feedback, development opportunities, collaboration, work tools, caring for
Kf KafUiKTxUfi+ ixzfiJ pKO aEgig JxGait xKTx xUi>zfief £+ Ti_«AU0i0Oz+JziO0gi:
axiD<lit Ti=;=@U
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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,

Uzx'tx0aix agUid’'+afipfxz U a '+fgid Uixfaigxzaagiz ixzfiUx +x0aif OxT pf x
training in digital content were completed, with the participation of more than 3,400 employees, of
O0z+Jzi<U=DEifpKa affgiOfTfi OfTiA;UiTftafIx+ 'i$ wh€_ Egid pptxpf xix i+ xf
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

UfOfa KfUTBATS W% € _ixzT “'ziUx'+x0aiJza fagUiOz+Jzix JTfagfUiBaiCUFIUIJ |
afaTi>gffiKO fi<FDT $71$ W% € _Egil g axUaxfuisa 0'fpf xi€fK Txi=;=@¥Ui
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Absenteeism for health reasons

Number of

workplace 113 123 =?C 100 103 203 92 93 185
accidents

Number of
occupational 2 2 2 0 5 5 2 4 4
diseases

Number of

employee

deaths due to 2 2 2 1 2 1 1 0 1
occupational

accidents

Number of

employees

killed due to 2 2 2 2 2 2 2 2 2
occupational

illness

Total number of
days lost due
to absenteeism
arising from
non-workplace
accidents

and common
illnesses 12 @¥i

79130 <AFUQ@38753 70984 <ACU@227383 C@U;CIB4,097 =<EU<CC

a<¥TA T'TxfgiU‘fix 1O Tx+TfaaxfUiaJI+Uf xgiaGTFfIiTFK TxfUTO+xZ ‘xiUxt+fTf x+0x
consequences.

a =Hburs worked are theoretical hours.

a?2¥iTOax07+ Ja'UfiaJJ+Uf xgi ixzfiOO0&ix iG UitT piO TxU

o @ays calculated on an average basis of 7.5 hours per day.
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ORGANIZATION REPORT
DATA

Workplace Accident

A J+Uf xi€0xfinE
E Tx+€faaxfUiA '|"T3112
EOxficE€A€Y '

£%§14 D=?UDWT258 D=CU@E C;;UF CACUE?2maFBEBUDC

3.87 411 ?UFC 3.25 3.57 371 2.92 3.27

Occupational llinesses

2 2 2 2 | 2 == =
A J+Uf xi€axfinAAAEY 2017 <CU<E ucb <=UCD

Occupational
Absenteeism Rate 0.17 011 0.14 012 011 012 0.07 0.09 0.08
oA €¥

Accident Frequency

€OXTia % €Y 3319 29.02 30.88 2941 2437 =CUC=2751 2193 2439
Professional lliness

Frequency Rate 2 2 2 2 118 :Ucc 2 0.94 0.53
aw A %o € ¥

LDOSt.E.Vg‘;rkday Rate 172 108 <U?C 122 112 117 073 :UEC 085
Occupational

Accident Death Rate 2 2 2 0.29 112 013 0.3 2 013
oA TE€Y¥

Rate of deaths due to 5 ’ ) ) 112 ) ) ) )
occupational illness '

Frequency index 4.42 3.87 411 @uU?C 112 3.95 4.08 3.25 ?20C=
Severity index 0.23 014 0.18 0.18 015 :U<C o011 013 012
Absenteeism ratio 25 3.87 ?20=C 221 3.81 3.10 1.99 3.73 =UFC

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

Not exceeding

P02 FEU=]

Ratio of occupational absenteeism for health reasons

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

Percentage of countries with occupational risk prevention activities <::1 EFUDI
Percentage of countries with Health Promotion actions in place <::1 FCU@I
Percentage of countries with Physical Activity and Food actions in place <::1 F=UFI
- —
<

<:1 F<l

Percentage of countries with Mental Welfare actions in place e} <;:;U;l
Percentage of countries with actions in the Personal Environment in place ol D<U@1
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ORGANIZATION REPORT
DATA

Healthy company indicators

EfEOfiGag iUft+ fUixzfit aa O+ i+ UxJax TgUiOz+JziaTfip +x TfUIGgiKATxi i
xfapgUi>z+giUax0i+giJ pK+afuia ‘0aaaix x iaijfaoaxzail pKa aiTIK TxUiO0z+J7i-
Risks, Sustainability and Compliance Committee.

WORKPLACE ENVIRONMENT

Percentage of the workforce represented by the Health and A A

Safety Committee F<l Fil
Number of countries where occupational and health risk _ _
. L . =C =C
prevention activities have been carried out
@ccu
Number of work centers where occupational risk 541. «J KfiaEATI
O0ggfggpf xgizaOfiBff iJ U*JIxfUi>zfadaxzUigdifxald KfIBRiFCUDTI 110 Txt Tifee
+ U'gxTxoaiza'+f fOfT" pxJgUifxJUc of workforce
. 1,078 420
Number of work centers where psychosocial risk <] KIRTAEU<Ti «J KIRIAFTT
assessments have been conducted
of workforce of workforce

VPBITT $id * xTxfgixzaxiz Ofgxx’axfid Uid Gaaufi
workplace accidents, occupational diseases, incidents, and 20 11
absenteeism due to other health reasons

Number of countries that have carried out occupational

accident prevention =C 24
e Lo et S, dsemioyes  <AD<@CIfbKa arfg
) » Salely, P 39,470 hours 31,924 hours
prevention
Number of countries that coordinate occupational risk
. ; . 22 15
prevention with providers
Number of company medical examinations <<UA<C 10,029
Number of countries with emergency and safety measures 29 30

to protect workers

Number of countries where the occupational health and
safety management system has been audited by an 12 14
external company

HEALTH PROMOTION

Number of medical consultations provided to employees 33,341 A<UF?2C
Number of medical consultations provided to relatives CUFCD 545
Number of health promotion campaigns CA; ACF
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DATA

PHYSICAL ACTIVITY AND DIET

PEOPLE AND
ORGANIZATION REPORT

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

L . 297 340
positive impact of healthy eating on health.
Number of awareness campaigns and activities on the
benefits of regular physical activity and promotion of sports 818 @?C
activities.
$ > TE_ %A _A .
Number of information and promotion campaigns on 313 204

mental well-being

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

cU;D;ifpKa affgi @UDCAifpKa affg

<CUDA=iz ‘Tg 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

ACA 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

VpBfTi $ig Jx0aiaIx+x0+x+fgirgK TxgUidrax T

number of participants.

QO s

OR®

é@adijl empEI‘oyeg

8,821 relatives EUCAFiTfaax+Ofg

ge X + f%l 507 activities
53534 employees
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