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The global context in which Enel operates is undergoing
profound  social, economic, and technological
transformation. The energy transition toward a
decarbonized economy, together with rapid digitalization
and innovation, is reshaping business models, skills
requirements, and the world of work. In an increasingly
complex and volatile geopolitical environment, the ability
to adapt responsibly and inclusively has become a critical
factor for long-term resilience and sustainable value
creation.

In line with its ESG strategy, Enel places people at the
center of this transformation. Human capital is recognized
as a fundamental driver of sustainable performance,
innovation, and competitiveness. The approach of the
Group is grounded in shared values, responsible
behaviors, and a strong commitment to respecting human
rights, fostering inclusion, and promoting equal
opportunities across the entire employee lifecycle. By
adopting a people-centered and inclusive model that
considers individuals in their professional, social, and
personal dimensions, Enel strengthens its capacity to
manage change while contributing positively to society.

With more than 61,000 employees representing 83
nationalities and speaking 17 languages, Enel workforce
reflects the diversity of the communities in which the
Group operates. This diversity is viewed not only as a social
responsibility, but also as a strategic asset that enhances
decision-making, innovation, and long-term
creation for all stakeholders. Through clean, innovative,
and responsible energy solutions, Enel pursues its
environmental objectives while ensuring that the social
dimension of sustainability remains an integral part of its
business model.

value

People empowerment is a key lever of Enel's Social
sustainability strategy. The Group is committed to
developing skills, enhancing employability, and promoting
continuous learning through inclusive and sustainable
growth pathways. By investing in capability building,
well-being, and motivation, Enel supports an
entrepreneurial and accountable culture that values
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knowledge sharing and collective intelligence. This
integrated approach strengthens  engagement,
reinforces a sense of belonging, and supports talent
attraction and retention, contributing to stable and
sustainable organizational performance over time.

Enel actively promotes a corporate culture based on
respect, inclusion, and integrity. Diversity, equity, and
inclusion are embedded into policies, processes, and
leadership behaviors, recognizing diversity in all its visible
and invisible dimensions as a driver of social and economic
value. Continuous initiatives aimed at preventing
discrimination, addressing unconscious bias, and
fostering cross-cultural dialogue are supported by active
listening  tools, targeted communication, and
awareness-raising programs that encourage shared
responsibility and accountability at all organizational
levels. Strengthening its ESG objectives, the Group
continues to evolve its organizational and governance
model to enhance effectiveness, efficiency, and
resilience. Simplification, digitalization, and process
streamlining underpin this transformation, enabling more
agile and transparent people management. The People &
Organization (P&0O) Function defines organizational
models and the multi-year people management plan in
alignment with the Group strategy and ESG priorities,
supported by a robust framework of global and local
policies.

To further strengthen governance and accountability,
Enel has enhanced its People Analytics capabilities,
reinforcing a data-driven approach to human capital
management. By leveraging quantitative indicators and
timely insights, the Group improves its understanding of
workforce composition, dynamics, and risks, supporting
informed decision-making and more targeted actions
across the employee lifecycle. This approach contributes
to greater transparency, supports responsible
management  practices, and reinforces  Enel's
commitment to sustainable, long-term value creation for
employees, communities, and stakeholders.



1.

Human Capital Management is a strategic priority for
the Group and a core component of its governance
framework, directly overseen by the Board of Directors,
which exercises continuous oversight over leadership
quality and organizational culture through a structured
governance framework supported by quantitative and
qualitative KPls, including employee engagement, talent
development, succession readiness, managerial
performance, while upholding an inclusive culture based
on respect that recognizes differences, guarantees
equal treatment, and fosters a strong sense of
belonging. These indicators support informed decision-
making and enable the proactive identification and
mitigation of organizational, execution, and key-person
risks. The Group values, Trust, Innovation, Proactivity,
Flexibility, and Respect, represent the cornerstone of
its corporate identity and act as a unifying framework
guiding behaviors, leadership decisions, and people
management practices across all geographies. These
values are systematically embedded into governance
processes, leadership expectations, performance
management, and talent development, ensuring
consistency between purpose, strategy. and execution.
People & Organization (P&O) topics are embedded in
Enel's corporate governance framework through
structured and recurring engagement with the
Company’s principal corporate bodies.

Enel Workforce governance model

At the Board of Directors level, P&O supports the
definition and approval of key people-related
governance instruments, including the annual Report
on the Remuneration Policy and Compensation Paid —
covering the remuneration policy for members of the
Board of Directors, the General Manager, Executives
with Strategic Responsibilities, and members of the
Board of Statutory Auditors — as well as the Succession
Plan, which is designed to ensure leadership continuity
and organizational stability. In particular, remuneration
policies, short- and long-term incentive plans,
performance targets, and related outcomes are
reviewed and discussed in advance by the Nomination
and Compensation Committee, with P&O providing
ongoing supportin assessing and developing proposals,
including through external benchmarking. In addition,
within the Control and Risk Committee, P&O
contributes to the assessment of the adequacy of the
Enel Group organizational structure, regularly reporting
on key organizational developments and the evolution
of the Group’'s procedural framework.

HSEQ matters are also integrated into the Company’s
governance and risk management processes.

The P&O function reports directly to the Chief Executive
Officer as follows:

Board of Directors
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At managerial level, P&O is responsible for supporting

cultural evolution through the development of change

management programs, leveraging people skills,

wellbeing and motivation and has the mission to:

i define organizational models in line with the Group
strategy. leading change management programs;

9 manage the Function budget and multi year plan at
Group level, defining guidelines and objectives;

i define Group guidelines for compensation and
benefits processes;

i manage industrial and trade union relations;

i develop and manage internal communication;

I develop the Group technical, professional and
managerial capabilities in line with business needs,
fostering cross functional and cultural integration;
define the Group strategies and guidelines for
Health, Safety, Environment and Quality (HSEQ),
ensuring their implementation across the Group;

i identify, evaluate and lead the implementation of
strategic insourcing opportunities, implementing
specific up-skilling, re-skilling and mobility programs
and coordinating change management activities.

The table below shows the structure of the Function:

People and
Organization

|

I

]

Planning, Organization
and Rewarding

Empowerment, Talents
and Executive
Management

Global Industrial
Relations, Welfare,
Wellbeing and DEIB

Workforce Evolution

Health, Safety,
Environment and
Quality

Internal
Communications

People and
Organization Global
Industry, Markets and

People and
QOrganization Italy

People and
Organization |beria

Services

1.1 Policies related to own workforce

The evolution that has driven the current people policy
results of Enel began in 2013 with the publication of the
Human Rights Policy*, updated in 2025 in parallel with the
Enel Code of Ethics? and with the adherence in 2015 to
the seven Women Empowerment Principles (WEP),
promoted by UN Global Compact and UN Women
contextually with the publication of the first version of the
Diversity and Inclusion Policy, updated in 2024. In
particular, the Code of Ethics defines the fundamental
principles that guide corporate conduct: impartiality, non-
discrimination, legality, transparency, dignity, and physical
and moral integrity. It also outlines the ethical principles
related to the use of Artificial Intelligence. together with
behavioral criteria inspired by fairness and equal
opportunities. Furthermore, the Human Rights Policy
reaffirms the Group commitment to promoting
responsible conduct throughout the entire value chain,
ensuring respect for human rights, rejecting all forms of
discrimination, and safeguarding fair, inclusive, and safe
working conditions that prevent any form of harassment,

violence, or intimidation. Below is an overview of the main

policies related to the own workforce:

i1 DEIB - Diversity, Equity, Inclusion and Belonging
{2024)% provides clear direction on gender equity and
diverse abilities, including attention to parenting and
caregiving, generations, gender equality and pay
equity, cultural integration, inclusion of people with
disabilities, neurodiversity and vulnerability,
dissemination of respectful and inclusive language
that accommodates the uniqueness of each personin
all their characteristics, affective orientation and
gender identity. Responsibility for implementation
belongs to the Holding Units of Personnel &
Organization affected by the DEIB strategy. The Policy
complies with ISO 30415:2021 - Human Resources
Management - Diversity, Equity and Inclusion.

9 Enel SpA Gender Equality Policy and Enel Italia SpA
Gender Equality Policy (2024)*: gender Equality
Policies for the promotion and maintenance of a
Management System aligned with the practice

1 https://www.enel.com/content/dam/enel-com/documenti/investitori/sostenibilita/diritti-umani/enel-human-rights-policy-2025.pdf

2 https://www.enel.com/content/dam/enel-com/documenti/investitori/governance/sistema-di-controllo-interno/enel-code-of-ethics_2025.pdf
3 https://openinnovability.enel.com/content/dam/enel-com/documenti/media/diversity-equity-inclusion-and-belonging-policy-2024.pdf

4 https://globalprocurement.enel.com/content/dam/enel-gp/documents/other-useful-documents/health-and-

safety/Enel_SPA_Politica_per_la_parita_di_genere.pdf
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pursuant to [talian national standard UNI/ PdR
125:2022 (in force in ltaly) working on the areas of
culture and strategy, governance, P&O processes,
equitable growth opportunities, pay equity, and
parenting. The Policies ensure fairness on selection,
development and remuneration processes, attention
to parenting, work-life balance, harassment
prevention, dissemination of awareness-raising
actions on inclusive behavior and language. The
highest level of responsibility lies with the CEO of the
Enel Group, the senior management of Enel SpA, the
Gender Equality Steering Committee, the CEO of Enel
[talia SpA, the senior management of Enel Italia SpA
and the respective Gender Equality Steering
Committee. The Policies are based on the UNI/PdR
125:2022.

i Digital Accessibility Policy (2022). ensures equal
access opportunities to digital information and
systems and applies to all those conducting business
in Enel and promotes adherence to the same
standards for contractors, suppliers, partners, with a
focus on context and civil society.

i Policy on Workplace Violence and Harassment in
workplace (2025) and Statement against Harassment
in the workplace (2025)°: in 2025, the Policy was
revised to update the previous (2015), with the aim of

strengthening alignment with non-binding
international frameworks (including International
Labour Organization Conventions and other

international standards). The revision introduces the
concept of violence alongside that of harassment,
with specific reference to gender-based violence and
outlines the main types of misconduct. The Policy
includes initiatives to support victims of domestic
violence aimed at mitigating the effects on health and
productivity, while reinforcing the shared responsibility
to promote an inclusive and respectful work
environment through a preventive, values-based

1.2. Leadership

Following the appointment of the new Chief Executive
Officer, the Group introduced a renewed Leadership
Model grounded in the principles of Accountability,
Entrepreneurship, and Meritocracy. The model was co-
created through a structured process involving the first
two management layers and global focus groups,
ensuring broad ownership and consistency across
geographies and business units. This participatory

approach. It also addresses the role of emerging
technologies, particularly artificial intelligence, in
ensuring solutions that protect individual rights and
prevent harassment. Disciplinary measures are applied
in accordance with applicable local laws, without
predefined thresholds for severity or recidivism.
Finally, structured programs, ranging from mandatory
training to awareness-raising, are implemented within
a framework grounded in DEIB principles. At the same
time, the Statement against workplace violence and
harassment was reaffirmed in 2025, during the
International Day for the Elimination of Violence
against Women, through an updated version available
on enel.com web site® aligned with the principles and
provisions introduced by the Policy.

i Health and Wellbeing Policy (2025): this version builds
on and revises the 2023 Policy, introducing updated
definitions of "health” and “wellbeing”, according to
World Health Organization Guidelines, together with a
wellbeing framework structured around four key
pillars: psychological, physical, social, and economic.
The Policy promotes safe, healthy, and inclusive
workplaces through prevention, protection, and
continuous improvement. It aims to enhance the
wellbeing of individuals and teams, enabling each
person to realize its full potential and to contribute
meaningfully and effectively to both their work and the
wider community. Importance is placed on promoting
awareness initiatives on health and wellbeing and
fostering a culture grounded in active listening,
supported by targeted actions to continuously
enhance wellbeing, encourage sustainable work-life
integration, and strengthen a sense of purpose. Finally,
a key component of the Policy is a data-driven
approach to monitoring, analyzing, and continuously
enhancing the overall initiatives.

approach strengthens cultural alignment and reduces
associated  with  organizational
transformation. The Enel Leadership Model is defined and
overseen by the Board of Directors as a key lever of
governance, culture, and long-term value creation. The
Board of Directors ensures that leadership principles are
embedded in strategic decision-making, performance
management, and succession processes, and regularly

execution  risks

5 https://www.enel.com/investors/sustainability/strategy-sustainable-progress/deib-diversity-equity-inclusion-belonging
6 https://www.enel.com/content/dam/enel-com/documenti/investitori/sostenibilita/2025/enel-statement-against-violence-harassment-en.pdf
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monitors leadership effectiveness through dedicated
KPls. The measure of leadership is the same at different
management levels. Executives act as role models and are
responsible for cascading the Leadership Model
throughout the organization, ensuring consistency of
behaviors, accountability, and execution of excellence
across businesses and geographies. The Management by
Objectives (MBO) assignment model integrates targets
designed to foster the dissemination of the Group
Leadership Model.

To operationalize the Leadership Model, the Group
developed a scientifically validated Competence Model,
rooted in Enel's mission, vision, and values. The model
identifies the critical competencies required to deliver
strategic objectives and represents the formal reference
framework for selection, development, performance
evaluation, and succession processes. The Competence
Model acts as a tangible extension of the Leadership
Model, translating leadership principles into observable
behaviors and measurable outcomes.

Leadership effectiveness is systematically assessed
through anintegrated performance management system
focused on:

9 leadership behaviors and accountability;

i alignment with the Leadership and Competence
Models;

i ability to translate strategy into execution by clearly
communicating and translating the vision of the Group
into actionable priorities;

i capacity to foster innovation, collaboration, and
operational excellence.

For individuals within the executive succession pipeline,
independent external assessments are conducted to
ensure objective evaluation of readiness, leadership
maturity, and succession suitability, strengthening
governance and mitigating succession and key-person
risks.

The flagship initiative of this evolution is the Leadership
School, conceived as a distinctive and structured
development platform to shape the next generation of
leaders. It is desighed to embed the Leadership Model of
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the Group and to ensure the transfer of strategic
priorities, behaviors, and decision-making principles
across managerial levels supporting high-potential
employees and preparing successors for critical roles. The
initiative will be implemented in 2026, involving the first 60
participants, primarily managers, middle managers. and
white-collar, for an estimated over 120 hours of training
per participant.

To support the transition toward this renewed leadership
culture, a comprehensive change management plan has
been launched, actively engaging executives and senior
leaders across the Group. This structured approach
ensures consistent adoption of leadership principles,
accelerates cultural alignment, and mitigates execution
and transition risks associated with organizational change.

Within this framework, the Al Greenhouse Program
integrates Artificial Intelligence into the Leadership Model,
equipping leaders with forward-looking capabilities and
an innovation-driven mindset. The program supports
data-informed decision-making, anticipatory leadership,
and the development of critical skills required to navigate
technological transformation and evolving business
models.

Executive development continues throughout the
duration of each leadership role through ongoing, role-
specific training programs aimed at enhancing
managerial effectiveness and strategic capabilities. These
programs cover leadership and decision-making, team
management and communication, Artificial Intelligence
awareness, executive coaching, and language training for
internationally exposed roles. This approach ensures that
leaders remain fully equipped to drive performance,
innovation, and sustainable growth in a global and evolving
business environment. The Group also drives cultural
change programs and initiatives supporting managerial
growth and mobility such as deputing and shadowing
programs.

Overall, this integrated system enables the Board to
ensure leadership that is measurable, accountable,
resilient, and future-ready, supporting sustainable long-
term value creation and organizational continuity.



1.3. Industrial Relations

Through its Industrial Relations system, Enel extends
information and consultation processes with workers and
their representatives to all Group companies worldwide.
Worker representatives can provide assessments and
proposals on corporate strategies, fostering the search
for convergence between the Parties. This approach is
formalized in the Enel European Works Council (EWC)
Agreement, signed in 2016, renewed in 2022 and
currently under renegotiation, one of the most advanced
frameworks in the European electricity sector due to its
focus on bilateral matters such as occupational health and
safety, training, and diversity.

Enel is committed to social dialogue with trade unions,
addressing topics of interest to the Group and its
employees with transparency and cooperation. The
Industrial Relations system recognizes representative
trade unions as counterparts, in compliance with national
regulations and role distinctions: the Group ensures timely
and adequate information to facilitate collective
bargaining and makes documentation on current
collective agreements and trade union arrangements
available to employees. In many countries, bilateral
committees are established with trade
representatives to jointly address relevant issues. The
Company systematically promotes dialogue between the
parties and encourages broad participation and sharing of
corporate strategies by its people.

As part of social dialogue, Enel complies with labor
regulations applicable in the countries where it operates
and adheres to the fundamental principles of the
Universal Declaration of Human Rights and to the
Conventions of the International Labour Organization
(ILO) regarding freedom of association, collective
bargaining. consultation and the right to strike,
systematically promoting discussion between employer
and worker organizations and seeking a broad level of
agreement and sharing of corporate strategies by
employees.

union

Globally, its dialogue strategy is inspired by the Global
Framework Agreement (GFA), first signed in Rome in
2013, renewed virtually in 2023, and formally ratified in July
2024 between Enel, the Italian sector federations, and the
global federations IndustriALL and Public Services
International. The GFA is based on the highest
international standards on human rights and industrial
relations, and it is still considered a benchmark best
practice for European and non-European multinationals.
The agreement establishes the Global Works Council with
the aim of ensuring a continuous flow of communication
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and consultation. Enel and the domestic and European
federations (IndustriALL Europe and the European Public
Services Union) have transferred their consolidated
experience of social dialogue to the Sectoral Social
Dialogue Committee of the electricity sector,
established at the EU Commission - DG Employment -
regarding the employment impacts of the energy
transition and digitalization in the coming years in all
European and global electricity companies.

Enel places no restrictions on freedom of association. As
stated in the GFA and in the Human Rights Policy,
employees have the right to form or join trade unions
created to protect their interests and to be represented
within the various work units by trade union bodies or
other forms of elected representation, in accordance with
the legislation and local practices of the countriesin which
they operate.

Enel recognizes the value of collective bargaining as a key
instrument  for defining employees” contractual
conditions and regulating relations between company
management and trade union organizations. The
Company maintains a policy of strict neutrality toward
employees’ decisions regarding union membership
and/or union choice, recognizing unions as legitimate
representatives of employees, in line with national
legislation. In cases of discrepancies between local and
international standards, Enel applies the provisions that
best protect workers’ rights. Moreover, Enel is committed
to ensuring that employee representatives are not subject
to any discrimination resulting from their representative
activities, rejecting any form of discrimination based on
union affiliation or activity in matters concerning
recruitment, remuneration, or career progression, which
must be based exclusively on skills and merit. The Human
Rights Policy reaffirms collective bargaining as the primary
instrument for defining contractual conditions and
governing relations between Company leadership and
trade union organizations. In 2025, the percentage of
employees covered by collective bargaining agreements
amounted to approximately 91.7%. in line with the
previous year.

Enel recognizes the importance of stable and reliable
employment, also through a commitment to limit non
regular employment, and promotes decent working
conditions in line with the ILO definition of “productive
work that delivers a fair income, ensures workplace safety
and social protection for workers and their families, and
provides people with the freedom to express concerns,



organize, and participate in decisions affecting their lives”
(ILO Recommendation - Employment and Decent Work
for Peace and Resilience, 2017 No. 205).

As stated in the GFA, Enel is committed to ensuring that
all workplaces are free from discrimination and
harassment and undertaking initiatives aimed at removing
obstacles to the full achievement of equal opportunities
and equitable treatment, including remuneration. The
principle of equal pay is also reinforced in the Group
Human Rights Policy, which states that all individuals
working along the entire value chain are entitled to
remuneration aligned with the principle of fair
compensation wage that covers the basic needs of
workers and their families. Enel's Human Rights Policy
further guarantees a minimum living wage not lower than
that established by collective agreements and relevant
legislative frameworks in the different countries where the
Group operates, in accordance with ILO conventions. In
line with collective bargaining practices in the different
geographies, adequate and fair wage levels are
periodically reviewed to ensure alignment with the cost of
living. In addition, the Code of Ethics also expressly
provides that, upon hiring, each employee receives
detailed information on job duties, as well as regulatory
and remuneration elements, in line with the principles
described above. Information is provided in a transparent
and accessible manner, enabling prospective employees
to fully understand both the responsibilities associated

with the role and the rights granted under the applicable
collective agreements. This practice ensures compliance
with relevant labor standards and supports the Group
commitment to promoting fair, consistent and
nonZliscriminatory working conditions across all
organizational levels and geographies.

Enel has built a business model grounded in the respect
and recognition of workers' rights. This commitmentis not
limited to the Group employees; the principles set out in
internal policies and in international conventions are also
applied to suppliers and partners. Furthermore, in line with
the principles of the Global Compact, the Group requires
its contractors to fully comply with labour law obligations,
occupational  health, safety and environmental
regulations, and respect for human rights. These
principles are clearly referenced across the entire supply
chain, including in the GFA (Articles 84-85).

Where significant organizational changes, Enel strictly
complies with national regulations regarding consultation
timelines and notice periods before managing the effects
of any reorganization. The Group guarantees clear,
transparent. and timely communication, along with
ongoing dialogue with employee representatives. In
addition, for Company employees affected by business
evolution are defined specific upskilling (to enable access
to more advanced career paths) and reskilling programs
(to acquire new skills). Suppliers are also involved in several
initiatives to support their transition and diversification.
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2. Strategy and business model

The Group strategy is built on the central role of people,

who are considered the key drivers of its evolution. To

support this vision, Enel has defined a series of action lines
focused on:

i Listening and engagement, through initiatives that
foster ongoing dialogue with employees;

9 Ssatisfaction and welldeing, by promoting an inclusive
and motivating work environment;

I Gender equality, with particular attention to
increasing the presence of women in managerial roles;

i Merit and development, thanks to a renewed talent
management strategy based on objective and
meritocratic criteria;

9 Skills development, through periodic processes
aimed at identifying future needs and aligning people
capabilities with strategic priorities;

9 Inclusion of diversity, through policies and initiatives
designed to ensure full participation of people with
different abilities.

In 2025, Enel revised its main people development tools,
introducing a new Leadership Model and updating the
Competence Model. This path was strengthened with the
launch of the Talent Strategy. which is developed through
a structured listening process — engaging both
employees and the business in rapid evolution —

2.1. Attracting talent

In line with the pillars of the Company strategy, in 2025 the
global recruitment plan focused on identifying outside
key external talents to manage the energy transition,
aimed to reinforce the resilience of our infrastructures,
while ensuring financial and environmental sustainability
and customer centricity. During the year, more than
4,600 people were hired, in line with the target set for
2025.

The identification and attraction of the profiles required
to achieve strategic objectives have been driven by
ongoing engagement with Schools, Universities and Dual
Vocational institutes, together with the ongoing adoption
of increasingly inclusive approaches. These actions aimed
to ensure a fair gender balance within candidate pools
across the different geographies in which the Group
operates.
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enhancing the talent pipeline through structured
development and training programs, contributing to
business sustainability and continuity. To complete this
integrated approach to people's development, Enel
strengthened its Performance Management processes,
based on the attention to each person’s uniqueness which
translates into a meritocratic system oriented towards
continuous improvement.

The enhancement of each person’s individuality and well
being is supported by a comprehensive system of policies.
procedures, and initiatives, with particular attention to
gender equality and the inclusion of people with
different abilities. The policies in these areas apply to
everyone working at Enel, including external collaborators
and, indirectly, individuals within the supply chain.

In terms of gender equality, the Group promotes initiatives
aimed at students and educational institutions to foster a
culture that encourages interest in technical and scientific
disciplines. A central role is played by women colleagues
with STEM ({Science, Technology, Engineering and
Mathematics) backgrounds who, as Role Models, help
break down stereotypes, inspire younger generations, and
strengthen their own professional empowerment.

Among the programs dedicated to young people, strong
attention has been devoted to school and university
students such as:

i Dual Higher Education and Research Apprenticeship
Programme, carried out in collaboration with the
University of L'Aquila,

i Liceo TRED (Transizione Ecologica e Digitale), an
innovative educational project that brings schools and
businesses together to train students on key topics
such as energy transition, digitalization, and
sustainability;

i Energies for School, a program dedicated to students
of technical and vocational institutes aimed at
facilitating their entry into the workforce.

9 STEM initiatives that connect STEM colleagues with
students by inspiring them, offer mentoring, financial
support for STEM university enrollment and on-site
orientation experiences.

9 Support of two post-diploma programs with ITS
Macomer and the ITSEL Foundation to train



specialized technicians for energy transition,
combining coursework and internships over two years.

I Eneld4Students, a career orientation initiative aimed at
technical high school students, designed to bring
young people closer to Enel technical and operational
professions. The program includes in-person
classroom sessions with ambassador testimonials and
online activities through career-orientation webinars,
involving 400 students.

The commitment to young talent is also strongly present
in other countries of the Group, such as for example in
Enel Colombia that runs an annual internship program,
hosting around 300 students from diverse academic
backgrounds by offering structured training, professional
development, and potential access to junior roles within
the Group.

Moreover in 2025 dedicated initiatives with a strong focus
on innovation have been launched such as Enel Innothon
2025, an innovative contest aimed to engage students
and recent graduates to develop new Al-based solutions
for some of Enel Group's real business challenges, in line
with some Sustainable Development Goals.

2.2.  Valuing and enhancing people

Talent Development, Empowerment & Leadership
Continuity is a strategic, governance-led framework that
promotes talent valorization and retention, leadership
accountability, and long-term organizational continuity.
The Board of Directors oversees the effectiveness of the
system, ensuring alignment with corporate strategy,

leadership standards. and organizational culture.
Development initiatives are structured, inclusive,
equitable, accessible and fully integrated into

performance management and succession planning
frameworks, ensuring alignment between individual
growth, strategic priorities, and value creation, and are
directed across Enel Group.

Enel has implemented a structured talent identification
and mapping framework, governed by clear processes
and objectives, merit-based criteria, including seniority
and individual readiness, which systematically informs the
design of highly customized development models. Within
this governance framework, targeted empowerment
initiatives are deployed across different programs:

9 enhancing self-awareness and individual potential;
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In addition, the talent attraction strategy also included:

i the global amplification of job postings on Enel
website or on major external talent attraction
platforms;

i advocacy and talent attraction campaigns centered
on the voices and faces of our people, both at global
level such as “A Day as a Colleague” and "Enel People”
and at local level as "#SiamoEnel’ interviews with
newly hired colleagues in Italy. These initiatives have
been designed to increase external awareness of the
different business areas by sharing their life at Enel
through social media channels and the corporate
website;

i the local adoption of the new recruiting process
procedure and an enhancement of the Applicants
Tracking System (ATS), leveraging innovative tools to
improve candidate user experience and promote a
data-driven approach in the selection process;

i the continuous updating of the “Careers” section on
enel.com, to increase the engagement of candidates
and to facilitate their access to company contents
with a simpler and more immediate browsing of open
positions across the Group.

I building specific and transversal
structured learning pathways;

i fostering critical thinking and cross-functional
exposure via experiential programs;

i expanding strategic perspective through international
and cross-functional mobility.

skills  through

Each program is measured through qualitative and
quantitative indicators to ensure alignment with talent
strategy, business priorities, and long-term value creation.
Talent Strategy is supported by an integrated ecosystem
of structured processes and initiatives. covering
workforce planning, talent identification, succession
management, development pathways, and critical role
coverage.

The Talent Strategy is structured around three strategic
pillars:

1. Identification and assessment: internal talent is
identified through objective, merit-based performance



management  processes, ensuring  transparency,
consistency, and alignment with strategic priorities.

2. Development and capability building: structured
learning pathways combine formal training, on-the-job
experiences, mentoring, coaching, job shadowing, and
excellence-focused programs to progressively develop
expertise, leadership capability, and readiness for
increased responsibility.

3. Empowerment and exposure: selective and high-
impact opportunities, including participation in strategic
projects and international assignments, are offered to
high-potential profiles to strengthen global leadership
capabilities and cross-cultural effectiveness.

Key projects and initiatives

I The Leadership School represents the flagship
initiative of the Talent Strategy, providing a structured
and distinctive platform to shape the next generation
of leaders and ensure the consistent transfer of
strategic priorities, leadership behaviors, and
decision-making principles across managerial levels.

I The project “Talent Scout” aims to identify at local
level talents based on merit and offers structured
empowerment  pathways focused on  skills
development, while also strengthening the connection
between the specific characteristics of the territories
in which we operate and the global dimension of our
organization:;

I “Next Gen Talent” is a project dedicated to young
talents (under 30) across the major countries of the
Group aiming to give them the opportunity to interact
with the CEO and Executives on real business
challenges, by developing innovative ideas and
empowering cross-functional skills.

I “Enel People Awards” is a global program aimed at
fostering innovation, entrepreneurship, and merit
recognition through the promotion of ideas, projects,
and outstanding behaviors that support business
growth. The program delivers measurable impact by
enhancing processes and tools in line with corporate
strategy, while enabling the identification and
development of internal talent. Recognized with the
SMAU Innovation Award, it contributes to the
consolidation of acompany-wide culture of innovation
through broad employee involvement.

Finally, to enhance internal skills in line with the aspirations
of Enel People, the internal mobility process has been
strengthened as a key lever to meet organizational needs
while fostering the development of increasingly cross-
functional profiles and the upskilling and reskilling of Enel
People.
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Within this governance led framework, the principles of
talent valorization, accountability, and leadership
continuity are implemented through a set of integrated,
structured, and data driven processes covering
Performance Management, Succession Planning. and
development levers across the Group, designed to
ensure meritocracy and measurable alignment with
business and value creation priorities.

The Performance Management system is a global and
comprehensive process designed to evaluate people's
performance, focusing on both the results achieved and
the application of the leadership and professional
competencies defined in the Enel Model. It is a
fundamental tool that reinforces  merit-based
remuneration and aligns rewarding and pay policies to
foster talent development. The program is designed to be
highly inclusive, and it engages 100% of eligible population
of the Group. including part-time workers, ensuring broad
and equitable participation. The process, structured
around a multidimensional and agile framework, starts
with an initial phase dedicated to objective setting,
alignment, and shared definition of the performance
journey for the year, during which managers and
employees clarify expectations, priorities, and targets.
The process is designed to actively promote continuous
diaslogue and ongoing performance discussions
throughout the year, enabled by the systematic sharing of
feedback within the platform, and by encouraging
managers and employees to engage in regular check-ins,
informal feedback exchanges, and developmental
conversations aimed at continuously monitoring progress,
addressing gaps, and supporting ongoing performance
and capability development.

The cycle concludes with the annual performance
evaluation, supported by a calibration phase specifically
designed to ensure team based performance evaluations,
fairness, consistency, and alignment of assessments
across teams, followed by an integrated final discussion
focused on results achieved, competencies
demonstrated, and future development priorities.

The digital platform provides the Vademecum. a
multilingual document accessible and available to all
employees, offering clear guidelines and explanations on
methodologies and calculation mechanisms. The entire
process is monitored through the company platform for
data collection and analysis. At the end of each year,
feedback is collected with the aim of continuously
improving the process.

The company conducts a comprehensive annual
Succession Planning process designed to ensure strong
leadership and a robust managerial pipeline capable of



sustaining business continuity. The process covers all
critical and managerial roles globally, enabling systematic
oversight of the organization structure and future leaders.
For each key position, the process identifies up to three
Ready successors and three medium-term Pipeline
successors, selected based on their performance, growth
potential, and transversal skills. This structured approach
reduces key-person risk and supports leadership stability
across the Group. Succession Planning is grounded in
clear governance, standardized evaluation criteria, and
multilingual operational guidelines consolidated in a
dedicated Vademecum, ensuring consistent
implementation across all geographies. Through
structured assessment tools and data-driven analysis, the
company builds talent pools that are comparable,
objective, and strategically aligned with development
needs. The entire process is supported by continuous
monitoring of participation levels and achieved results,
ensuring the ongoing improvement of the leadership
pipeline. In line with the company's Diversity, Equity,
Inclusion, and Belonging (DEIB) commitments, the process
places a strong emphasis on gender representation,
embedding gender-focused criteria into succession
decisions to strengthen balanced leadership pipelines. In
2025, this focus translated into tangible outcomes, with
women representing 50.2% of successors included in
Executive succession plans and 49.1% of successors
included in Managerial succession plans.

Annual succession plans for managerial positions are
systematically reviewed to ensure continuity and
resilience, while reinforcing the organization's
commitment to inclusive leadership and sustainable talent
development across the Group.

Within the Talent Strategy framework, Enel considers
people’'s development as a key driver of sustainable
business performance and long-term value creation,
recognizing that when individuals are enabled to express
their full potential, the organization also benefits. For this
reason, Enel also promotes three further development
levers and tools beyond those already mentioned:
Coaching, Mentoring, and Job Shadowing.

Coaching consists of structured pathways in which
colleagues certified as Coaches support other colleagues,
the “"Coachees’, in a process aimed at enhancing
individual potential and developing competencies,
enabling the achievement of objectives defined by the
“Coachees” themselves. At Enel, Coaching concretely
supports Managers and talents in navigating change by
strengthening awareness, autonomy, and resilience. The
offering includes executive, leadership, and team
coaching programs. The quality and scale of the model are
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ensured through the continuous development of internal
coaches via training masterclasses, mentoring initiatives,
and structured exchanges of best practices.
Mentoring enables colleagues with greater experience
and higher levels of expertise to provide guidance and
support to less experienced colleagues, fostering the
development of professional, managerial, and transversal
skills. In addition to being addressed to the talent
population, Mentoring is also used as a development lever
to support the growth of future managers. At Enel, this
tool is further leveraged to promote intergenerational
dialogue through Reverse Mentoring initiatives and to
enhance female leadership within the Womenel program.
Job Shadowing involves a structured period of
collaboration and knowledge sharing between a hosting
colleague (the Host) and a visiting colleague (the Guest).
During this experience, the Host engages the Guest in
daily operational activities and team interactions, sharing
role related content, technical skills, and transversal
competencies. This development lever supports exposure
to business areas beyond one’s own and strengthens the
acquisition of new skills, including technical ones. The
initiative is implemented through two formats:
i1 Job Shadowing for All, available to the entire Enel
population, allowing any colleague to request Job
Shadowing experience for a total duration of 10 hours.
1 Job Shadowing for Development, addressed to
talents, emerging managers, and specific business
needs, including career transitions or the exploration
of new business areas.

The Group monitors and ensures employee career
development reviews through specific programs and
initiatives, including nomination to succession plans,
participation in assessment processes for managerial
career paths, as well as coaching, mentoring, and job
shadowing activities, and Next Gen Talent and Talent
Scout projects. During 2025, 5740 employees were
involved in these initiatives.

Career advancement in Enel is driven exclusively by merit,
without any discrimination based on gender, diverse
abilities, ethnic/racial characteristics, age and
geographical areas.

Enel explicitly safeguards equal access to professional
growth, career opportunities, inclusion and transparency
across all organizational areas, ensuring consistent and
harmonized implementation in all geographies. Regarding
regular formal performance reviews for all permanent
employees, Enel ensures a performance evaluation
process aligned with career development, which includes
the setting of objectives followed by the assessment and



sharing of results on a dedicated company tool. This
approach ensures a performance-driven and future-
ready workforce, reinforcing organizational continuity,
meritocracy, and alignment with Enel values and strategy.

In Enel Group, non-officer staff are eligible for variable

performance-based pay, such as:

I LTI (Long-Term Incentive): a long-term variable
incentive linked to the achievement of Group.
Beneficiaries: a part of managers holding key roles in
the current organizational model or positions that
have a significant impact on achieving the objectives
of the Group Industrial Plan.

I MBO (Management by Objectives): a short-term
variable incentive linked to the achievement of Group
objectives. The targets can include those relating to
the specific company Function of each manager. For
example, they include objectives related to Group
sustainability KPIs for managers within Holding
Functions, the commercial development of new
initiatives for managers within the Enel Commercial
Business Line or related to innovation projects within
the Enel Grids and Innovation Business Line.
Beneficiaries: all managers.

9 Annual Bonus: a short-term variable incentive linked to
the achievement of Group objectives. Beneficiaries: a
part of non-managers.

I Commercial Incentive: a short-term variable incentive
linked to the achievement of individual and/or group
sales targets. Beneficiaries: a part of non-managers of
sales organizational perimeter.

Collectively, the initiatives outlined above have materially
reinforced our talentZetention framework, as evidenced
by a 2025 overall voluntary turnover rate of 2.2%, down
from 2.4% in 2024, and consistently outperforming the
benchmark levels observed across our key industry peers.
Tailored, high-quality and value-driven initiatives —
desighed around concrete business needs and aligned
with individual growth pathways — together with a
comprehensive communication plan and a series of
targeted engagement campaigns, have made a
meaningful contribution to strengthening employee
engagement and motivation, enhancing human capital as
a strategic driver of sustainable growth, reinforcing
employee loyalty and recognition as core elements of the
Company strategy.

2.3. Continuous learning to enhance skills and capabilities

The Company invests in employee development programs
aimed at strengthening and enhancing skills. The
Company promotes a Continuous Learning and
Development Framework, ensuring employees acquire
skills and competencies needed to support career
growth, organizational priorities, and leadership
continuity.

Training involved 98% of the workforce with 3.4 million
hours of training, amounting to more than 55 average
hours per capita (more than 53 average hours per capita
in 2024).

Of the total training hours, approximately 2.1 million were
dedicated to upskiling and reskiling initiatives,
representing 62%, while around 340,000 hours, equal to
10%, focused on the development of soft skills.

In 2025, total training expenditure amounted to
approximately 27 milion euros, with an average
investment of 439 euros per employee. Training on
digitalization accounted for about 360,000 hours, equal
to around 11% of total training hours.

Training delivery increasingly relied on micro-learning
solutions, enabling greater flexibility and frequency while
broadening participation and optimizing the overall
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volume of training hours. Digital learning was largely
integrated into technical, safety, and both specialised and
non-specialised training programs, supporting the
effective management of technological challenges.

The key features of the Continuous Learning and

Development framework are reported below:

i Structured training programs: programs are
designed according to professional and managerial
roles, including technical and managerial training,
aimed at developing skills required for current and
future responsibilities. The existence of a systematic
approach to identify strategic training needs has
structured processes and tools that ensure training
needs are identified through periodic analysis of
business requirements and direct feedback from
employees; this strategic process is shared with all
business areas, and a centralized training platform is
used to ensure continuous monitoring and tracking of
initiatives.  Through  this
framework, the organization ensures the development
of a capable, adaptable, and futureZzeady workforce.
It supports the proper management of business
processes and reinforces strategic priorities and

learning governance



sustainable value creation. Training — whether
mandatory or rolepecific — is provided in business
areas exposed to significant risks and subject to high
compliance standards. Where required, it is extended
to all employees according to their function, role, and
responsibilities, as well as to external suppliers,
part4Zime staff, and temporary workers.

Upskilling and reskilling initiatives: in today's rapidly
changing economic and social environment, there is a
growing need for new skills, professionalism, and
adaptability. Ongoing training and upskilling and
reskilling strategies are therefore becoming
increasingly essential for developing the specific skills
needed to improve the performance of people in
their current role and prepare them for taking on new
responsibilities or roles within the Company. For this
reason, Enel has established several technical schools
with the aim of developing the transferable and
specific skills of each Business Line. Employees
involved in organizational transformations, including
internal insourcing, receive targeted training to
perform new responsibilities effectively. In 2025,
initiatives included Al-related programs to strengthen
awareness, competencies, and ethical application
across the organization.

Onboarding programs: new employees are supported
through structured onboarding initiatives, providing
access to organizational content and tools for
effective and inclusive integration. The Company also
delivers structured onboarding programs for newly
appointed executives, designed to embed and
reinforce organizational culture from the outset.
These induction programs include mandatory training
on key policies, governance principles, and core
practices, complemented by tailored development
paths, experiential learning initiatives, and peer
mentoring, ensuring that executives are fully aligned
with Company values.

Coaching, mentoring, and job shadowing initiatives:
As already reported in paragraph 2.2, the Group places
strong emphasis on coaching, mentoring, and job
shadowing initiatives, designed to foster continuous
learning, intercultural exchange, and the sharing of
professional experience. These initiatives enable
employees to broaden their internal networks, engage
with diverse perspectives, and further develop their
capabilities within a collaborative and stimulating
environment. To reinforce this approach, the Group
has established a Coaching School to build a strong
community of certified coaches and to further
develop the key skills required to effectively support
colleagues throughout their development journeys.
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I Monitoring and measurement: training hours and
participation are tracked to assess program coverage
and effectiveness, ensuring consistency and
alignment with organizational priorities. Enel discloses
the evaluation of training programs through the
corporate learning platform (Me-Learning). It provides
all its employees (excluding external personnel) with
the opportunity to evaluate the training courses
offered. The evaluation is carried out by expressing a
rating from 1 to 5 stars, with 5 stars representing the
highest level of satisfaction. Course evaluations are
visible to all employees and include: the average rating
of the course; a breakdown of individual responses,
categorized by rating level.

Key Learning topics

All the programs described below are accessible to all
employees of the Enel Group, including contractual and
part-time employees, depending on the relevance to their
roles and individual development needs:

i Ethics, human rights and anti-corruption:

0 Model 231 (23,114 hours of training in 2025),
with the aim of spreading knowledge of the basic
elements of the administrative responsibility of
entities and the organizational and management
model adopted, in order to ensure the effective
implementation of the principles of conduct and
procedures contained therein;

0 Code of Ethics (25,544 hours of training in
2025), with the aim of raising awareness among
all Group employees of the importance of the
provisions contained therein and promoting the
adoption of conduct consistent with these
provisions, including through the illustration of
past events;

0 Enel Anti-Corruption Program (34,601 hours of
training in 2025), with the aim of helping to raise
awareness of the issue of corruption through in-
depth analysis of the conduct to be adopted, in
line with company procedures on receiving gifts
and hospitality, sponsorship, and whistleblowing;

o0 Enel Global Compliance Program (790 hours of
training in 2025), a governance tool aimed at
strengthening the Group ethical and
professional commitment to preventing the
commission of illegal acts outside Italy that could
result in corporate criminal liability and related
reputational risks. This program covers a whole
range of ethical issues beyond the specific topic
of corruption (e.g. principles of fairness,
standards of conduct, impartiality and non-
discrimination, legality, transparency in the event



of conflicts of interest, confidentiality, relations
with shareholders, etc.);

0 Human rights training (700 hours of training in
2025 delivered through short video pills): Enel
provides mandatory and regular training
programs on human rights topics, such as
diversity, equity, inclusion, nonZliscrimination
and the prevention of harassment and violence
in the workplace, in alignment with international
labor standards, including ILO Convention No.
190 and with Group commitments. The
programs focus on equal opportunities, inclusive
behaviors, prevention mechanisms, reporting
channels and protection against retaliation.
Training applies to the entire workforce,
including procurement and security personnel
given the relevance of the topic across the entire
value chain, ensuring consistent implementation
of the Group human rights and workplace
inclusion commitments.

i DEIB-focused training and Cultural Dissemination:

Enel provides global. comprehensive training
programs aimed at fostering an inclusive, equitable,
and respectful workplace. The programs address the
main areas covered by the DEIB Policy, with particular
attention to unconscious bias and prejudice,
parenthood and caregiving responsibilities, as well as
the overall wellbeing of employees. The catalog is
accessible to all people. despite function, role, or
organizational area, highlighting unwavering
commitment to ensuring equal opportunities for
professional growth, development, and advancement
across the organization. Moreover, over time,
awareness raising initiatives aimed at promoting and
strengthening a culture of inclusion encompassing
behaviors and language have been reinforced and
progressively intensified through communication
campaigns, celebration of international days, global
and local events, as well as targeted training local
programs designed to consolidate inclusive practices
and encourage respectful and participatory behaviors
across all organizational levels. Following the
publication of the DEIB Policy in November 2024, a
global training campaign was conducted, led by local
DEIB Managers. The initiative engaged all 885 People
Business Partners’” to ensure the consistent
application of the DEIB strategic framework across the
entire organization, encompassing vision, mission,
general principles, implementation guidelines, as well

as DEIB dimensions with related priorities. Throughout
2025, the DEIB Policy continued to be disseminated
and promoted across all Group countries through
targeted initiatives focused to ensure its full
understanding and effective implementation. In
Argentina, the "Diseminacién de la Politica DEIB”
initiative included dedicated information sessions,
while in Chile specific initiatives were carried out to
present the Policy, along with its key pillars and related
action plan, with an additional focus on relevant local
regulations. In Iberia, the Policy was also translated into
Portuguese and French to support broader and more
effective dissemination. In Colombia, the “"Footprints
Awareness DEIB" program stands out as a series of
sessions and open discussions focused on the biases
identified within teams.

To further promote the DEIB Policy, throughout 2025
several internal communications were published on
the Intranet highlighting key aspects of the Policy. In
addition, to provide an official and accessible
reference point for external stakeholders, a dedicated
DEIB section® was created on Enel website. This space
not only presents information on corporate policies
but also showcases content designed to promote and
reinforce inclusive practices, highlighting experiences
and stories.

Furthermore, in 2025, Enel launched a global training
course on neurodivergence “Divergences and
Convergences: Discovering the Value of
Neurodivergence at Work”. The course is designed to
raise awareness about the main forms of
neurodivergence that characterize every individual,
exploring the value that diverse cognitive abilities can
bring to the workplace. It examines key types of
neurodivergence, highlighting their  distinctive
strengths and behavioral characteristics. Through
real-life workplace case studies, the course
emphasizes the importance of effective listening and
communication in promoting inclusion and fostering
authentic, meaningful professional relationships.
Practical examples of day-to-day interactions
illustrate how subtle or less visible forms of
neurodivergence are presentin the workplace and can
provide significant value. Moreover, the program
offers a set of behavioral recommendations designed
to support respectful interactions and nurture an
inclusive environment.

Risk Mitigation on cybersecurity, data privacy and
asset integrity management: the Group requires all

7 People Business Partners are a Key figure within People & Organization unit. They serve as a vital link between persons and the organization. Through
structured listening and ongoing dialogue, PBPs can understand individuals’ aspirations, needs, and potential, thereby fostering coherent and sustainable
development paths.

8 https://www.enel.com/investors/sustainability/strategy-sustainable-progress/deib-diversity-equity-inclusion-belonging
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employees, including new hires and specific privileged
users, to participate in continuous awareness training
in specific risk areas like Cybersecurity, General Data
Protection Regulation and Security Assets, in line with
internal principles and field regulations. The programs
cover mandatory essential topics and training
modules enriched by ongoing dissemination initiatives
of knowledge sharing events and communications.
Regarding the Security topics, the company also has
specific programs providing information on business
case, specific behaviors and preventive measures to
implement. In the course of 2025, approximately
33,740 hours.

Supply Chain Management: Enel guarantees that
functions in contact with external suppliers comply
with company standards through continuous training
delivered via internal platforms, which may include
general training on behavioral principles and supplier
relationship management (e.g. supplier policies), while
specific mandatory training is provided for critical
functions and roles in direct contact with external
suppliers. This second level of in-depth training
ensures that personnel involved in decision-making
and management activities with suppliers fully comply
with internal policies and guidelines, minimizing
operational risks and ensuring maximum adherence to
corporate governance processes. In addition, in
recent years, Enel has worked closely with its suppliers
to explore issues related to decarbonization and
human rights, with the aim of sharing best practices,
aligning approaches, and accelerating the entire
supply chain towards the sustainability standards
required by the international community. During 2025,
several meetings and workshops were organized
dedicated to Double Materiality Assessment, updating
the Ethics Package (among which the Human Rights
Policy), and Sustainability Strategy, with a particular
focus on reducing its carbon footprint. The initiatives
involved the main suppliers belonging to the most
relevant product categories of the business, with the
aim of providing clear guidance on requirements
relating to the protection of human rights and
environmental issues.

Occupational health and safety training: based on the
analysis of accident events and the findings emerging
from inspections and audits, in 2025 Enel the attention
on training, information and awareness — the 3 main
pillars for strengthening and broadly disseminating a
safety culture among its own employees and
contractor companies. The Enel Group adopts an
HSEQ training management process for all its
employees, tailored to the activities they perform and
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the specific risks to which they are exposed. This
process makes it possible to integrate safety at all
levels of the organization, making it an integral part of
all processes and activities, and promoting a model
shared by all people.

To complement technical and specialist training, Enel
promotes and organizes courses on safety culture and
the promotion of safe behaviors. In the course of
2025, approximately 1,599,000 hours of training on
health and safety topics.

Emergency training. including regular testing of the
emergency response plans: for each site, the Site
Manager, with the support of the HSEQ team,
prepares the Emergency Plan, which includes all the
likely emergency scenarios at the site and the related
emergency measures to be adopted depending on
the scenario. The measures set out in the Emergency
Plan are implemented with the support of the on-site
emergency team, made up of personnel appropriately
trained for the role of emergency officer. Emergency
plans are periodically tested through the organization
of emergency drills, able to verify the functioning of
equipment and emergency devices and to ensure the
updating of personnel training on emergency
procedures: in the course of 2025, approximately
151,490 hours.

Environmental Management System: in 2025,
approximately 29,500 hours of training related to
environmental and nature related topics were
delivered, covering all geographies and business lines
within the Group. The training programs addressed a
wide range of subjects, with particular focus on waste,
water, and biodiversity management. For these areas,
both specialized courses and awareness campaigns
targeting the entire Enel workforce were developed
and coordinated by the central SHE Factory unit of the
holding. In  addition, training initiatives on
environmental management systems were provided,
primarily concerning 1SO 14001 and ISO 50001
standards for environmental management and energy
efficiency.

Mental health awareness: at Enel, mental health is an
integral part of a culture grounded in respect and the
promotion of wellbeing, both individual and collective.
This commitment, shared across all the countries, is
reflected in a structured approach based on
prevention, protection, and tangible support. This
commitment is also implemented through dedicated
learning pathways available to all employees, including
managers, on the internal learning platform; among
these, the global course Mental Health and Stress
Management is highlighted, aimed at providing



practical self-care strategies to manage personal
stress and to support teams in effectively navigating
challenges while fostering a positive and resilient work
environment.
Technical training and partnerships with educational
institutions: technical training initiatives leverage
long-standing partnerships with leading universities
and professional institutes to strengthen employees’
knowledge, skills, and exposure to innovative
practices. Through these collaborations, the company
offers both full-time and part-time employees the
opportunity to attend MBA and postgraduate Master
programs, designed to support career development
or to equip professionals in specific roles with the
advanced skills and university-issued certifications
required.
Enel has established consolidated partnerships with
prestigious academic institutions, including Bocconi
University. These programs are closely aligned with the
company's core business areas — such as finance,
administration, and control — ensuring targeted
learning pathways for employees working in relevant
functions.
In addition, selected employees (eligibility is based on
both the function’s business needs and the
employee’s role, as well as the employee’s skills within
the function) have access to advanced training
programs aimed at developing strategic, managerial,
and highly specialized technical competencies. These
initiatives are delivered in collaboration with leading
universities, including:
0 SDA Bocconi School of Management
- Executive Procurement School (4th edition): a
program designed to foster a strategic vision
and a corporate culture centered on
entrepreneurship and sustainability. The
development  of  strong managerial
capabilities represents a key foundation for
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building an effective and efficient supply
chain.

P&C School (6th edition): this program offers
a specialized learning track in Administration,
Finance, and Control. It is a program of
excellence aimed at strengthening strategic




























































