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EDP Renewables S.A. is a Spanish entity that is responsible for a group of subsidiaries
and affiliates of multinational nature (called "EDPR") that, since its creation, have identified
themselves with the principles of gender equality, so that, since 2008 and up until today,
we have had a high number of female employees and directors.

There is, on the part of EDPR, a reinforced commitment to promote the development of
merit, assuming as an identity objective the scrupulous compliance with the rules and
recommendations in force in terms of gender equality.

Valuing differences in the business arena is equivalent to recognizing that men and
women have equally important professional roles, under conditions of equal opportunities
and, therefore, have diverse experiences and perspectives that can benefit the Company,
by bringing a more complete approach to the organization. As such, EDPR has a public
target included in its to keep the percentage of women in the
company above 36%, and the percentage of women in leadership positions in the
company above 30%.

For EDPR, gender equality is of civilizational importance as a corollary of equal rights,
freedoms, guarantees, opportunities and recognition between men and women, also
allowing skills and knowledge to be enhanced through the inclusion of all, promoting a
better work environment and motivation and, consequently, higher levels of productivity
and talent retention.

As described in its new and Diversity commitment, EDPR commits to
promote mutual respect and equal opportunities in the face of diversity, providing an
inclusive work environment, free of prejudice and discrimination, without determining or
conditioning any type of decision based on discriminatory factors, namely gender.
Furthermore, EDPR, as well as the entire EDP Group, is committed to ensuring the
promotion and incorporation of a culture of diversity and inclusion, based on respect for
human beings and equal opportunities, so that it is present in the Group's identity EDP and
in the management of its employees, serving as a reference for the organization's internal
and external performance.

As a result, EDPR has been recognized by the Top Employers Institute as one of the best
companies to work for in Europe since 2019 and it is also a member of the Bloomberg
Gender-Equality Index (GEI) since 2020, a benchmark index that selects the most involved
in the development of gender equality worldwide.
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l. Scope

The present Gender Equality Plan (“Plan”) is part of a broader set of measures developed
by EDPR, which corresponds to the commitments and principles that have been already
assumed by the organization in terms of diversity, namely through:

e Promoting mutual respect and guaranteeing equal opportunities in the face of
diversity;

e The recognition of differences as a source of strengthening human potential and
valuing diversity in the organization, management and business strategy; and,

e The adoption of measures of positive discrimination and awareness-raising internally,
as well as within the community, in order to ensure an effective and efficient
implementation of the diversity policy.

Globally in the EDP Group, and under the motto “Adding differences is gaining future”, the
objective is to adopt a more diversified and inclusive perspective and culture, with specific
goals and quantifiable measures.

This Plan aims to serve the purpose of disclosing the set of measures adopted by EDPR,
both independently and as a member of the EDP Group, in accordance with the Guide for
the Preparation of Annual Equality Plans, created in the light of the provisions 18/2019, of
21 June, by the Commission for Equality at Work and Employment, covering the following
areas:

e Equal access to employment;

e Initial and continuous training;

e Equality in working conditions;

e Remuneration equality;

e Parenting protection;

e Reconciliation of professional activity with family and personal life.

I. Evolution of indicators referring to gender representativeness

As a global company, EDPR's gender diversity should be analyzed considering the
universe of its employees, as well as the geographies and respective socio-economic
systems where it operates.

EDPR's strong commitment to gender balance translates today into a reality in which, at
the end of July 2022, 32% of employees are women; a considerable number considering a
sector that is traditionally male. We also increased the number of women in the technical
area from 16% in 2020 to 17%. In addition, female representation in leadership positions
has increased by 5 percentage points in the last 7 years, from 23% in 2015 to 28% in July
2022. This evolution is the result of EDPR's unequivocal commitment to promoting and
incorporating a culture of diversity and inclusion.
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= Leadership Positions

At the Shareholders' General Meeting held on March 26, 2020, the Board of Directors
made public its particular interest in supporting gender diversity in accordance with Law
No. 62/2017 of the 15t of August, and proved a specific commitment to the seventh
resolution of the agenda which intended to promote that, in the first elective general
meeting to be held after the end of the current term of office of the members of the Board
of Directors, the percentage of members corresponding to the least represented gender
will be 33.3%.

Consequently, at the general meeting held in April 2021, the reelections and appointments
of the members of the Board of Directors were approved, contributing to a more agile,
independent and diversified corporate management structure, reaching the presence of
33% of women.

Representativiness of Women at EDPR
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® Board of Directors

Finally, in early 2022, EDPR renewed its Management Team, with female representation
in that governing body now standing at 16% (previously 0%).
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[I. Measures adopted

With the aim of achieving effective equality of treatment and opportunities between women
and men, promoting the elimination of discrimination based on gender and encouraging
the reconciliation of personal, family and professional life; EDPR has approved and
implemented regulations, policies, procedures and internal mechanisms.

The Corporate Department called HR includes in its duties the definition, coordination and
implementation of people management policies within the scope of Diversity and Inclusion,
in order to ensure the principle of equal opportunities in the following areas:

e Recruitment and selection: EDPR is committed to recruiting and selecting, valuing
equally the skills, aspirations, needs and responsibilities of women and men;

e Training and knowledge sharing at EDPR: EDPR is committed to encouraging both,
women and men, to lifelong learning and to fully utilize their skills and knowledge;

e Remuneration and social benefits: EDPR undertakes to ensure in its salary policy,
compliance with the principle of “equal pay for equal work” among employees of
both genders and according to merit;

e Career management: In career promotion and progression processes, EDPR is
committed to equally recognizing the skills of employees (educational qualifications,
training and professional experience), regardless of gender.

In 2020, EDPR created a Diversity, Equality and Inclusion Committee, whose main
objective is to reflect the company's strategy in Diversity and Inclusion that the definition
and development of initiatives that contribute to the global and local action plans, and to
promote knowledge sharing and best practices. As a result, during the pandemic, we
improved measures related to Gender Equality, participating in initiatives such as UN
WOMEN's "Generation Equality”, and promoting the importance of gender equality among
the management team. As a result of its performance and measures implemented during
2020 and 2021, EDPR was included for the third consecutive year in the Bloomberg
Gender-Equality Index (GEI) in January 2022.

The table in the Annex presents the measures for gender equality and their
implementation status at EDPR, especially at EDPR PT, which are in force or will come
into force, depending on the respective case, until December 31, 2023. There are
additional measures in the plan of EDP SA which will be applicable to the entire EDPR
Group.
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V. Monitoring and Collaboration

The measures foreseen in the Plan for Gender Equality are periodically evaluated and
monitored by EDPR in order to ensure full compliance and to identify opportunities for
improvement.

This support is ensured by an HR operational team, whose responsibilities are expressed
in the EDPR Diversity Commitment, as follows:

e To ensure and monitor the implementation of initiatives, continuous improvement
plans and diversity measures;

e To set up work teams or refer the implementation of measures to the appropriate
organizational structures and define the respective deadlines;

e To ensure the dissemination of various initiatives, continuous improvement plans
and measures in terms of diversity, as well as their articulation with other
transversal interventions, such as the Ethical Process or the relationship with
Suppliers, among others;

e To monitor the impacts of the diversity policy through the analysis of specific
indicators.

The balance of the initiatives developed and the internal gender equality indicators are
disclosed annually in EDPR's Annual Report and Accounts and in the EDP Group's
Sustainability Report . Also, the fact that EDPR is a certified company in terms of
conciliation and equality requires a six-month monitoring of all measures and indicators in
the field of gender equality, also being subject to annual internal and external audits.

In addition to the EDP Group's effort to implement the measures it is committed to, EDPR
has joined forces with various entities, established partnerships and collaborations,
integrated working groups and participating in forums and seminars.

This joint approach encourages the sharing of best practices between companies and

entities from various sectors at the national and international level, thus contributing to
promote equal opportunities between men and women in different organizations and in
society as whole.

V. Conclusion

At EDPR, to add differences is to go further, it is to unite points of view and ways of seeing
the world, and to integrate all dimensions, and to be consciously inclusive and, likewise,
gain competitive advantage.

As a socially responsible company, EDPR embodies the principles of Diversity and
Inclusion in its values and practices. The Company aims to attract, develop and retain
different sources of talent, assuming diversity as an enhancer of organizational innovation,
which allows us to acquire a more complete vision of our own society where we include
ourselves.

EDPR's main objectives are to contribute to the improvement of the quality of life of the
Group's employees, eliminate career barriers, promote a better balance between personal
and professional life and always promote gender equality.
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In addition to the support and commitment of the Management Team and the Board of
Directors of EDPR in the continuous improvement of working conditions, and the clear
commitment to merit and efficiency; there is, from these bodies, a focus on diversity and
inclusion to the extent that it is becoming an increasingly critical factor for success, being
truly present in the strategic agenda of people management at EDPR.

EDPR, as well as the entire EDP Group, remains determined to follow this path, as well as
to reinforce its diversity in other parameters, as it believes that it is through the inclusion of
this diversity that it is possible to bring new approaches and more value to the business.
As a global company, EDPR now has more than 40 nationalities and a growing demand
for hiring new, more analytical and technological profiles, in line with the digital
transformation and generational renewal of the Company.

The aim is to promote a culture that attracts and enhances talent, encourages personal
and professional development, is committed to flexibility, recognizes and rewards
excellence and merit, values individuality and, ultimately, that also creates an environment
of well-being, respect, equal opportunities and productivity for all.

Madrid, December, 2022

EDP Renovaveis, S.A.

Annex
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Estratégia, missdo e valores daempresa - . " " No aplicivel Realizar 2 sessbes por ano % realizagao das sessBes

conciliado entre a vida profissional, familiare  igualdade entre mulheres e homens
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N tempos de t auier pessoal dos trabalhadores e das . ) % satisfagdo medidas Questiondrio Clima
Concliagio da vida profissionsl com avida aue PRODEDPR Nao aplicivel
. trabalhadoras - criagao de horarios (definir %)
trabalhoatempo  empregados necessitam e que estéo em linha
o o e flexiveis; publicar a0s
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Conciliagio da vida profissionsl com avida importancia de se organizarem os tempos de PROD EDPR Nao aplicivel resen
= g & & & dos trabalhadores e das & colaboradores e colaboradoras da empresa """
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familiares
Garantir que a organizagdo dos
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Implementagao de um novo
Lo I i Ter 100% colaboraodres formados no novo
Igualdade nas condies de trabalho s i o processo de avallagdo para Naoaplicivel  modelo, Ter 100% colaboradores elegiveis
promovendo uma cultura onde o "como’ &
oo mulheres e homens avaliados no novo modelo
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Programa de re-onboarding - riagio e N
implantagao de sinalizagio
mecanismo de monitoramento com o objetivo.
de
Promogio/Progress Promover a partcipagao equilibrada Melhorar o actual Numero de ituagd lad:
fadlitando o retorno dos trabalhadors
lgualdade nas condigdes de trabalho 50 da carreira " tando o retorno dos rabalhado o9 dehomens-mulheres nas posisoes  PEOD - P& OD EDPR Naoaplicavel  criagioe 5 Nivel de
profissional mertomp P de tomada de decisdo Ih 5 satisfagao
e/ouinterrupgdes de médio/longo prazo
emprego (por exemplo, licenca sem
vencimento, etc.)
Planos de sucesso equitativa - criagdo e
implementagdo de um procedimento para
dentificar Promovera participagao equilibrada Targetindividual ou como Grupo? Os programas
pessoas do género sub-representado em (Eheie o E P07 05 PIOBIOM2S. \imero total de sucessores identificados com
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seutrabalho e desenvolver habilidades de
lideranga.
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