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“At Repsol, we are convinced that
companies have a key role to play
as drivers of change in respecting
human rights. We have adhered to
the United Nations Global Compact
Principles since 2002 and have had
human rights regulations in place
since 2003.

We have continued to mave forward
since then. In 2008, we signed our
first human rights policy and when
the United Nations published its
Guiding Principles on Business and
Human Rights in 2011, we adopted
them as our roadmap, convinced
that this way of waorking helps us be
a more sustainable company.

We respect the human rights

of all the people involved in our
activity, starting with the people
who work in the company by taking
care of working conditions in all

the countries where we operate.
Freedom of association and effective
recognition of the right to collective
bargaining are rights that are well
integrated in Repsol's culture, as
seen by the great impartance the
company attaches to maintaining
high-quality social dialogue within
the group. Repsol understands that

Josu Jon Imaz

Message from the CEO

flexibility and work-life balance is
also vital for the well-being of our
waorkforce.

We extend our commitment to our
contractors and support them to
achieve better performance. And

no less importantly, regarding our
neighboring communities, we apply
due diligence from the start of

our projects to manage risks and
impacts and establish constructive
and trusting relationships with all of
them.

We base our work on continuous,
transparent and constructive
dialogue at all levels, from top
management to the teams working
in the field. We engage in dialogue
with all stakeholders, sharehalders,
investors, autharities, assaociations
and neighbors, and we take special
care in our relations with indigenous
communities.

As an energy company, we have

an additional commitment to
companies in other sectors.

We contribute to sustainable
development by meeting the
demand for energy, essential in
providing for people’s basic needs,
in a safe, affordable and sustainable
way.

We want to lead the energy
transition, in line with the goals

of the Paris Agreement and with
the United Nations 2030 Agenda.
We were the first company in our
sector to set a goal of zero net
emissions by 2050. We have aligned
our strategy with this commitment,
also setting ambitious intermediate
decarbonization targets for this

decade. We will continue to advance
in achieving the energy transition

in a sustainable, fair and profitable
manner, clearly driven by the desire
of adding value to society.

We are proud to be found, year after
year, among the companies with

the highest rating in the Corporate
Human Rights Benchmark. And

also of the increase in the presence
of ESG investors among our
institutional shareholders, where
they already represent 36%. This
third-party testing and recognition
helps us measure the effectiveness
of our sacial and human rights
efforts. It helps us to improve,
advance and address responsibly
the new challenges we face in this
area because it is part of our mission
as an energy company committed to
a3 sustainable world.

Currently, the pandemic has
accentuated inequalities in the
world and companies must
continue to set an example of

our firm commitment to respect
human rights. | am proud that,
even throughout the pandemic, our
company has been able to ensure
the supply of basic energy products
and services to society as a whole.
And we have done it by prioritizing
the health of our employees

and their families, as well as the
communities where we operate.

To mark the tenth anniversary of the
United Nations Guiding Principles

on Business and Human Rights, we
wanted to publish this human rights
report you are now reading.

This report looks back on the road
we have traveled over the years as
guardians of human rights in our
operations and as a force for change
for society as a whole.

| hope this report proves to be of
interest to you”.

* ESG: Environment, Social and Governance.
Sacially responsible investors focused
on environmental, social and corporate
governance aspects.
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» 0Qur vision of sustainability

» 0ur history in human rights

2020

Adherence to the United Nations Standards
of Conduct for Business on Tackling
Discrimination against LGBTI People and
creation of the LGBTI+ Allies group

2019

First company in the sector to
announce its commitment to achieve
net zero emissions by 2050

2010

First Sustainability
Plan publication

2008

First policy on
community relations and
indigenous communities

2007

Creation of the Diversity:and
Work-Life Balance Committee

2006
Creation of the Ethics and
Compliance Committee

2003

Publication of the Code of
Ethics and Business Conduct

1997

Creation of the European Works
Council of Repsol Group.

2019

Sector leaders in
Corporate Human
Rights Benchmark

2013

First policy specifically dedicated
to human.rights, based on the
United Nations Guiding Principles
on Business and Human Rights

F

Our mission: our reason for being

To provide energy to society in an
efficient and sustainable way

Our vision: where we are headed

To be a global energy company that
creates value in @ sustainable manner
through innovation, efficiency, and
respect to drive progress in society.

Sustainability is a key concept that is repeated in our
vision and in our mission. Our business practices are
aimed at creating value in the short and long term
throughout our entire value chain, maximizing positive
impacts and minimizing occasional negative impacts
on society and the environment through ethical and
transparent behavior.

Repsol is committed to fostering best sustainability
practices and regularly reviewing of its performance. In
addition, it is committed to knowing and studying the
expectations of the company’s different stakeholders,
such as shareholders and the financial community;,
employees, customers, partners, suppliers, local
communities and society in general.

Therefore, at Repsol we establish guidelines for action,
according to Repsol's values, in matters such as

respect for human rights, people’s health and safety,
environmental protection, energy management, the fight
against climate change and efficient use of resources,
diversity, equal opportunities, fiscal responsibility, and
prevention of illegal behavior and corruption.




02

Our
approach

Our commitments
Due diligence

Grievance and remediation
mechanisms

How we improve: lessons learned
Governance in human rights
QOur alliances

Digital transformation



»>

“The new generations and today’s
society in general are increasingly
demanding with regard to companies
and governments stimulating them
to achieve a sustainable future.

As businesses, we need to make
sustainability values an essential part
of corporate culture and strategy,

so that each and every employee
genuinely lives them and takes them
into account when making decisions,
whether small or large. We also need
to incorporate policy commitments,
deploy them in internal processes and
ensure adequate governance.

Repsol has had public commitments
to human rights since 2003 and a
broad internal regulatory framework
focused on international standards of
due diligence, especially the United
Nations Guiding Principles on Business
and Human Rights. Proactive fluid
dialogue with all our stakeholders is at
the heart of strategy.

The company’s governance bodies play
a key role in deploying this strategy.
The functions of the Sustainability
Committee and the Audit and Control
Committee include overseeing and
steering the Group’s policy, objectives
and guidelines on sustainability and
human rights, as well as reviewing
and evaluating the controls for
management systems and non-
financial reporting. The existence and
efficiency of these bodies enable the
company to address the challenges
that today's society demands of us.”

Isabel Torremocha Ferrezuelo

Respect for human rights is a priority for Repsol in every country in which we operate, aligned with the
strictest international standards and based on two fundamental pillars:

- Commitment maintained at the top level of the company.
 QOutstanding performance in all operations.

To achieve this excellence, Repsol performs human rights due diligence as the ideal model for managing
internal processes and identifying, preventing and mitigating the impacts of the company's activities.
Additionally, the grievance mechanisms in place help us to detect and remediate any violations of human
rights and feed back into our due diligence processes.

POLITICAL COMMITMENT

Model for every
stage of a project for
employees,
partners, contractors, DUE DILIGENCE
communities
and other
stakeholders

REMEDIATION

GRIEVANCE MECHANISMS
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» 0ur commitments

The actions of each and every person who belongs to Repsol determine both the present and future of our company.
We therefore have our own Code of Ethics and Business Conduct as well as a series of policies to define our
commitment to human rights and guide all our activities.

Code of Ethics and
Business Conduct »

Approved by the Board of Directors,
our Code of Ethics and Business
Conduct regulates the way

we behave in all our activities

and operations with particular
significance for our executive
personnel, who apply the code in all
their decisions and lead everyone
else in the company by their
example.

The aim of the code is to ensure
that all our actions are carried
out responsibly and with integrity
throughout our value chain,
reflecting our commitment to

12

human rights, equal opportunities,
environmental protection, and
information transparency.

Our business partners, contractors,
suppliers and other collaborating
companies are an extension of
Repsol and must act in accordance
with the corporate code. We have
a specific Ethics and Conduct Code
far Suppliers, and the company
encourages its business partners
to develop and implement ethics
programs that are consistent with
Repsol's standards.

Key requirements of our Code:

Freedom of association
and the right to collective
bargaining

Abolition of child labor
Abolition of forced labor

Respect for human rights
and the establishment of
strong and long-lasting
relationships in the
communities in which the
company is present

Fight against bribery and
corruption

Human Rights
and Community
Relations Policy »

We respect human rights in
accordance with the international
reference framework:

International bill of human rights

The United Nations Guiding
Principles on Business and Human
Rights

The International Labor
Organization (ILO) Declaration
on Fundamental Principles and
Rights at Work, and the eight
fundamental conventions that
comprise them: freedom of
assaciation and the right to
organize; right to organize and
collective bargaining; forced
labor; abolition of forced abor;
minimum age; worst forms of
child labor; equal remuneration;
and discrimination (employment
and occupation)

ILO Indigenous and Tribal Peoples
Convention, 1989 (No. 169]

The OECD Guidelines for
Multinational Enterprises

International Finance Corporation
Performance Standards on
Environmental and Sacial
Sustainability

The Ten Principles of the United
Nations Global Compact

The Voluntary Principles on
Security and Human Rights

SY

The commitments of our policy:

We carry out human rights due diligence in all our activities and
when we establish any business relationship.

Enable potentially affected people and rights holders
(employees, suppliers, contractors, communities or any third
party) to access and inform us of any situation with a potential
impact on human rights.

We establish strong relationships based on respect and an
honest, proactive and transparent dialogue that seeks shared
benefit and contributes to the local, social, economic and
environmental development.

- For this purpose we assess and understand the social and
economic context where we operate and we identify all the
stakeholders within the communities in our area of influence,
especially vulnerable groups.

In the special case of indigenous communities, we recognize
and respect their rights, in accardance with existing legislation
and with International Labor Organization (ILO) Convention 169,
whether or not incorporated into the national legislation of the
countries in which we operate.

We identify opportunities to optimize the positive impacts of
our activity and promote the sustainable development of the
communities in the areas of influence of our projects and assets.

Our policy commitments underpin the entire life cycle of the
company'’s operations and promote compliance with the strictest
international standards among employees, contractors, suppliers
and partners.

13


https://www.repsol.com/en/sustainability/policies/human-rights-and-community-relations-policy/index.cshtml
https://www.repsol.com/en/sustainability/policies/code-of-ethics-and-business-conduct/index.cshtml
https://www.repsol.com/en/sustainability/policies/code-of-ethics-and-business-conduct/index.cshtml
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Success story
Communication with our contractors in Bolivia

Our Human Rights and Community Relations Policy was updated in 2019. In order to ensure
its correct implementation in the Bolivia business unit, we carried out an awareness-raising
campaign aimed at our employees and contractors, communities close to our operations,
partners, and civil society institutions.

This policy is part of the training contents to enter the field in assets operated by Repsol, but
this update was used to reinfarce our knowledge and implementation of the policy across all
our operations and those of our contractors to ensure ongoing integration of the commitments
it sets out. Moreaver, we further raised awareness of our operational grievance mechanism
which was implemented back in 2011. This mechanism ensures that claims, complaints, and
compliance breaches are handled properly.

In addition to communication initiatives by means of leaflets and posters, 703 people including
all our employees, contractors and communities were trained through 32 training lessons carried
out near our operations in Caipipendi and Mamaoreé.

Other policies that protect human rights »

In addition to our explicit commitment to human rights, we have implemented other policies that help us to create an

environment of respect.

Risk Management Policy
We strive to provide greater

certainty for shareholders,
customers, employees and other
stakeholders by anticipating,
managing and controlling the risks
to which we are exposed.

Protection of Tangible and

Intangible Assets Policy
We ensure protection against

internal and external aggressions
and bad practices of all types,
whether physical or digital.

Sustainability Policy
We encourage best sustainability

practices and regularly review our
performance in this respect.

Health, Safety and Environmental
Policy

We carry out all the activities of the
company considering the health of
people, safety, and protection of the
environment as essential values.

People Management Policy
We maintain an open dialogue

with employee representatives, in

a climate of trust and respect, we
safeguard equal opportunities as a
distinctive element of an integrating,
diverse and inclusive company,

and we promote the prevention of

occupational risks, healthy lifestyle
habits and waork-life balance.

Privacy and Data Protection
Policy

We guarantee the fundamental right
to the protection of the personal
data of all the individuals with
whom we engage, ensuring respect
for the right to honor and privacy.

Commercial Relations with Third
Parties Policy

We ensure that our relations with
partners, suppliers, contractors,
and customers are based on laws,
ethical principles, and the values
that characterize us.

Anti-Corruption Policy
We reiterate our commitment to

strictly comply with regulations
that prevent and combat corruption,
along with the development of
principles outlined in the Code of
Ethics and Business Conduct, and
expand compliance not only to

all our employees, but also to our
business partners.

Communication Policy
We develop communication actions

with honesty, integrity, transparency,
and respansibility, providing truthful,
clear and verifiable information,

and ensuring consistency in all the
Messages We Convey.

Policy on Diversity in the

Composition of the Board of
Directors and the Selection of

Board Members

We publish the guidelines
underpinning the selection of
candidates to the Board of Directors
and we guarantee the diversity

of the members in terms of skills,
knowledge, experience, nationality,
age and gender.

All our policies are approved by our Executive Committee and reflect the firm commitment of top management to all

aspects of human rights.

The commitments set out in our policies are translated into mandatory standards and procedures, supported by guides
on their implementation. Our internal regulations are drawn up at the initiative of the specialized areas, but are defined
in collaboration with the businesses and cross-company areas, which can suggest amendments or new regulations at

their committees and in their routine relations with the specialized areas.
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https://www.repsol.com/en/sustainability/policies/risk-management-policy/index.cshtml
https://www.repsol.com/en/sustainability/policies/protection-of-tangible-and-intangible-assets-policy/index.cshtml
https://www.repsol.com/en/sustainability/policies/protection-of-tangible-and-intangible-assets-policy/index.cshtml
https://www.repsol.com/en/sustainability/policies/sustainability-policy/index.cshtml#:%7e:text=Nuestra%20meta%20es%20satisfacer%20la,las%20de%20las%20generaciones%20futuras.
https://www.repsol.com/en/sustainability/policies/health-safety-and-environment-policy/index.cshtml
https://www.repsol.com/en/sustainability/policies/health-safety-and-environment-policy/index.cshtml
https://www.repsol.com/en/sustainability/policies/people-management-policy/index.cshtml
https://www.repsol.com/en/footer/privacy-policy/index.cshtml
https://www.repsol.com/en/footer/privacy-policy/index.cshtml
https://www.repsol.com/en/sustainability/policies/commercial-relations-with-third-parties-policy/index.cshtml
https://www.repsol.com/en/sustainability/policies/commercial-relations-with-third-parties-policy/index.cshtml
https://www.repsol.com/en/sustainability/policies/anti-corruption-policy/index.cshtml
https://www.repsol.com/en/sustainability/policies/communication-policy/index.cshtml
https://www.repsol.com/content/dam/repsol-corporate/en_gb/sostenibilidad/policies/bod-composition-diversity-board-members-selection-policy.pdf
https://www.repsol.com/content/dam/repsol-corporate/en_gb/sostenibilidad/policies/bod-composition-diversity-board-members-selection-policy.pdf
https://www.repsol.com/content/dam/repsol-corporate/en_gb/sostenibilidad/policies/bod-composition-diversity-board-members-selection-policy.pdf
https://www.repsol.com/content/dam/repsol-corporate/en_gb/sostenibilidad/policies/bod-composition-diversity-board-members-selection-policy.pdf

Human rights and Repsol

Our approach

» Human rights due diligence

Human rights due diligence is conducted
in line with our human rights regulations,
due diligence on third parties,
environmental, social and health risk
assessment, people and organization,
and procurement and contracting,
among other factars.

These regulations are mandatory across
the entire company, and our agreements
with business partners include specific
clauses to ensure human rights risks and
impacts are suitably managed.

Risk and impact
management »

The nature of our activities determines the
potential risks and positive and negative
impacts on human rights in the environments
where we operate. Among our activities, we
monitor especially those derived from:

- The execution of industrial projects

+ QOur business relations [partners, suppliers,
contractors and customers)

» QOur relations with the different
communities

 Qur relations with public and private
security forces

Our aim is to minimize the negative risks and
impacts and maximize the positive impacts of
our activities. We therefore carefully analyze
the context of each project, we assess our
impacts, we design mitigation plans, and we
look for social opportunities. This enables us
to improve our environment and contribute to
sustainable development while maintaining
the social license to operate.
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Business
objectives

Social
- license to
operate

DUE DILIGENCE

Context analysis

Risk and impact management

Saocial opportunities

1

Context analysis,

social and human

rights impact and
risks

2

Action plan to
prevent an/or
mitigate identified
negative impacts

AFFECTED
PARTIES AND
STAKEHOLDERS

3

Communication
of conclusions of
the processes

1. Context analysis and risk and impact assessment on human rights

We analyze in detail the
particular context in each of our
activities

Before starting any operation, we
carry out a social baseline study
to help us to know and analyze
the context of the particular
social, economic and cultural
characteristics of the area. Working
closely with the local public
authorities and social organizations,
we identify the stakeholders to
know their expectations, needs,
concerns, and aspirations. These
stakeholders include neighbors,
local autharities and associations,
customers and suppliers, and all
legitimate rights holders who may
be impacted by our operations.
Each context where we operate is
different and we need to analyze it
in detail so that we can anticipate
and implement impact mitigation
measures. In this way, we avoid
possible non compliance of our
policy and regulations on human
rights.

We identify and assess the
impacts related to our activities

In 2011, we issued a global internal
standard on environment, social
and health assessment that
incorporates the assessment of
human rights impacts in line with
the highest international standards.
We carry out a sacial impact

study for every project linked to a
meticulous analysis of the social
context.

These impact assessments
involve the affected parties and
stakeholders, with whom we
establish a continuous transparent
dialogue.

The assessments we conduct
ensure that all potential impacts
are identified as early as possible

in the project life cycle, and also
that these are taken into account to
prevent and mitigate their effects.
We consider both our own impacts
and those that may be derived from
our business relations, including our
partners in the operations.

If the analysis of the social context
reveals the existence of particularly
sensitive or vulnerable communities
or elements, we carry out an
additional specific assessment

on human rights, following the
appropriate methodology.

This is the particular case of assets
located in the vicinity of indigenous
communities, whose special

rights, recognized in international
conventions, we are committed

to respect. The implementation

of the strictest standards applies
everywhere we operate, whether or
not the recognition of these types
of communities is included in the
legislation of the host countries. For
this purpose we are supported by
human rights experts and a
multi-agency methodology that
involves the affected communities
and stakeholders, the government
and other independent bodies
depending on the case.

We have developed a
methodology for human rights
impact assessment

In 2014, we drew up an internal
guide to support the units that
assess human rights impacts. To
date, we have carried out specific
assessments in critical places,

such as La Guajira, Colombia, where
the results of the study led to the
company’s decision not to exploit
one of the concession blocks.

Stages of the methodology

Methodology of human rights

impact assessment

Preliminary analysis of the cantext
and project

Definition of the scope of the study
and the social baseline

Identification of the potential impacts
on human rights

Impacts assessment: evaluation and
prioritization criteria

Impacts Mitigation: actions to mitigate
negative impacts and reinforce positive
ones

Impacts Monitoring: early warning
indicators and provision of evidence of
human rights due diligence

Communication of results: results from
assessment processes

v

Tracking of mitigation and monitoring
actions

17
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Success story

No-Go decision following the human rights impact assessment in La Guajira

Impact assessments are the
cornerstone of our human rights
due diligence. This example of our
actions in La Guajira, Colombis,

is evidence of our commitment
to the United Nations Guiding
Principles on Business and
Human Rights, and in particular
the duty of respect.

According to our Human Rights
Policy, we carried out human
rights impact assessments prior
to our exploratory activities in
the RC 12 West offshore Block

in La Guajira peninsula, home to
members of the Wayuu ethnic
community.

The impact assessment was
carried out with a participatory
approach and respect for the
local cultures. We presented

the methodology in advance

to the traditional authorities

and the interviews involved the
active participation of all the
members of the community to
ensure diversity and seek their
consent. This process enabled us
to ratify that the transparency
and accessibility of truthful
information is key to maintaining
a relationship of trust with our
communities.

Thanks to these preliminary
studies, we were able to identify
and assess the potential impacts
of our offshore 3D seismic
mapping activities on the rights
of these ethnic communities,

and integrate the conclusions of
the assessments in the internal
decision-making processes to
take the necessary measures and
prevent and mitigate potential
impacts from our operations.

The studies were carried out

by a multidisciplinary team
comprising an independent group
of human rights experts and
qualified members of the Wayuu
community. The results were
shared with the communities

at well-attended meetings
conducted in the local language
(Wayuunaiki) to ensure that
everyone had access to truthful
information.

These meetings highlighted
aspects related to territoriality,
loss of young people's identity,

employment rights, economic
rights, women's rights and
environmental rights, all as
points to be taken into account
during the execution of the
project. However, the main impact
identified was the protection of
sacred spaces (Jepira), generating
a cultural impact where no
mitigatory measures were
possible. Senior management
was informed and company’s
decision was not to continue
operations in this block, in line
with our policy of recognizing and
respecting communities’ cultural
diversity.

This case was presented at
the European Parliament
during the “Companies and Due
Diligence in Latin America”
private event in 2019.

Meaning of Jepira for
the Wayuu people

Jepira represents the place
where the spirits of the
Wayuu dead go to begin their
journey into the unknown.

In Wayuu mythology, Jepira
is an island in the sea and
the place where the souls
of the deceased meet again
with their ancestors and the
livestock they owned when
they were alive.

The area is a sacred place,
accessed via the Pilon de
AzGcar or Kama'ichi hill.

The Wayuu believe that it

is located offshore, in the
direct area of influence of the
Western RC 12 Project.

“Implementing international
human rights standards,
such as due diligence
befare a company embarks on operations
in a given territory, is crucial to building

a relationship of trust in areas where
vulnerable communities are present and
where there may be divergent views of the
territory, opening up a space for engaging
with the local population and respecting
differences. Knowing to respect.”

Manager of Relations with Partners, Institutions and
Communities

“Repsol is a company that had the courage to fulfill its moral
and political duty, its duty of intercultural connection. This
type of bond, in the framework of human rights due diligence
studies, is an opportunity for all companies and indigenous
peoples to change the method of communication and interaction and
embark on a new stage of life where we understand each other from different
ecanomic, political, social and organizational perspectives. It is a pleasant
experience because the understanding is reached through the permissibility
of both parties and not by one party imposing its rules on the other party.
Dialogue enables us to understand each other better. It is better to spend
hours and days talking than both parties trying to lay down the law.”

Consultant of the National Indigenous Organization of Colombia (ONIC), named Indigenous Master of
Wisdom by Unesco in 2009
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We identify, assess, and manage
human rights risks

We understand human rights risks
as potential impacts on human
rights that could materialize in
certain circumstances.

Sacial risks are analyzed through
from a human rights perspective
and the requirements of our internal
human rights standard. We identify
real and potential risks and impacts
from the design stage of our
projects to their abandonment or
hand over. This includes investment
operations leading to the acquisition
or exchange of assets, concession
of land or ownership to carry

out an activity, acquisition or
possession of corporate stocks,
including mergers, alliances and
joint ventures, disinvestments, and
of course all interventions related
to our development projects and
operations in general.

This analysis feeds the company’s
annual risk assessment exercise,
serving for comparison purpases

with other types of risks. Human
rights risks are also included in
our integrated risk management
system. At the operational level
these are part of the project

and activity management of the
different businesses.

By implementing our policy and
standards, we are able to assess the
real and potential impacts of our
direct activity and mave forward to
include the ones related to our value
chain, because our assessment of
performance cannot be independent
of our relationship with our

partners, suppliers, contractors and
customers.

2. Action plan to prevent and mitigate negative impacts

We design solutions for possible negative impacts in general and on

human rights in particular.

Based on the local context and reality, we look for the suitable solutions
for each case. We develop specific risk and impact prevention and

mitigation plans.

This way we actively intervene and cooperate to remediate the damage
caused by our own activity or the activity of our partners and contractors,
who we encourage to know and comply with our commitments.

20

Our aim is to continue improving
the methodology for detecting

and monitoring risks and impacts

in all our activities. Our internal
management processes already
include this verification for activities
directly managed by Repsol, and we
are working to implement it in our
supply chain.

All our assets, including the ones
located in conflict areas, have
action plans to prevent, mitigate or
remediate human rights violations.
These plans are derived from the
risk and impact analyses as well as
our grievance mechanismes.

3. Communication of the progress and conclusion of the processes

We engage in ongoing proactive
dialogue with the stakeholders.
The progress and final results

of the impact management are
shared transparently with the local
community through a constructive
dialogue open to participation by all
concerned. We therefare establish
continuous manitoring through
participatory dialogue with the
affected communities, individuals
and stakeholders.

This interaction is supported by
grievance mechanisms specific
for each context, which provide
the company valuable additional
information from an external
perspective.

Finally, we align our actions with
the latest trends and corporate
reporting frameworks to make
transparency a pillar of our due
diligence.

We are constantly improving the
way we communicate the main risks
and making progress in providing
evidence of our actions to mitigate
them.

21
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» Grievance and remediation mechanisms

Repsol prioritizes
the speedy and

early response to
complaints, concerns
and grievances from
local communities

affected by our
projects and

assets, and from

our stakeholders,
employees and value
chain

Success story

At Repsol, we cultivate an
environment of trust and respect
for human rights among our
employees and communities.
This climate ensures that
everyone —employees, residents
and human rights defenders—
can express any complaint or
grievance without fear of reprisal,
misrepresentation or blocking of

any type.

To cultivate this atmosphere of
trust, we develop and implement
adapted and accessible
grievance mechanisms. Our
operations have mechanisms for
handling complaints from local
communities as well as from
employees, suppliers, contractors
and other stakeholders. This

Good Neighbor Program in the United States

translates into channels through
which anyane can inform us

of concerns, complaints or
grievances related to human
rights.

Based on the essential premise

of respect for the rights of our
stakeholders, we promote the use
of our grievance mechanisms as
the preferred vehicle for resolving
conflicts without recourse to
judicial processes. To encourage
strict compliance with these
principles by our contractors and
partners, we include human rights
clauses in our agreements and we
support them through awareness-
raising activities.

Being a goad neighbor is one of our top priorities, and we consider transparent communication a

core value across our company. Our Good Neighbor Program in the United States clearly identifies
our commitments in managing the impact of our activities and helps to ensure that we are all
waorking together toward a common goal.

The Good Neighbor Resolution Center offers a contact point and speedy response to questions,
concerns and complaints from residents in our operating areas in the United States.

Key performance indicators:

« (alls returned within 24 hours

- 85% of questions answered in the initial call

- Related tasks closed within 30 days

The Resolution Center offers speedy solutions to the concerns of rights holders, landowners
and members of the community by following a complaint escalation protocol to ensure that
grievances are handled by the appropriate person as quickly as passible.

22

How do our
grievance
mechanisms work? »

We define the grievance mechanisms
in close collaboration with our
partners, neighbouring communities
and other stakeholders.

We undertake to verify all complaints
and grievances received, and we
actively cooperate to remediate

the damage caused by our activity

or the activity of our contractors or
partners, anticipate and respond to
minor incidents from our activities
before they escalate, and conduct
remediation with the affected parties
as early as possible.

From start to close-out, a complaint
process can take anywhere from a few
weeks to several months, depending
on its complexity.

Legitimate

Accessible

Predictable

Equitable

Transparent

Compatible with human rights

A source of continuous learning

1. Identify complaints and grievances

2. Register, analyze and classify

3. Alert the parties involved

8@ 4. Investigate the causes

% 5. Speak to the claimant

oc‘% 6. Analyze with the parties involved
[={m =] .

7. Generate options for solving the matter and steps for improvement

8. Develop solutions with the claimant

9. Agree solutions to establish commitments

10. Report and monitor

Relevant grievances are managed lacally and transferred to
the expert team in Human Rights and Community Relations
within the Division of Sustainability and, if necessary, are
then transferred to members of the Executive Committee
for their knowledge and possible management.

Anyone can inform us of their grievances, complaints or

concerns as follows:

 In person, directly through our community lisison
officers, who proactively visit our communities to detect
complaints and grievances at the earliest possible stage,
or through any other staff member whao will transfer the
message to the liason officers

« |Intermediate channels
* Email

« Telephone

All communication will be handled confidentially and may
be submitted anonymously.

We design grievance mechanisms in line with the United
Nations Guiding Principles on Business and Human Rights,
which set out the guidelines for such procedures.
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General grievance
mechanisms »

We have several reporting channels
in place for handling information
requests, grievances and concerns
from employees, contractors,
partners, suppliers, and customers.
The main ones are the following:

Our Ethics and Compliance
Channel is a confidential means

for company employees and any
third parties to ask questions or
confidentially and anonymously
report potential breaches of the
Code of Ethics and Business Conduct

or the Crime Prevention Model. It

is run by an independent external
supplier, and available by phone or
online 24/7. Whenever a concern

is raised regarding any potential
breaches through this channel, this
is then reported to the company
departments in charge of managing
such matters and carrying out the
corresponding investigations.

Our approach

No retaliation is permitted against
anyone who, in good faith, reports
a breach or raises questions about
the code, internal regulations or
legislation, or against anyone who
collaborates in the investigation of
suspected irregular conduct.

The Employee Service Desk [SAE]
is the main reporting channel for
employees. Its purpose is to address
employees’ needs with regard

to the company in a timely and
confidential manner. SAE supports
all employees at key moments

of their life, such as maternity/
paternity, retirement, sick leave, etc.

Our Customer Care Service (CRC)
handles all customer care matters
for the various Repsol businesses.
Provided by a specialized external
supplier, the service manages the
petitions, suggestions, complaints
and grievances received through the
different channels made available
to customers: telephone, email,

corporate website, specific business
website, and social media.

We accompany our customers

in an integral and continuous

way. We are available during our
extensive business hours and for
our most critical services we deliver
comprehensive continuous support
24/7. The service is multilingual,
comprising the official languages of
Spain as well as English and French
to cover the current spectrum of
customer needs. We also have a
special sign language interpretation
channel for customers with hearing
impairment, in line with our firm
commitment to inclusion and social
responsibility.

Personal data are managed and
processed in accordance with the
confidentiality guarantees set

out in the current legislation, and
customers’ needs are handled in a
timely and appropriate manner.

“I have been working with the native communities in Block 57
for four years and, thanks to the dialogue and trust we have

established with the leaders, authorities and populations of

the communities in the operating area of influence, we have
achieved a mutual understanding and shared value that benefits everyone.
We maintain the social license to operate and we promote sustainable
development projects in communities like Nuevo Mundo, Camisea and

Shivankoreni.

Working closely and transparently with the communities and other social
actors, while respecting their culture, traditions and natural resources, is the
best way to generate shared value, aligned with the sustainable development
goals to which we contribute. As a community liaison officer, | have the moral
and ethical responsibility to comply with Repsol's internal policies on human

rights."

Community Liaison Officer for Block 57, Peru

Operational-
level grievance
mechanisms »

To anticipate and prevent impacts,
we implement operational-level
grievance mechanisms in all our
projects.

Our Human Rights and Community
Relations Policy specifically
outlines a commitment to establish
operational-level grievance
mechanisms in the local context,
that adapt to each particular activity
from the moment it begins and as
early on as possible in the planning
of the project. This enables anyone
directly affected by our operations
to report any human rights concern,
information request or impact.

Each grievance mechanism is
unique to its context and available
to everyone in local languages.

The process is based on informed
engagement and designed according
to the United Nations model.

As well as contributing to Repsol's
coammitment to respect human
rights, the operational-level
grievance mechanisms feed back
into the due diligence process,
enabling us to anticipate and
respond to minor incidents derived
from our activities and conduct
remediation with the affected
parties as early as possible.

It is our ambition that these
mechanisms will greatly contribute
to the sustainability of our
operations.

The two main functions of these
operational-level grievance
mechanisms are the following:

1. To help identify actual and
potential human rights impacts

and offer a channel for people
directly affected by our operations
to express their concerns without
fear of reprisal in an environment
of understanding and respect

for human rights.The grievances
received may come from our own
grievance mechanisms or from
any other judicial or extrajudicial
channel.

2. To enable the company to
address any adverse impacts
and to make any necessary
remediation early and directly.

Types of grievances received
in our operations:

Local procurement

Use of land

Participation, agreements
and social investment

Damage to property

Misbehaviour of company
staff or contractors

Others

Our community liaison officers

play a crucial role in detecting
discrepancies at the earliest
possible stage because they build
dialogue and trust by proactively
approaching the communities to
seek their perception of the impacts
of our operations on the local
environment.

If the company’s operations or
those of its partners or contractors
generate any social or environment

impact, Repsol actively cooperates
in its remediation.

Each grievance received from the
communities feeds back into the
due diligence process, serving as
continuous learning and enhancing
the lessons learned process. We
adopt the appropriate measures
to improve the mechanisms
implemented and the relationship
with our neighbors. This enables us
to prevent future grievances and
harm.

Types of grievances received
in 2020:

1%
1%

84%

¥ Lacal procurement

. Damage to property, the
environment and use of resources

. Misbehaviour of company staff or
contractars

. Participation, agreements and social
investment
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» How we improve: lessons learned

Monitoring compliance with the
policies and their associated
regulations and standards is the
responsibility of the work center or
business unit management, which
analyzes the non-confarmities,
grievances and suggestions to
define the necessary corrective
actions and, where appropriate,
transfer the experience to other
areas to create a lesson learned.

This continuous improvement
mechanism is formalized in the
framewaork of the Health, Safety and
Environment management systems.
We set improvement objectives

and goals that systematically take
into account our stakehaolders’
requirements, and we continuously
evaluate performance in these three
areas and implement the necessary
corrections to achieve the proposed
targets, defining verification, audit

and control processes to ensure this.

Particularly, in the Safety area our
ambition is “zero accidents”, so we
focus on the facilities, processes
and people to achieve that goal.
Prevention, incident analysis,
communication, improvement
actions, and the company’s lessons
learned process help us to control
and manage risks. Our assessment
methodology also analyzes the
degree of maturity of the safety
culture in the different facilities and
business units, and with the results
obtained during these assessments,
we develop improvement plans.
These related actions and the
evaluation of their efficiency
contribute to the continuous
improvement process.

26

Apart from the Health, Safety and
Environment areas, as regards
human rights it is the expert

areas that propose the monitoring
measures as well as any corrective
actions, if necessary.

At Repsol, we draw up annual
sustainability plans by area and
business based on a continuous
improvement cycle. The main
beneficiaries are people and

the environment, and the plans
have great potential capacity to
transform the company. They allow
us to anticipate ongoing social
changes and give us the opportunity
to adapt to them in an orderly and
progressive manner.

The company’s compliance
function strengthens compliance
culture across the Group and
improves our ability to identify
ethics and compliance risks. We
focus especially on anti-corruption
measures, money laundering and
terrorist financing prevention, crime
prevention, international sanctions,
antitrust rules and personal data
protection.

In the Diversity and Inclusion area,
the information in compliance with
the Spanish Disability Act is reported
monthly and surveys are periodically
conducted among employees to
gauge the workplace climate and
perception about our people policies.

With regard to labor rights, the
collective bargaining process
between the company and the
unions is the framework for
monitoring and continuously
improving labor relations.

The company’s expert areas
consolidate and monitor the

results of the relevant indicators

at least once a year. Performance

is appraised and compared with
external references to determine the
necessary measures for continuous
improvement. We work with other
companies and sector organizations
to draw up standards, analyze best
practices and transfer lessons
learned.

Our commitment
to transparency
is reflected in
the Integrated
Management
Report, the
cornerstone of
our annual public
reporting that
includes both
financial and
sustainability
information

Success story

Air Quality Observatory of Camp de Tarragona

Air Quality Observatory of Camp de Tarragona was created as a response by Repsol and the
Institut Cerda to the concern detected in the territory about air quality by social and institutional

agents.

The Observatory is a tool for measuring, assessing and publishing regular data on emissions
—from volatile organic compounds in particular— in the industrial areas of Tarragona. The Air
Quality Observatory is open to the participation of all the agents the territory, expanding the
scientific and technical contributions and serving as a point of knowledge sharing and debate for
the benefit of the population.

At our industrial complexes in Spain, we handle grievances with the methodology in our certified
environment management systems based on I1SO 14001, and we have telephone lines open 24/7,
contact mailboxes or WhatsApp groups to help us to engage with our environment and enable
any citizen or collective to inform us of their complaints, concerns and comments.

Human rights
objectives »

As part of the due diligence
pracess, every year the company
defines global and local human
rights objectives, adapted to the
context of its operations. These
objectives are enshrined in the
Global Sustainability Plan and
the Local Sustainability Plans,

which include information about
the progress in achieving the
objectives.

We also set sustainability
objectives that have an impact on
performance-based remuneration
at the different levels of the
organization.

The sustainability and
decarbonization objectives

represent up to 25% of the CEQ's
annual performance-based
remuneration and up to 40% of
the long-term incentive program
applicable to all executive
personnel and leaders.

The annual sustainability
objectives of the businesses have
a weight of 20%.
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» Governance in human rights
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Board of Directors !

[

[

[ 1

Chief Executive Officer (CEQ)

and Executive Committee (EC) 2

Audit and Control
Committee *

Sustainability
Committee *

[

[

Energy Transition,
Sustainability and Technology
Division and Deputy CEO ®

[

l

Business Units
Executive Divisions &

[

Sustainability Division ’

Regional Committees *°

. Approves the company’s human rights strategy.

Business Units 8

[

Community Liaison Officer ®

s Expert Group on Human Rights !

. Regular monitoring of strategy and compliance with human
rights action plans and objectives.

. Oversees non-financial reporting preparation and integrity, as
well as non-financial risk management and control systems.

. Coordinates and develops the sustainability strategy and
manitors action plans.

6

. Steers and implements the human rights strategy.

. Apprave human rights policies and oversee the implementation 7. Carries out strategic analysis, coordinates and provides
of the strategy. As part of the Crisis Committee, they manage
critical grievances.

technical support through the expert area of Community
Relations and Human Rights.

[e0]

. Deploy the strategy.

9. Provides the link between the communities and the company’s
operations.

10.Handle relevant issues in the areas in which Repsol operates.

11. Coordinates the global strategy with the businesses and
company-wide areas.

“From the perspective of the Operations Unit, governance
in human rights is about managing good relations with

our stakeholders, identifying their needs and concerns,
anticipating risks and impacts, finding areas of common

interest between them and the company, implementing our policy and
regulations, and translating challenges into opportunities. You cannot do
business without good relation with stakeholders, and you can only achieve
good relations by respecting human rights."

Stakeholders Relations Manager in Indonesia

Repsol carries out gavernance in
human rights at different levels and
across all businesses and corporate
areas.

Governance commences with the
company's Executive Committee and
passes through our multidisciplinary
Ethics and Conduct Committee. It
encompasses a series of specialized
functions, such as Human Rights,
Community Relations, and
Compliance, as well as
company-wide areas like
Procurement , People and
Organization, and Information
Technologies, all of which play a
critical role in ensuring respect for
human rights in their respective
areas of influence.

Executive
Committee »

The Executive Committee approves
all internal regulations on
community relations and human
rights, and monitors the key issues
related to these areas. For example,
particularly critical grievances

may escalate for management

by members of the Executive
Committee.

Ethics and
Compliance
Committee »

The Ethics and Compliance
Committee sees to manage the
prevention, monitoring and response
system of the Repsol Group’s Crime
Prevention Model and compliance
with the Ethics and Business code of
conduct.

The committee is multidisciplinary,
comprising representatives from
the following areas: Legal, People
and Organization, Communication,
Institutional Relations, Audit,
Control and Risks Management,
Labor Relations, Occupational Legal
Proceeedings, and Occupational
Health.

Community
relations and human
rights »

Repsol's Sustainability Division
includes a Community Relations and
Human Rights Corporate area that
establishes, controls and monitors
the regulatory framework and
proposes action and training plans.

At the regional level, different
committees meet periodically to
address specific issues of the saocial
function in all the locations where
we operate.

Our exploration and production (E&P)
activities at a local level rely on the
community liason officers. They are
the company’s visible face for the
communities. This team of experts
creates a friendly environment
based on goad faith. They are the
nexus between the company and
the communities for mediating in
any discrepancies and conflicts that
may arise, seeking an understanding
that is beneficial for bath parties.

People and
organization »
People and Organization comprises

several areas with responsibilities
related to the human rights.

« The Diversity and Inclusion area
promotes the development of
an inclusive culture based on the
principles of equality and
non-discrimination. They
encourage diversity on every level
and dimension.

» The Labor Relations area of
People and Organization is
responsible for the collective
bargaining with the employees’
representatives and monitors
compliance with the current labor
legislation.

» Focused on employees, the
Framework Agreement Monitoring
Committee is the highest level
of employee representation
and its mission is to ensure
compliance with the contents of
the Framework Agreement as the
maximum expression of collective
bargaining in Spain.

» Additional committees created
under the collective bargaining
agreement like the guarantees,
Health and Safety, and Equality
commitee, work to incorporate
the perspective of both the
company and the employees.

Procurement
management »

The procurement management units
of each business are responsible

for the human rights aspects in our
supply chain,through a close and
straightforward interaction with the
suppliers, following the standards
established by the procurement
corporate area.
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» 0ur alliances

1 PARTNERSHIPS
FOR THE GOALS

&

The 2030 Agenda has revealed the
importance of alliances between
different organizations to achieve
complex objectives. At Repsal,

we understand that collaboration
is vital if we want to make real
progress in reaching objectives.
We accept our role as an element
of change in society, and we know
full well that by warking closely
with other entities our positive
impact will be stronger and more
immediate.

In these alliances, we encourage
collaboration with the communities,
with partners to extend best
practices in the sector, with

our suppliers through supplier
development projects, with civil
society on sustainable development
projects, with national and local
governments, with organizations
that group communities, and with
international organizations.

As an example of this collaboration,
in 2018, we signed an agreement
with the United Nations

Success story

Our approach

Development Program (UNDP] to
promote sustainable development in
20 countries.

UNDP Litya &
SUNDPLIt

Quality education for all students in #Libya! Ghurdabia
gchool in #Ubar has a new face & is ready to
accommodate about 1800 students in much better
conditions wi support from @UNDF and @NOC _Libya
funded by @Repsol, @TotalEnergies , @OMV &
@Equinor

At the sector level, we are involved
in working groups at various levels:

< The country teams are actively
involved in the local groups
alongside other companies in the
Oil&Gas and extractive industries.

- At the corporate level, we are
involved in international working
groups on social responsibility,
safety and the environment,
where the aim is to share
best practices and develop
international regulations:

International
Association
of Oil&Gas
Producers

An AIChE Technology Alliance

Center for Chemical Process Safety

ipieca

&

INPSC

These working groups allow us
to improve by leveraging the
experiences, lessons learned
and best practices of different
companies and specialized
organizations.

Alliances with other companies in our industrial complexes

Our complex in Bilbao collaborates with local companies, driving initiatives to harness synergies

between businesses and public institutions and steering technological developments toward
potential decarbonized energy markets. Our industrial complex in Cartagena works closely with
other companies to achieve Sustainable Development Goals at the Port of Cartagena.
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Success story
The broad alliance in the sector to tackle the climate change challenge

® Repsol is 8 member of the voluntary Qil and Gas Climate Initiative
(0GCI), which shares best practices and solutions in the field

of climate action with the aim of accelerating the industry's
response to climate change. The initiative includes OGCI Climate
Investments, a billion-dollar fund that invests in technologies and
projects to accelerate the energy transition in oil and gas, industry and transport.

OIL AND GAS CLIMATE INITIATIVE

Led by the CEQs of 12 major energy companies from around the globe, OGCl is a clear example of
the necessity of collaboration to achieve the maost ambitious objectives.

bp Chevron
Qromo n - ‘
m ‘ CNPC enl equinor

ExonMobil '—"2" (BK| "-:ri @ w

Occidantal PETROBRAS REPIOL TotalEnargies

{é

Combining efforts is the way to go farther and faster in the fight
against climate change

Josu Jon Imaz
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Success story

Strategic alliances to promote the sustainable development and recovery of

We contribute to the
territorial development of
native communities through
coordinated efforts with

the local authorities and
communities, centered around
people and their livelihoods.

In the Lower Urubamba basin,
where the operations of Block 57
are located, Repsol has helped
articulate and promote territorial
development under the human
rights policies that guide our social
performance, which extend to the
Amazonian communities.

In alliance with the United Nations
Development Programme (UNDP),
since 2019 Repsol has reinforced
multi-stakeholder partnerships
through the project “Recovery and
social protection of indigenous
peoples”, with an emphasis on
response and early recavery of
the Megantoni communities in the
province of La Convencién, Cusco.

This first initiative was
implemented jointly with the
local communities to support
an interesting exchange of data,
discovery of evidence and a
process of analysis with local
stakehaolders. This has enabled
comprehensive, consensual and
sustainable solutions to safeguard
the future of one of the most
vulnerable populations in the
country.

Working in collaboration with
the authorities and communities,

we facilitate dialogue and
engagement processes to

help define local sustainable
development priorities, especially
in light of the necessary economic
recovery following the Covid-19
pandemic.

It should be noted that 53% of
the population in Megantaoni is
within the Machiguengs, Yine and
Caquinte indigenous communities.
As of July 2021, more than 400
people had been infected by
Covid-19. Repsol operates in the
buffer zone of the Machiguenga
Communal Reserve while
upholding high environmental and
social standards.

Centered around people and their
livelihoods, UNDP and Repsol are
supporting initiatives with local
stakeholders, which includes
autharities like the regional

and local governments, health
authorities and the indigenous
federations.

As one of its achievements, this
alliance has helped strengthen
the capacities of the indigenous
organizations FECONAYY,
COMARU, CONAP and CECONAMA,
working with 10 of the 24 native
communities in the Megantoni
district to offer technical proposals
for response and recovery from
Covid-19. These efforts have led
to the implementation of early
warning systems about the
pandemic through the design
of monitoring records and the

indigenous peoples of Megantoni [Peru) during the Covid-19 pandemic

provision of communication
equipment for electronic
reporting.

The “Respira Amazonia”
communication campaign has also
been launched as the first action in
the translation and dissemination
of 15 radio microprograms

in Mastigenka, Yine and

Spanish aimed at preventing
and treating Covid-19 in the
communities. The dissemination
of radial microprograms with key
information in their own language
reached more than 20,000

people, while word of mouth
communication supported by

the federations reached another
10 communities, cavering nearly
another 7,000 people.

An important event in this process
was the reactivation of the
Covid-19 Amazonian Commando,
made up of the indigenous
federations, subnational health
organizations, NGOs, and public
and private institutions, to identify
the progress and challenges of
Covid-19 as well as new actors
and key information to contribute
to the definition of the local plan
with a focus beyond recovery. This
plan represents an opportunity

for the future of the Amazonian
communities in the country by
placing the emphasis on social
protection, green development and
full compliance with human rights.

The UNPD is a key ally in
this deployment, as it has

experience across the country
to promote sustainable
development, the eradication
of poverty, good governance,
and the rule of law, all from
the perspective of gender and
interculturality. In keeping with
this line of work, the alliance
enables us to reinforce activities
focussing on the social protection
of the indigenous peoples in the
country. This places us in the
way to achieving the sustainable
development goals (SDGs).

“Our support for the

in Megantoni, from

the perspective of
the human rights, socio-ecological
resilience and multi-stakeholder

collaboration, is an excellent example

of how alliances can help us to
support territories, as in the case
of the pandemic. It is about putting
into practice our objectives as an
institution and the lessons learned
from our projects.”

response and recovery

Technical Advisor on Ecosystems and
Climate Change for the UNDP

“A couple of years
ago we embarked
on a process of
transformation

in the social management

of business. We call this
transformation “sustainable
coexistence”. While carrying

out this transformation, we
encountered questions and major
challenges. We saw UNDP as a
strategic partner for contributing
to territorial development, and
we saw the communities and
their indigenous organizations

as key actors in carrying out this
transformation successfully.

Taking this path, we encountered
severe limitations arising from
the pandemic in an unfamiliar
context. However, we conducted
an innovative process through
3 positive multi-stakeholder

dialogue that involved everyone in
achieving the proposed goals.

The road ahead is long. We have
moved forward, but there are still
challenges to avercome. However,
the experience and progress
achieved alongside our strategic
partner UNDP and the communities
makes us hopeful that we will
succeed in bringing about change.”

Community Relations Senior Analyst

33



Human rights and Repsol  Our approach

Key issues »

In line with the recommendations of
the United Nations Guiding Principles
(UNGPs] reporting framework, we
rank human rights issues according
to the severity, scope, and ease

of remediation of the impacts our
activities may generate on people.

We use several sources to help us
detect the most critical issues that
we need to address with particular
care:

1. Risk and impact assessments

2. Grievance mechanisms

3. Consultations with
stakeholders: investors, rating
agencies and customers

4. Feedback from our businesses
in countries

5. Saocial audits

We consider the following issues to
be critical or key for our company:

e Climate change

» Labor rights

» Rights of communities and
special rights of indigenous
communities

» Human rights in the value chain

e Health and safety

» Equity and diversity

e Environmental rights

e Harassment and discrimination

» Security forces and human
rights

e Land rights

In addition to these key issues,
which are embedded in our
management system due to their
relevance for our activities, there
are other issues that demand our
attention. These issues are in the
sights of our stakeholders, or may
be key issues for the company’s
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decarbonized businesses.
Therefore they are included in our
management system to avoid risks
in the future. These issues are as
follows:

e Minerals in conflict areas

» Forced and child labor

» Right to clean water and
sanitation

Repsol adheres to the United
Nations 2030 Sustainable
Development Agenda and
contributes to the 17 Sustainable
Development Goals (SDGs).

The 2030 Agenda highlights the
need to encourage the necessary
alliances between public and private
entities as a means of finding
solutions and best practices to
achieve the 17 goals, which address
economic growth, social inclusion
and protection of the environment.

For Repsol, the SDGs mean an
opportunity for conducting more
responsible businesses.

They promote innovation and
technology as essential tools for
responding to the energy transition
and demand the collaboration of
the multiple actors involved in this
common effort for the whole society.
We contribute to all the SDGs, but
in view or our stakeholders and the
energy sector to which we belong,
we believe that our efforts should
be particularly focused on the
goals where we can make a real
difference. These are:

AFFORDABLE AND
CLEAN ENERGY

(S
N, Cd

8 DECENT WORK AND 13 CLIMATE
ECONOMIC GROWTH ACTION

i O

CLEAN WATER INDUSTRY, INNOVATION RESPONSIBLE
AND SANITATION AND INFRASTRUCTURE CONSUMPTION

E ; AND PRODUCTION

“The increasing
number of ESG
investors in our
portfolio is one of
our top priorities. We therefore
design customized events such

as Sustainability Day and Repsol
Low Carbon Day where we inform
them about our plans to transform
the company and establish a fluid
and constructive dialogue with
them, reaffirming Repsol’s position
as a company with outstanding
performance in environmental,

social and good governance matters.

Human rights aspects are high on
the list of investors’ requirements.

This explains why our company has
one of the highest ratios of ESG
investors in the sector: they make
up 36% of our institutional portfolio.”

ESG Investor Relations Manager

Material
issues for our
stakeholders »

Our company has identified its
stakeholders and put in place
channels and mechanisms of
transparent ongoing dialogue to
facilitate its relations with them.

We work proactively and
systematically to identify and
understand our stakeholders'’
expectations regarding our
performance in the fields of
sustainability and human rights,

and to integrate those expectations

into our internal decision-making
processes.

The materiality analyses involve
all the areas that interact with
stakeholders and we incorporate
the results as key inputs in the
sustainability strategy, through the
following stages of the process:

1. Analysis and relation
We identify the main stakeholders
and classify them according
to impact and the company’s
dependence on them.

2. Identification of possible issues
We draw up a long list of
potentially material issues.

Issues identified by stakeholders in 2021:

1 GHG emissions and energy transition strategies
2 Energy and climate policies and regulation

3 Integrity (corruption and money laundering)

4 Safe operations

5 Future technologies for mitigating climate change
6 Incident and emergency management

7 Water managemen

8 Air quality

9 Circular economy and waste management

10 Cybersecurity

11 Safety culture and leadership

Respect for labor rights, stable work environment and
employee well-being

13 Natural capital

14 Equal opportunities, diversity and flexibility

16 Human rights and community relations
17 International sanctions
18 Data protection

19 Customer satisfaction and safety

Responsible management of business relations [suppliers,

2 contractors and partners)

22 Contribution to society

24 Adaptation to climate change

25 Quality of products and services

26 Digitalization and new ways of working
27 Competition

28 Social performance

29 Talent attraction, retention and development
30 Access to energy

31 Promoation of internal innovation

32 Alliances for innovation

33 Inspiring leadership

34 Advertising and marketing

We listen to our

stakeholders

3. Prioritizing issues
We assess the material issues
based on their importance for our
stakeholders and the analysis
of the social, economic and
environmental impact of each
issue for the company.

4. Selection of issues
We map the issues on a
materiality matrix and define the
decision areas: material issues,
relevant issues and non-material
issues.

8.0

7.5

7.0

Environmental and social materiality
6.5

6.0

3 >
5.50 6.00 6.50 7.00 7.50 8.00 8.50 9.00 9.50
Financial materiality
@ Environment @ Climate change and energy transition
@ Safety @ Human capital
@ Value chain management @ Human rights and community relations
Good corporate governance and transparency @ Ethics and compliance
@ Innovation and technology @ Products and services
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» Digital transformation

INDUSTRY, INNOVATION
AND INFRASTRUCTURE

o

During the course of its ongoing
digital transformation process,
Repsol has evolved into a
customer-centric multi-energy
company boosted by big dats,
artificial intelligence (Al) and other
technologies.

Repsol is one of the eight Spanish
companies that have created
IndeslA, the first data economy and
Al consortium in Spain’s industrial
sector. This project boosts the use
of data and artificial intelligence

in Spanish industrial companies
and is supported by pioneering
organizations like the Basque
Artificial Intelligence Center (BAIC).

Al is the cornerstone in the
development of the majority of our
most important digital initiatives.
Seismic data in Exploration and
Production, efficiency and safety in
our 4.0 industries, the customization
of experiences, and artificial
intelligence in data are all key to our
success as a8 multi-energy company.

One of the numerous practical
applications of this technology is
Autonomous Plants, where Al uses
data to learn from past situations,
making operations safer and more
efficient. We can predict what will
happen in the future to optimize
maintenance tasks and avoid errors
to improve the safety of people
and facilities, or anticipate hazards
before they occur. We can supervise
operations remotely, reaching
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any location in the world and
guaranteeing efficiency and safety.

However, the ethical use of Al poses
a number of challenges, and Repsol
is in the process of defining its
positioning.

With regulations and policies

like the EU White Book and the
Spanish Research, Development
and Innovation Strategy in Artificial
Intelligence as our reference paints,
our positioning take into aspects
such as:

Equity and fairness

avoiding biases in our
developments and ensuring
transparency

Robustness

using reliable and solid
algorithms to remedy errars

Human safety
as a top priority

One of the first steps we have taken
as a company is to undertake a
peer review of our collaborating
companies, whereby the Data &
Analytics Hub conducts a specific
procedure to grant a “seal of
approval” to collaborators who
develop Al with Repsol.

Other examples of steps in the
digital transformation that Repsol

is currently carrying out related to
sustainability are:

REPsOL

Solmatch <

represents an example of the use
of digitalization to create 100%
sustainable energy models to pave
the way to distributed generation
through solar communities in urban
areas.

REPsOL

Vivit

is a digital product targeted at
connected customers committed
to efficient energy management at
homes that allows to voluntarily
offset the emissions derived from

their gas consumption and decide
the source of the energy they use.

#SMApp uses digitalization to
leverage safety and environment
enhancements, providing
employees with immediate access
to information about safety in
their work environment: they can
check their mabile anywhere,
anytime, to see the progress on
safety objectives and updates on
preventive measures and lessons
learned.

We prioritize
training and
awareness-

raising about
cybersecurity and
data protection

Cybersecurity
and data
protection »

We are aware that digitalization
brings challenges that affect people
and their basic rights. The privacy
of our employees and customers

is a challenge that we address
proactively and with determination.

The Data Protection Officer and their
team guarantee that the personal
data we process are properly
protected, ensuring respect for
honor and privacy throughout their
life cycle.

From the Chief Information

Security Officer (CISO) to the Local
Information Security Officers (LISOs)
in countries and key assets, we have
a large team of people working to
ensure cybersecurity awareness and
governance.

Set of regulations »

A complete set of regulations
underpinned by our Code of Ethics
and Business Conduct governs the
protection of information assets and
applies to all company areas and
employees.

Principles and lines of action »

Applying the principles ...

Risk-based management

Through risk analysis, we focus on our
activity, implementing safety measures
to minimize risks, thus protecting
people and our operations.

Zero trust

For pratection from cybercriminals, we
establish maximum safety measures
in all our activities and systems, even if
they have an apparently safe zone.

Safety and privacy

The safest product is the product that
is designed as safe from the start, and
safety and data protection are therefore
built into our processes for creating
praducts, praocesses and systems.

We have a personal data
management system in place to
regulate its principles on a practical
level.

We have developed a procedure
to effectively address the rights
of affected parties, as well as
their grievances that affect

the fundamental right to data
protection.

A specific due diligence standard
has been drawn up with suppliers
that process personal data to ensure
that no contracts are issued to data
controllers without first analyzing
the supplier's guarantees and the
location of the data.

... allows us to coordinate the following lines of action:

Identification

We have a Cybersecurity Strategic Plan based on internal assessments
and independent benchmarks, as well as risk analyses of our activities.
The Data Protection Compliance area creates controls and internal policies,
and implements measures to assist compliance with the data protection
principles from the design stage and by default.

Protection

We maintain and continuously improve processes and technologies to protect
our systems and devices, including an annual control to record all processing

activities.

Detection

We monitor our networks, systems and devices in real time to detect any

attempted attacks.

Response

We are trained to respond quickly and minimize the impact of a cyberattack. If
the incident affects personal data, we launch strategic plans and monitor the

situation, reporting to the Privacy Group.

Recovery

Once an incident has been detected and controlled, our systems quickly
recover their normal activity thanks to our Business Continuity Management

System.
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At Repsol, we know that our main
competitive advantage lies in the
people who make up the company
and hence the strategic value of
managing our employees and teams
and of developing talent. This is an
organization with a diverse team

of skilled, qualified and committed
professionals that sets it apart from
others in its field.

To achieve this, we follow a talent
management policy that guarantees
equal opportunities and equity and
we promote professional growth
and evolution of ways of working.
Our goal is to have an increasingly
flexible working environment,
promoting collaborative work

and contributing to make a more
competitive, innovative and modern
company that adapts to the
changing needs and lifestyles of the
societies in which it operates.

Labor rights are well integrated

in our culture in all the countries
where we operate and quality
social dialogue is an essential tool
for achieving suitable working
conditions and fair wages.

The goal of our global compensation
strategy: to go beyond mere salary
competitiveness and create a value
proposal for our employees that
generates an emotional salary and
a sense of belonging to the people
who work at Repsol.

Carmen Munoz Pérez

We promote and facilitate
work-life balance and we adapt
to the different environments and
countries in which we operate.
Work-life balance is a key pillar
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» 0ur firm
commitment
to fundamental
rights

As part of its commitment to ensure
decent work for all its employees,
Repsol respects the human

rights recognized in the Universal
Declaration of Human Rights and
the Fundamental Principles and
Rights at Work established by the
International Labour Organization.

As indicated in the Crime Prevention
Manual and the Ethics and Conduct
Code for Suppliers, Repsol pursues
and reports in all its operations and
business relationships any behavior
related to crimes against workers'
rights and modern slavery, such

as deceiving or abusing workers
with detriment of their labor

rights, recruiting people by offering
deceptive working conditions,
employing people without a work
permit, limiting the exercise of
freedom of assaociation or the right
to strike, human trafficking, forced
labor or exploiting minars.

To work with partners and
contractors, we add clauses in
contracts that include the obligation
to comply with our Code of Ethics
and Business Conduct and we carry
out a rating process that helps us to
rule out suppliers that do not meet
our human rights requirements.
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https://www.ohchr.org/EN/UDHR/Documents/UDHR_Translations/spn.pdf
https://www.ohchr.org/EN/UDHR/Documents/UDHR_Translations/spn.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---ipec/documents/publication/wcms_760868.pdf
https://www.ilo.org/wcmsp5/groups/public/---ed_norm/---ipec/documents/publication/wcms_760868.pdf

Human rights and Repsol  Our employees

» Decent work

Working time »

At Repsol, we ensure that
international standards and national
laws are observed regarding working
time in our organization.

Our main objective is to combine
high productivity while safeguarding
the physical and mental health of
our employees.

Repsol carries out its activity in a
challenging environment with a high
demand for work that translates
into hours spent in the office. In this
context, Repsol understands how
critical flexibility and

work-life balance are for the
well-being of its employees

and therefore supports the

balance between their personal
and work lives and promotes
flexibility. Cultural, generational

Success story

and professional diversity imply
different needs and ways to achieve
this balance, a key aspect in
management since all the studies
confirm that only when employees
are satisfied they feel committed.

Work-life balance implies cultural
development, a change in the
traditional conception of work. To
promote these changes, since 2007,
we have a Diversity and Work-life
Balance Committee (currently the
Diversity and Inclusion Committee]
in which top management
participates, leading programs to
improve diversity management and
facilitate work-Llife balance.

An emblematic program at Repsol
is teleworking. Repsol pioneered
its implementation in Spain. The
program started in 2008 as a pilot

Survey on the impact of teleworking in Spain

experience and was rolled out in
several stages.

Following the successful results,
Repsol decided to make a firm
commitment to teleworking,
progressively adapting its
implementation to the company's
different situations. The Technical
Committee for Equal Opportunities
of the 4th Framework Agreement of
which the main unions in Spain are
members, agreed with the approach
of the pilot and took part in the
follow-up. This allowed the text

of the 5th Framework Agreement,
applicable to all companies in

the group in Spain, to include the
operating rules for teleworking

and to agree on its progressive
implementation throughout 2009
and 2010.

In May 2021, we ran a survey of 7,379 employees to find out how they perceive our current way of
working. The survey, managed by Rate & Grade, had a response rate of 79.94%. We obtained the

following results:

3%

86.89%

Favorable

B unfavorable [l Neutral
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Strengths: ability to concentrate, travel time saved and

meetings.

time management improvement.

Areas of Improvement: disconnecting after working
hours, less sacial connection and a high number of

The survey can be analyzed according to different
demographic criteria in order to focus efforts for
improvement on the groups that need it most.
Results are being incorporated into the assessment

on the flexibility of the ways of work in which we are

Favorable

currently immersed.

Repsol has been implementing telewarking progressively in other countries for 13 years, applying a

DECENT WORK AND
ECONOMIC GROWTH

mixed model that alternates physical presence and remote work for suitable positions. In 2020, the
number of employees who requested it increased by 27%, representing 3,847 employees worldwide.

Success story

Teleworking program in Peru

In 2017, in Peru, Repsol actively participated in the process

of negotiating a national agreement on telewaorking in the
country, which was promoted by the government and subscribed to by
several social actors and the main companies in Peru. The objective of
this agreement was to promote teleworking as a new way to improve
work-life balance, stimulate the productivity of organizations and
increase the social inclusion of vulnerable groups.

In addition to teleworking, many
countries have established the
practice of flexible hours, which
allows employees to adjust the start
and end of their workday to meet
their personal needs. Employees
can start work before or after the
scheduled time, while fulfilling
certain core hours in which they
must provide service, excluding

the lunch break. This is the case,
for example, of Canada, the United
States, Spain, Portugal, Vietnam,
Indonesia and Norway. In addition,
many countries have compressed
their working hours during the week
so that employees can benefit from
Friday afternoons off and more

rest at the weekend. And even
Spain has compressed the annual
working time to allow for a summer
schedule.

Some other work-life balance
measures, such as additional
vacation days and paid and

unpaid leave, have also been
implemented in the Repsol Group.
Rights improvements have been
implemented in some of the
countries where we operate, such
as in Spain, where employees have
a higher number of days of leave
and vacations or unpaid leave for
personal reasons. In Canada, the
legislation provides for various days
of unpaid leave and Repsol provides
payment for a part of them. In Peru,
the company grants additional
leave, such as leave for marriage,
moving house or bereavement. In
Brazil, maternity and paternity leave
entitlements were extended. And in
Indonesia and Vietnam, additional
days off are granted for religious

holidays.

Repsol applies, worldwide, certain
global minimum work-life balance
leaves. These minimums enhance
local legislation or complete the

gap in those countries where such
regulations do not exist. Specifically,
all employees worldwide are
granted the follawing minimum
rights related to:

- Maternity leave, paid for a
minimum of 12 weeks after
childbirth or adoption

- Breastfeeding leave, with a
duration of 1 hour a day

- Paid paternity leave, for a
minimum of 3 calendar days

« Paid leave for the death of a
first or second degree relative;
minimum of 2 days

 Paid leave for marriage; minimum
of 5 calendar days
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In an increasingly
digital and
accessible
environment,

Repsol is
committed

to digital
disconnection

B

Rest and vacation times will
be respected, and sending
messages and making phone
calls related to work will be
avoided, as far as possible.

(Q

A rational use will be made of

the digital work tools that the

company makes available to its
workers.
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Our employees

The Repsol Group, with a worldwide
presence in many different time
zones, operates in various sectors
with centers working non-stop.

The company’s work-life balance
policies offer employees the
possibility of organizing their
working hours in a wide range

of times to suit their respective
personal circumstances, which
should create a global compatibility
with the nature and reality of our
activities.

Keys to digital disconnection

D

If it is essential for a message
to be read immediately, the
recipient will be notified by a
means that allows them to be

aware quickly.

If emails are sent outside of
working hours, the delayed
sending setting will be used to
make messages arrive within
working hours.

Our internal policy in this matter
was agreed in Spain with employees’
representatives in the context of the
Framework Agreement of November
28, 2019. It places great importance
on work-life balance in the company,
as well as our commitment to
ensure our employees’ quality of life,
health and safety by helping all of
them to disconnect digitally from
work outside of working hours.

Digital disconnection or “right to
disconnect” is a best practice that is
now encouraged worldwide over the
campany'’s intranet.

In case of different time
zones, communications will be
maintained during overlapping

hours between the different
affected persons.

O
()

During vacations, it is
recommended to indicate the
contact details of available

colleagues to deal with urgent
issues.

» Remuneration

Qur organization moves forward
and evolves thanks to our
employees and their contribution
to the performance and corporate
strategy. Our compensation policy
accordingly promotes recognition
of their contribution and fair
remuneration by offering additional
options that enhance well-being
and boost mativation and personal
satisfaction.

Our compensation strategy aims to
offer a competitive and attractive
system as total reward, the result of
an appropriate package of monetary
remuneration and different

benefits. In general terms, the total
compensation, in addition to the
base salary, includes a short and
long-term variable compensation
and some benefits such as pension
plans, health care and life and
disability insurance.

Based on an analysis in

the countries and business

sectors where we operate, the
compensation package is reviewed
annually to ensure external
competitiveness and internal equity
at each location and thus efficiently
meet the needs of each country.

In addition, our company promotes
to ensure pay transparency

and equal pay. In the Integrated
Management Report, Repsol
annually publishes average
remuneration and remuneration
ratios by professional level for
all countries where we have a
significant presence. Additionally,
in accordance with Spanish Law
11/2018 and the new obligations
in Spain under Royal Decree-Law
6/2019, Royal Decrees 901/2020

and 902/2020, our employees’
compensation is analyzed annually,
including segmentation by gender

(pay gap] so as to ensure pay equity

by gender.

As options to enhance the well-
being of our employees, our
benefits include a program with
initiatives and measures for work-
life balance such as work-from-
home, flexible working hours,
continuous working hours at certain
sites and other services offered in
some geographies, such as health
programs, free home assistance
for the family unit, telepharmacy,
teleassistance and specialized
treatments (physiotherapy,
psychology, etc), or a free legal
queries service.

Our goal is our people to be
fullfilled, motivated and committed.
Therefore, in recent years we

have launched recognition
programs, which reward effort and
commitment among colleagues.

Also, in 2020, we launched a Global
Share Purchase Plan for employees
worldwide, whereby they can,

on a voluntary basis, become
shareholders under advantageous
conditions.

DECENT WORK AND 1 REDUCED
ECONOMIC GROWTH INEQUALITIES

A

(=)

v

“The Recognition
Program is a simple
tool that has allowed
me to recognize

and thank my colleagues for their
work and effort in what has been a
difficult year for everyone.”

Biofuels Senior Trader

“The Global Share
Purchase Plan

has given me the
opportunity to
participate in Repsol's future and
contribute to its growth. | believe
that these types of plans commit us
and bring us closer to the company.”

Compensation and
Performance Senior Consultant
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Advanced
analytics in talent
management »

One of the challenges of our

digital transformation is focused

on exploiting the full potential of
digital tools and data analytics

to strengthen our strategic
management of talent, allowing

us to improve our anticipatory
approach in the new global context.

In this regard, we have tools such
as Workforce for the future /
Delfos, which allows us to visualize
the impact of the environment

and business decisions on our
projections for required profiles, skill
gaps and associated costs, helping
us to identify training routes and
strategies for attracting talent to
adapt to the future requirements of
Repsol's businesses.
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This strategic view also offers an
opportunity for our employees to
enhance their development in the
skills and disciplines that will grow
in the coming years, through the
training and development programs
that we are promoting.

An example to be highlighted

is that of the actions to foster

the development of skills and
knowledge associated with
digitalization and new technologies,
which we have been promoting in
our Repsol Data School, through
which our employees are improving
their knowledge and analytical skills
so that we can advance together as
3 #DataDbriven company.

In 2020, we signed an agreement
with the Higher Institute for the
Development of Internet (ISDI)
and with other providers, such as
Telefonica, to support learning

programs such as Data4Everyone,
for employees who are getting
started in data culture and
management, and Data for Digital
(D4D) and Data for Business
(D4B), for those who already have

a more advanced level and who
need to take a further step in their
knowledge of data science in order
to promote change in corporate
culture and the way of working. At
the end of these more advanced
programs, in 2023, some 800
employees will have participated.
They will allow employees to learn
about the areas that make up this
field (big data, artificial intelligence,
internet of things, visualization,
data governance] and expand

their knowledge through practical
application in the development of a
project or a business case.

» Safety

Our Health, Safety and Environment
Policy establishes health, safety
and protection of the environment
as the essential values in the
development of all our activities,
advancing progressively toward
excellence through systematic
improvement actions, led by the
Executive Committee and aligned
with each business's challenges and
objectives.

In the words of our CEO, we have
a “moral duty” to work safely in
all of our operations.

To guarantee the protection of

our employees, contractors, the
general public and the safety of
our facilities, we have a robust risk
management process aligned with
the highest international standards
and centered on three main pillars:

People: we focus on people's
values and beliefs, their behaviors

and attitudes. We carry out specific
safety diagnoses and have programs
to work on safety culture and
leadership among all employees.

Management system: We have
regulations, procedures and

tools aligned with our political
commitment to anticipate and avoid
accidents.

Facilities: We design, implement
and maintain safety barriers to
guarantee the integrity of our
facilities.

Our partners, contractors, the local
communities where we operate and
our customers are key to achieving
the challenges set. We support and
demand compliance with our safety
standards and define processes

to guarantee the safety of all our
products and operations.

We have mechanisms to promote
collective learning within the

DECENT WORK AND GOOD HEALTH
ECONOMIC GROWTH AND WELL-BEING

o |-

company and we collaborate with
other companies and associations
to share good practices and develop
international standards.

Our commitment to guarantee the
health and safety of workers and
society, in addition to protecting
the environment, is reinforced by
responsible management of the
products that we handle in our
facilities and that we put on the
market.

We have an internal standard for
Safe Product Management that
includes the requirements that we
must follow to achieve a high level
of protection and the steps that are
followed to guarantee the safety
and health of all people.

Safety throughout the product life cycle

Design Provisioning

Operation Transport

Placing on the market

effects of products
on people and the
environment

We identify uses and
applications of products

measures

We decide on risk
management measures
based on uses

We study possible adverse | We collect information
about our raw materials

We implement the
necessary risk control

Facilities are designed
taking into account the
properties of the products
they will contain and
manufacture

During manufacturing,
we evaluate occupational
and enviranmental

risks, implement control
measures and inform
workers

We classify waste
according to its
characteristics

We establish specific
safety measures following | customers the possible
international standards and | uses of our products

internal regulations

We communicate to our

We inform about the
measures to be adopted so
that their handling does not
mean or generate or cause
risks to facilities, people or
the environment
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» Health and well-being

Health management is integrated
into each business, covering

all company employees, and
goes beyond the employee's
work environment, impacting
their personal, family and social
environment.

Strategic lines:

&

Ergonomics

Design workplaces and tools to avoid
sedentary lifestyle and physical
inactivity

Bes

Nutrition

A carrect diet is essential for a healthy
lifestyle

<

Emotional management

Become aware of the relationship
between control, understanding of
feelings and emations: stress, anxiety
and sleep hygiene

n

Addictions

Avoid habits such as tobacco, alcohaol,
psychaoactive drugs, new technologies
and work

Health and well-being
programs:

Physical well-being

Physical exercise, ergonomics,
nutrition .

Emotional well-being

Stress, anxiety and psychosocial risk
management .

Cardiovascular
Control of risk factors

Other programs

Addictive substance awareness, cancer
prevention .
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Every year, prevention and health
promotion activities are planned in
detail, taking these health and
well-being strategic lines as a
reference.

Health services at work

In all countries, health services are
available to cover care, prevention
and health promotion activities for
workers.

Preventive medical examinations
are carried out based on the
risks assessed in the workplace,
managed by medical services or
representatives of the country's
occupational health function.

Informing and communicating
with our employees

At Repsol, we consider the
accessibility of communication
channels with employees to be
vital to the sharing of information
about health and well-being and to
resolving any questions they may
have.

The company communicates
preventive recommendations

on adapting workstations and
activities, and support measures
in case of emergency evacuation.
Group information about medical

examinations and health campaigns
is also provided to evaluate how well

preventive and health promotion
programs are working and thus be
able to implement improvements
in them. And information is shared
with employees about their job risk
assessments.

To provide to employees all this
information on health, Repsol uses

all types of media such as intranet,
email, digital signage, newsletters,
brochures, surveys, etc.

Medical services and occupational
health representatives are available
to employees on the intranet

and at work centers to attend to
suggestions, requests and any type
of communication that they want to
make.

Training
and activities »

Training

Our employees receive health
training, related to the risks of their
work activity or general health
issues. For example, in 2020, the
mandatory course for employees
and contractors on “Prevention
measures against Covid-19” and
optional workshops on emotional
management during the pandemic
were given online worldwide.

Repsol has held various courses,
talks and activities related to
health and well-being throughout
the company on topics as diverse
as healthy habits, cardiovascular
diseases, cancer prevention, first
aid, hygiene, prevention of stress
and anxiety, mental and emational
health, etc.

Activities

Additionally, to care for the health
of employees in our facilities around
the world, we deploy internationally
a series of specific actions on a
recurring basis, such as training on

malaria prevention, vaccination, first

aid, health workshops, online

courses on foreign travel, and
occupational health and well-being
committees.

Activities with an impact on family
and social environments are also
carried out, such as vaccination

or awareness campaigns

and prevention of substance
dependence.

Covid-19 and
our employees’
health »

To deal with the Covid-19 situation,
the Crisis Committee was activated,
led by the Repsol top management.
This committee was in charge of
supervising and evaluating all the
measures adopted to reduce the
possible risks that the Covid-19
crisis could generate, especially

for vulnerable groups. The Crisis
Committee also took responsibility
for ensuring full respect for

human rights and maintaining

the livelihoods of employees,
contractors and communities in this
situation.

Additionally, in February 2020, the
Covid-19 Coordination Committee
was activated, comprising a
multidisciplinary team of people
from all of the company's fields of
expertise, from the business to the
corporate level.

This committee is being led by
the Corporate Managing Director
of People and Organization
(P&Q], from the company's top
management, and is supported
by the management's Executive
Committee.

Repsol has been in contact

with workers' representatives
(unions), establishing participatory
dialogues to consult and report on
the company's decisions and on
prevention and mitigation measures.
Different committees have been
held in countries and work centers
to follow the evolution of the
pandemic and share prevention
measures with different groups of
employees, community leaders and
unions.

Before the spread of the coronavirus
was declared to be a pandemic,
Repsol reinforced hygienic measures
in common work spaces, and
concentrations of people were
reduced and avoided, both when
working and resting.

Employees whose positions and
functions could be performed
remotely and whose presence at the
center was not essential to maintain
the continuity of operations

have worked from their homes,
always guaranteeing the safety of
production processes.

To provide all the necessary health
information to employees, Repsol
used all types of medis, such as
intranet, email, digital signage,
newsletters, brochures, surveys, etc.
Employees were able to contact

the Occupational Health function at
any time to express any concern or
complaint related to Covid-19.

Telemedicine consultations were
enabled as a complementary way
of attending to employees and
communication channels accessible
to all employees for any questions
about Covid-19 were established.

Repsol launched an anonymous
survey to measure employees’
perception of the company’s
management of the pandemic. More
than 13,500 employees shared their
opinion.

86% of our
employees
are satisfied

with Repsol's
management
during the
pandemic

A Covid-19 Awareness and
Communication Plan was
implemented in each work center,
as well as mandatory training on
Covid-19 preventive measures for
all employees and contractors. This
plan included visual and audible
reminders in all workspaces. The
company provided all its employees
with free psychological support
services and global workshops on
emotional management during the
pandemic.
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Human rights and Repsol  Our employees

» Diversity, inclusion, equality and non-discrimination 1 - DEEA

Diversity

and inclusion
management has
stopped being

“the right thing
to do” and has
become “the best
thing to do”

Repsol’s people have a wide range
of ages, professional backgrounds,
skills and cultures. The combination
of such a wealth of talent creates
diverse, committed and dynamic
teams that contribute to meeting
the company’s challenges.

Cooperation and teamwork are an
essential part of our way of working

and we believe that the best
solutions are those that are based

on different ideas and paints of view.

We aim to create an environment in
which we all have the opportunity
to carry out our work in the best
possible way, thanks to:

 Creating an environment in which
we can fully contribute to develop
and fully use our skills and
abilities.

« Keeping our minds open to new
ideas, different cultures, customs
and different points of view.

Diversity has undergone an
evolutionary process in Repsol,
giving way to a model. This model is
characterized by its making use of
individual differences and aligning
them with the organization’s
general purpose and objectives,
thus involving the company in a
continuous learning process.

Benefits and advantages of diversity and inclusion

©-

We obtain a better financial
performance

We improve the pride of
belonging to Repsol
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We show more creativity and
innavation

15

We increase our reputation and
social value
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We access 3 broader talent
market

O
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We reflect society and we know
our customers better

Success story

Awareness-raising
actions in the
Venezuela business
unit

Within the framework of
the actions in the 2021
Sustainability Plan, two
training talks on equality,
inclusion and
non-discrimination were
given for all the business
unit's employees. As an
example of their good
reception, one of them,
specifically about the
LGTBI+ community, was

attended by 99 employees,

constituting 73% of the
workforce.

Diversity
and Inclusion
Committee »

Composed of senior managers, it
promotes sustainable growth by
managing diversity in an inclusive
way, encouraging employees to
develop their individual potential to
the maximum.

Gender Equality »

One of the opportunities arising
from the energy transition is the
possibility of reversing the gender
inequality, in terms of the presence
of women, found in the energy
sector.

We are committed to gender
equality and equity to allow

us to take advantage of the

talent available in society. This
commitment extends to the highest
level of the company and translates
into a clear objective: by 2025, 35%
of leadership positions are to be
held by women.

Repsol is outstanding for its equality
policies and for its promotion of
female talent in STEM disciplines.

Other examples of how Repsol
promotes and encourages access
for girls to STEM careers and, in
particular, to digital disciplines, are
the campaigns via the Repsol Digital
profile #yosoynifastem on LinkedIn
in celebration of the International
Day of Women and Girls in Science
and the International Day of the Girl
Chilgd.

We participate in Technovation
Girls with our Repsol Digital Girls
initiative, from which one of our
participating teams in 2020, made
up of five girls aged between

11 and 12, was a finalist with its
project “Laz