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4.1
OUR TEAM

MATERIAL TOPICS Labor practices. Plant health and safety

GRI DISCLOSURES 2-4, 2-6, 2
403-4, 403-5, 403-6, 403-7, 4

-7, 2-30,
03-8, 40

3-
3-

3,
9,

SASB DISCLOSURES RT-CH-320a.1., RT-CH-320a.2, RT-CH-540a.1

401-1, 401-2, 401-3, 403-1, 403-2, 403-3,
403-10, 404-1, 404-2, 404-3, 405-1

Our commitment to producing higher-quality food for the world is built each

day alongside a great team of people. We base our efforts on people manage-

ment policies and practices that foster individual development and promote

the growth of our teams.

Employees by gender

102
(26%)

(permanent + temporary direct employees)

B Male
B Female

Direct permanent and tem-
porary employees by gender.

B Permanent
B Temporary

B Male
B Female

Direct permanent and

temporary employees by
location

2024

6
9 9
(40%) (60%)
96
(25%)
281
(75%)
TOTAL

290
(74%)

15
(4%)

(96%)

392

2023
89
(24%)
285
(76%)
6
3 35 @
(50%),
(50%)
86
(23%)
(OB (98%)
TOTAL 374
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275
(77%)

(2%)

350
(98%)

2022
82
(23%)
3
(43%)
4
(57%)
78
(22%)
272
(78%)
TOTAL

357

TOTAL 392 100 374 100 357 100
Direct permanent personnel 377 96 368 98 350 98
Bahia Blanca 324 86 316 86 295 84
(F’S:irtt;)FGet)eneral San Martin 14 4 14 4 17 5
Buenos Aires 18 5 18 5 18 5
San Nicolas 12 3 12 3 12 3
Other 9 2 8 2 8 2
Direct temporary personnel 15 4 6 2 7 2
Bahia Blanca 15 100 6 100 6 86
Puerto General San Martin

(Santa Fe) 0 0 o 0 0 0
Buenos Aires 0 0 0 0 1 14
San Nicolas 0 0 0 0 0 0
Other 0 0 0 0 0 0
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Full-time and part time
direct employees by
gender
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Full-time and part-time
direct employees by 392 100 374 100 357 100
gender
Full-time direct employees 392 100 374 100 356 100
Male 290 74 285 76 275 77
Female ............................................ . 02 .................... 5 6 89 ..................... R I 81 ..................... 23 ..........
Part-time direct employees 0 0 0 0 1 0
Male 0 0 0 0 0 0
Female .............................................. 0 ....................... 0 ....................... 0 ....................... 0 .............................................. : 00 .........

Full-time and part time

direct employees by
location

neandipatiine 392 100 374 100 357 100
employees by location

Full time direct employees 392 100 374 100 356 99,7
Bahia Blanca 338 86 322 86 300 84
Puerto General San Martin 14 4 14 4 17 5
(Santa Fe)

Buenos Aires 18 5 18 5 18 5
San Nicolas 13 3 12 3 13 4
Other 9 2 8 2 8 2
Part time direct employ- 0 0 0 0 1 0.3
ees

Bahia Blanca 0 0 0 0 1 100%
Puerto General San Martin 0 0 0 0 0 0
(Santa Fe)

Buenos Aires 0 0 0 0 0 0
San Nicolas 0 0 0 0 0 0
Other 0 0 0 0 0 0

100% of our employees work full-time. Profertil does not have employees on

unsecured hours (i.e., working hours not guaranteed by the employment con-

tract. In such cases, the employer is not required to provide a fixed number

of hours per week, and workers may experience variations in their schedules

based on the employer’s operational needs).

2024 | 2023 | 2022
Non-employee workers
Q (@] (@]
Contractors! 299 299 295
Agency workers 0 0 0
Experiencia (UP) interns 13 9 9
Total 312 308 304

! Includes contractors who regularly access the Bahia Blanca plant, Puerto General San Martin, San Nicolas, and
Necochea (plant maintenance, equipment inspection, warehousing, scaffolding, administrative tasks, and logistics).
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Direct employees by age
Under 30

[ Between 30 and 50

M over 50

125
(32%)

2024

121
(32%)

2023

226
(60%)

105
(29%)
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2022

210
(59%)

m-_-_-__

Male 448 3.16 3.27
Female 16 15.69 19 21.35 11 1341
By age 29 740 28 749 20 5.60

Under 17 45.95 8 29.63 3 714
30to 50 12 5.22 20 8.85 15 714
Over 50 - - - - 2 190
By location 29 740 28 749 20 5.60

Bahia Blanca 26 7.69 24 745 18 5.98
Puero g::; ”;lefa” 26 769 24 745 18 598
Buenos Aires 1 7.14 1 7.14 - -
San Nicolas 0 0.00 3 16.67 2 10.53
Other locations 1 7.69 - - - -
Otras localidades 1 1111 - - - -

Turnover

By gender 2.81 2.67 4.20
Male 2.76 2.81 10 3.64
Female 2.94 2.25 5 6.10

By age 11 2.81 10 2.67 15 4.20
Under 30 2.70 741 3 714
30to 50 2.17 2.21 9 4.29
Above 50 4.00 248 2.86

By location 11 2.81 10 2.67 15 4.20
Bahia Blanca 10 2.96 6 1.86 12 3.99
E,\L;?[,t,? (CSE::; r"l":le?a” 1 714 1 714 2 1176
Buenos Aires - - 1 5.56 1 5.26
San Nicolas - - 1 8.33 - -
Other locations - - 1 12.50 - -

2024 2023 2022
Employees turnover

Tasa Tasa Tasa
Total employee turnover s 81 267 4.0
rate
Voluntary turnover rate 178 1.60 2.00
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41.1
PEOPLE, CULTURE AND TECHNOLOGY
MANAGEMENT

The Integrated People Management System seeks the best align-
ment between the organization and its members, with the aim of

reaching corporate objectives..

This system is based on a competency-based Management Model
and relies on the crucial role played by leaders as catalysts of the
organizational culture. The People, Culture and Technology Depart-
ment develops practices and provides services that contribute to
the company'’s strategic goals, while also offering methodological

support and guidance to those leading work teams.

Our people management approach is structured around three
cross-cutting strategic pillars: Diversity & Inclusion, Holistic
Well-being, and Transformation, which guide our day-to-day ac-
tions through three core processes and their corresponding sub-

processes.

PEOPLE MANAGEMENT PROCESSES

AND STRATEGIC PILLARS
Compensations
and benefits
Wellbeing and
engagement
Internal management

communication:

Labor O O DIVERSITY AND Planning and
Relations m INCLUSION Development

WELLBEING

WELLBEING PEOPLE ﬂ )
Performance

TRANSFORMATION management

Personnel
services

Technology
Succession
plan

Personnel
management

Training
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4111
STRATEGIC PILLARS

41111
DIVERSITY AND INCLUSION

To ensure equal opportunities for everyone in the com-
pany, regardless of gender, beliefs, sexual orientation,
age, or other personal characteristics, we foster a work

culture where diversity and inclusion are priorities.

Our regulatory framework, comprised of the Code of
Ethical Conduct and the Diversity and Inclusion Poli-
cy, establishes the necessary guidelines for each person
to commit to maintaining a diverse, inclusive, and vio-
lence-free work environment, free from any form of dis-
crimination, whether among colleagues, superiors, or cli-

ents, and to promote the overall well-being of individuals

OUR DIVERSITY AND INCLUSION DECALOGUE

OFFER EQUAL
OPPORTUNITIES
TO ALL

THINK
SUSTAINABLY

PROMOTE
INCLUSIVENESS
TO BROADEN
HORIZONS

USE
DIALOG AS
ATOOL

NURTURING
FROM
:» DIVERSE
TEAMS

00000

REJECT ANY
TYPEOF
DISCRIMINATION,
MISTREATMENT,
OR HARASSMENT

ENCQURAGE
RESPECT AT
ALL TIMES

If\.’/llPiACTING THE
COMMUNITY BY
BEING AGENTS OF
SOCIAL CHANGE: .-

N

G

b e

* 1 PROMOTE
GENDER
EQUITY .

WORKTO CULTIVATE
FAIRER SOCIETIES
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The governance structure for Diversity & Inclusion is
composed of two groups: the Board —made up of man-
agers—and the Community—formed by representatives
from each area of the company—ensuring diversity in all
its forms: gender, age, type of tasks, and work environ-

ments, among others.

In 2024, a benchmark study was conducted with com-
panies in the agri-industrial sector, both locally and na-
tionally, to identify opportunities for improvement in our

practices.

As part of our diversity and inclusion strategy, we launched
an initiative to improve the accessibility of our corporate
website, one of the company’s main communication
channels. To this end, we implemented a tool based on
artificial intelligence, aligned with international WCAG
standards (Web Content Accessibility Guidelines), which
allows each user to customize the site’s display and func-
tionality according to their needs. With just one click, us-
ers can adjust contrast, activate text-to-speech, change
font size, pause animations, highlight links, and apply an
accessible font, among other options. These features are
also available in English, ensuring an inclusive experience
for all visitors. This initiative was recognized with a Gold
Eikon Award!

Workshops were held for employees on unconscious
bias, disability, and inclusive leadership, supported by an
internal site offering resources and training on these top-
ics. To raise awareness, a diversity and inclusion calendar
was introduced to highlight and reflect on key dates relat-

ed to these themes.

Lastly, we continued our participation in industry associ-
ations and peer networks, such as IFREI Club (IESE Fam-

ily-Responsible Employer Index), the Red de Empresas

por la Diversidad (Network of Companies for Diversity)
at Universidad Torcuato Di Tella, and the Red de Diver-
sidad e Inclusion (Diversity and Inclusion Network) of the
Argentine Chamber of the Chemical and Petrochemical
Industry (CIQyP), as a way to learn from best practices,

share experiences, and promote a more equitable society.
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Personnel by work category age group and gender

Under 30
M Between 30 and 50
B Over 50

B Male - -
B remale w @

Management
personnel

2024

O

O
o]

2023

o,
o)
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2022

5
o

Chief
personnel

7
' o o
15 12

18
O O

18
O O

Supervisory
personnel

K;om
N
w
0w

Ou
O,

5

Ou
o]

5

Coordination
personnel

o]
o

O
@)

O
@)

Administration
personnel

Technical
personnel

E 14 27
035

Operational
personnel

Professionals"

O p
T
0o

(5}

O p
T
oL

“The Professionals category includes analysts, engineers and territory representatives.
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=
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Workforce breakdown: gender

Percentage of women in the total workforce
(as % of total workforce)

Percentage of women in all management posi-
tions, including junior, middle and senior man- 17 16
agement (as % of total management positions)

Percentage of women in junior management po-
sitions, i.e., first level of management (as % of total 10 9
junior management positions)

Percentage of women in senior management
positions, i.e., up to two levels below the CEO or
equivalent positions (as % of total senior manage-
ment positions)

Percentage of women in management positions
in revenue-generating functions (e.g., sales), as %
of all such managers (i.e., excluding support func-
tions such as HR, IT, legal, etc.)*

Percentage of women in STEM-related positions
(as % of total STEM positions)?

* Revenue-generating functions refer to line management roles in departments such as sales, or
functions that directly contribute to the production of goods or the delivery of services. Support
functions such as People, Culture and Technologies and Corporate Issues.

2 STEM: Science, Technology, Engineering and Mathematics. STEM workers apply their knowledge
of science, technology, engineering, or mathematics in their daily responsibilities. To be classified as
a STEM employee, the individual must hold a STEM-related qualification and use these skills in their
operational role. Relevant positions include, but are not limited to: computer programmer, engineer
(any discipline), and chemist.

Cases of discrimination and

corrective actions taken

Cases of discrimination? 0 0 0

* Discrimination based on gender, age, ethnicity, religion, social status, political preferences, etc.
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4.1.11.2
COMPREHENSIVE WELL-BEING

DEFINING WELL-BEING AS OUR GUIDING
PRINCIPLE MOTIVATES US TO FIND
PRACTICES AND ACTIONS THAT CREATE
VALUE FOR OUR PEOPLE.

Comprehensive well-being means recognizing individ-
uals as multidimensional beings and understanding that
work is just one area of life—an area where fulfillment can
be achieved beyond financial compensation. In 2024, we
implemented the following initiatives:

People development. 31% of permanent job vacancies
were filled with internal candidates, thereby offering ca-

reer growth opportunities to our employees.

I Internal mobility - Breakdown by gender

2024 2023

Total vacancies

B Vacancies filled externally

B Vacancies filled internally 13

(31%)

28
(44%)

B 29 Women (Profertil employees) who
filled internal vacancies

Bl Men (Profertil employees) who filled 7
internal vacancies (54%) (9%)

32
(91%)
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Leadership Program. Employees embarking on their
leadership journey take part in a training program aimed
at strengthening leadership skills to build, align, motivate,
and foster a culture of agility and psychological safety
within teams in a context of change. The program also
seeks to consolidate the capabilities needed to form and
develop agile and collaborative teams, incorporate knowl-
edge that enhances engagement and team spirit, and
generate meaningful business impact through emerging

and transformational leadership.

The program consisted of:
» 3 in-person sessions, 8 hours each
e 2 virtual sessions, 2 hours each
» Use of a leadership simulator

» 360° feedback for personalized and effective develop-
ment

Well-being Webinars. As part of the Employee Assistance
Program, a series of webinars were held to promote the
comprehensive well-being of employees and their fami-
lies. These talks addressed key topics such as emotional
requlation, adaptability in changing environments, healthy
stress management, neuroscience and interpersonal rela-
tionships, healthy eating, emotional eating, gambling ad-
diction in adolescence, and the benefits of running. Led
by specialists in each field and with high participation lev-
els, these initiatives are part of a monthly series designed
to provide practical tools that support physical, emotion-
al, and mental well-being.

Year-End after party. The goal was to celebrate our
achievements and come together once again to share
and enjoy the closing of another important year. Since
2023, our After events have been carbon neutral. This
means we offset the greenhouse gas emissions generated
by these events by purchasing carbon credits that support
green projects — in our case, reforestation and wind farm

projects.

4 | SOCIAL ASPECTS
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41113
TRANSFORMATION

INTERNAL COMMUNICATION AND
WORKPLACE CLIMATE MANAGEMENT
AIM TO MAINTAIN A SENSE OF
BELONGING IN A CONTEXT OF CHANGE,
PROMOTE DIVERSITY, AND FOSTER
HEALTHY RELATIONSHIPS AND
WELL-BEING.

Our people management approach is centered on trans-
formation and innovation—both in our organizational
structure and in our practices. We are aware that in a dy-
namic and ever-changing environment, we must contin-

uously reinvent and transform ourselves.

In this regard, we continue to implement initiatives that
contribute to the company’s strategic objectives, creating
value and strengthening our employees’ sense of belong-

ing.

The cultural transformation we began in 2023 seeks to
preserve what works well and turn improvement oppor-
tunities into strengths. We aim to build a culture that pro-
motes simplicity, focus, openness in communication, and
strategic thinking—an empowering environment where
everyone feels encouraged to collaborate and work as a

team.

To meet these challenges, in 2024 we prioritized the im-
plementation of five Cultural Evolution Projects (PECs),
developed by interdisciplinary and cross-functional teams
that address key topics for building a more agile, collab-
orative, and people-centered organization. The essence
of these projects lies in preserving the values that define
us —such as respect and commitment— while evolving
toward a culture that enhances simplicity, collaboration,

open communication, and personal empowerment.

4 | SOCIAL ASPECTS

The PECs implemented were:

e Communication Matrix for Middle Management:
Development of tools to improve the flow of informa-
tion across hierarchical levels, strengthening connec-

tions among leaders.

e Cross-Functional Projects in Agile Teams with
Sponsors: Implementation of agile methodologies to
tackle cross-departmental challenges, with a success-

ful pilot in the procurement process.

¢ Procedure Simplification: Reduction of 45% in cor-
porate procedures through critical review, elimination
of obsolete documents, and systematic categoriza-

tion.

» Workspace renovation: A fundamental pillar of our
cultural transformation, aimed at creating a more col-
laborative and flexible environment. The new Profertil
corporate building features meeting rooms of various
sizes, phone booths for virtual meetings, and spacious
collaborative areas that encourage interaction and
exchange. Individual workstations are open, integrat-
ed, and equipped with everything needed to optimize
productivity. New service areas have also been add-
ed, including a lactation room, accessible bathrooms,

gender-neutral bathrooms, and kitchen facilities.

e Leadership Model Review: A new version of our
leadership model was developed, structured around
four key attributes: Connect, Challenge, Trust, and
Empathize—all essential for building trust and collabo-
ration within the organization Each of these attributes
is accompanied by specific behaviors that guide our
leaders in their daily work, enabling practical applica-
tion across different workplace situations. The model
is grounded in our corporate values of ethics, profes-
sionalism, respect, and commitment, ensuring that
leadership at Profertil is aligned with our organization-

al culture and the challenges we face.
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4.1.1.2
KEY PROCESSES

41121
PLANNING AND DEVELOPMENT

PLANNING AND DEVELOPMENT

We ensure that each person acquires the generic and
technical competencies necessary to meet the expected
standards for their position satisfactorily. In line with this,
and to support employee development and foster reten-

tion, we carried out various initiatives:

“EXPERIENCIA UP” INTERNSHIP PROGRAM

THROUGH THIS INITIATIVE, WE
OFFER UNIVERSITY STUDENTS THE
OPPORTUNITY TO GAIN HANDS-
ON EXPERIENCE IN A REAL WORK
ENVIRONMENT. THE GOAL IS FOR THEM
TO DEVELOP SKILLS AND KNOWLEDGE
THAT WILL BE USEFUL IN THEIR FUTURE
CAREERS.

Experiencia UP is Profertil's university internship program,
which welcomes students each year from various degree
programs at the Universidad Nacional del Sur (UNS) and
the Bahia Blanca Regional Faculty of the Universidad Tec-

noldgica Nacional (UTN).

This program plays a key role in the long-standing rela-
tionship we have built with local academic institutions. It
enables advanced students to carry out internships at our
production plant in Ingeniero White, within a stimulating

4 | SOCIAL ASPECTS

* Performance management system

¢ Individual development interviews

¢ Training

* Regular meetings with supervisory levels

» Competency assessments

* Well-being and engagement management

and challenging environment, and to become part of a

top-tier professional team

In 2024, 21 students participated in Experiencia UP.
Among them, 13 advanced students from degree pro-
grams aligned with our industry, from UNS and UTN,
completed one-year internships in areas such as Industri-
al Operations, Administration and Finance, Supply Chain,
and Technology. Since the program began in 2015, sever-
al interns (now graduates) have joined Profertil's perma-
nent personnel thanks to their high performance.

In addition, 8 students from the Industrial Operations
Technical Program at UNS completed 200-hour super-

vised professional internships in the Production area.

Finally, the 2024 edition of the Technical Internship Pro-
gram was carried out, with the participation of 27 ad-
vanced students from various technical tracks at Techni-

cal School No. 1 of Ingeniero White.
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TRAINING

We promote training programs focused on developing technical skills in order
to improve performance in current roles and stay aligned with technological
advancements. We also prepare our team members to take on different roles

within the company.

In 2024, Profertil's Corporate Training Plan focused on developing key gen-
eral competencies to enhance individual performance and growth within the
organization. The plan concentrated on three main areas: Communication,
Negotiation, and Decision-Making. In the area of communication, practical
workshops were offered on effective meetings, storytelling (the art of con-
veying messages in a compelling and effective way), and presentation design.
For negotiation, workshops were held on creative negotiation and advanced
negotiation techniques. Additionally, participants were provided with tools to
enhance decision-making skills.

As part of this initiative, a training offer of 10 courses was launched, with great

success, more than 50% of the company enrolled in at least one course.

While the Leadership Model was under review, a Leadership Simulator was
implemented in 2024. This innovative dynamic combined gamification, com-
petition, and group learning through a software platform. The activity simulat-
ed real-life scenarios and challenged participants to make decisions in virtual
environments, promoting the development of key leadership skills. Through
various situations, leaders were able to practice essential competencies such
as delegation, feedback, communication, and work organization.

Average annual training hours

per employee Total hours | Employees | Average | Totalhours | Average | Totalhours | Average

By gender 48,102 392 123 26,780 72 28,032 79
Male 33,178 290 114 20,113 71 21,227 77
Female 14,917 102 146 6,667 75 6,805 83
By labor category 48,102 392 123 26,780 72 28,031 79
Management Area 1,177 9 131 617 62 1,075 108
Chief Area 3,157 19 166 2424 135 2,002 111
Supervision 7482 58 129 889 16 1,488 26
Coordination 1,252 16 78 3,916 261 2,319 155
Administrative 1,834 26 71 406 16 356 12
Technicians 3,395 46 74 2,745 67 10,620 241
Operating 14,321 68 211 5,686 84 3,791 58
Professionals 15,484 150 103 10,097 73 6,380 54
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Breakdown by type of
training (hours)

Corporate 19,275 46 8,811 33 9,156 33
Technical 19,096 35 8,118 30 6,448 23
EH&S? 8942 17 9,851 37 12,428 44
Human Rights and Labor Topics 789 2 - - - -
TOTAL 48,102 100 26,780 100 28,032 100

*In EH&S trainings, the following courses are included: CPR and first aid, HIV/AIDS
and other sexually transmitted diseases, effects of tobacco on health, substance
abuse, an emergency module, occupational health, industrial safety, healthy living,
and cardiovascular prevention.

Return on investment (ROI) in human

capital!

Total number of employees 662,325 312,482 164,542
Total revenue (A)? 330,687 104,830 41,805
Total operating expenses (B)* 34,198 8,553 3,160
'rl;ztsaiirzg‘le%{;e(-éﬁlated expenses (sala- 10.7 253 39.8
Resulting HCROI (A- (B-C))/ C 392 374 357

* Return on Investment in Human Capital measures a company'’s profitability relative
to total employee costs and provides insight into the extent to which economic
value is generated when profitability is assessed solely in relation to human capital
costs. ROl in human capital decreases exponentially over the life cycle, peaking at its
highest level early on. First, the earlier the investment is made, the more time there is
to recover it. Second, some actions are likely to yield lower returns when taken later
in the life cycle.

2 Total revenue refers to revenue before any deductions are applied.

3 Total operating expenses include all expenses incurred by the company in its
operations.

“ Total employee-related expenses (salaries + benefits) include training and develop-
ment programs, pensions, recruitment, and other costs directly related to employees.
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PERFORMANCE MANAGEMENT

The Performance Management Process considers both
the results achieved and the core competencies each
team member is expected to develop in order to contrib-
ute to the organization’s overall objectives. Based on the
outcomes, different action plans are created, which may
include promotions, training, and compensation policies.

In addition, goals for the upcoming year are established.

To modernize the Performance Management System and
align it with best practices, progressive improvements
were implemented during 2024. These included opti-
mizing the evaluation calendar by moving its start to De-
cember and introducing a performance calibration stage
within teams, aimed at ensuring greater fairness and con-
sistency throughout the process.

Employees with Regular

Performance and Professional People Total People 4 People

Development Evaluation evaluated | employees evaluated evaluated
By gender 374 392 374
Male 285 290 285
Female 89 102 89
By job category 374 392 374
Managers! 10 9 10
Chiefs! 18 19 18
Supervisors! 57 58 57
Coordinators 15 16 15
Administrative personnel 26 26 26
Technicians 41 46 41

Operators 68 68 68
Professionals 139 150

1The number of evaluated employees may differ from the total number of employees
due to organizational changes during the year since evaluations are conducted in
March and the reported number of employees corresponds to the headcount as of
December 31, 2024.
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SUCCESSION PLAN

Having a Succession Plan in place ensures the continui-
ty of organizational management. It allows the company
to prepare individuals to successfully assume managerial
positions in the short, medium, and long term. In 2024,
the Executive Team held a review meeting of the plan,
during which development actions were defined for iden-

tified successors.

41122
CULTURE, CLIMATE AND ENGAGEMENT

LABOR RELATIONS

25% of our people are members of the Bahia Blanca
Chemical, Petrochemical and Related Industries, with
which we have signed a collective bargaining agreement
by company. In 2024, the agreement was renewed by
both parties, incorporating new clauses that reflect the
current context and the labor needs of both the company

and its workers. It has a duration of five years.

WE PROMOTE FREEDOM OF UNION
ASSOCIATION AND MAINTAIN AN OPEN
AND ONGOING DIALOGUE WITH OUR
UNION REPRESENTATIVES.

In this agreement, the parties commit to ensuring that
employees carry out their duties in a safe and respect-
ful environment, one that fosters prosperity and upholds
their dignity. The goal is for their professional qualifica-
tions to contribute to continuous improvement processes

and to the profitability of production.

Own personnel under collective
bargaining agreements

2024 2023 2022

94
(26%)

294 279 263
(75%) (75%) (74%)

[l Covered by agreement
B Not covered by agreement
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COMPENSATIONS AND BENEFITS

WE HAVE AN ANNUAL VARIABLE
COMPENSATION PROGRAM
FOR ALL PERSONNEL, WHICH
ACKNOWLEDGES INDIVIDUAL
PERFORMANCE BASED ON
PERFORMANCE EVALUATIONS.

Our Compensation Policy is based on internal
equity and external competitiveness; it aims to
proactively promote the retention of our hu-
man resources based on performance criteria,
job criticality, and the competencies of the in-
dividual occupying the position. With this defi-
nition in mind, both monetary and non-mone-
tary recognitions are provided throughout the

period.

We ensure gender equality in salaries through
an objective and technical methodology. To this
end, we use a job evaluation based on the HAY
methodology, which defines the correspond-
ing salary range for each position, regardless of
gender. For employees covered by the collec-
tive bargaining agreement, we apply the rele-
vant agreements, which are updated through
negotiations held throughout the year with
the respective union representatives, ensuring
fairness and equity. Thanks to these processes,
we can guarantee no gender pay gaps, remain

competitive in the market, and avoid any form

of discrimination.

BIRTHDAY DAY
OFF

SOFT LANDING
FOR MOTHERS

FLEXIBLE BENEFITS FOR DIVERSE TEAMS

EMPLOYEE
ASSISTANCE
SERVICE

FLEXIBLE ENTRY/
EXIT TIME BAND
(FLEXTIME)

REIMBURSEMENT OF
CONNECTIVITY AND
UTILITY EXPENSES
FOR HYBRID
POSITIONS

SCHOOL AID

EXTENDED PAREN-
TAL LEAVE
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@.

EXTENDED
BREASTFEEDING
LEAVE

L

GYM AND CLUB
MEMBERSHIP
REIMBURSEMENTS

(@

SUMMER
FLEXIBLE
SCHEDULE

of
]

21 VACATION DAYS
FOR NEW HIRES

Personnel who enjoyed their leave 11 13 20
Male 7 10 15
Female 4 3 5
Personnel who returned after their leave 11 13 20
Male 10 15
Female 4 3 5
Personnel active after 12 months 13 19 16
Male 10 14 13
Female 3 5 3
Return-to-work-rate 100% 100% 100%
Male 100% 100% 100%
Female 100% 100% 100%
Retention rate 100% 95% 100%
Male 100% 93% 100%
Female 100% 100% 100%
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INTERNAL COMMUNICATIONS

We promote open and honest dialogue to build a trans-
parent and sustainable relationship among all members
of the company. To that end, we offer a variety of com-
munication tools:

» Internal Communications e-mail box
» Pronet: the Company'’s Intranet

» Microsoft Teams: for virtual meetings and corporate
events

« Internal Instagram to share news
» Annual internal magazine Todos Nosotros (All of Us)

« Digital bulletin boards located in the main buildings of
each site

» Corporate communication meetings: sessions to
present progress on the company's objectives

» Wellbeing and Engagement Survey
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WELLBEING AND ENGAGEMENT MANAGEMENT

We conduct surveys and use various tools to measure and
manage organizational climate. To ensure continuous
monitoring of team well-being and engagement, in 2024
we implemented a new pulse survey system. Unlike the
well-being and engagement survey, which is conduct-
ed every two years (the latest edition was in 2023), these
more agile and targeted surveys allow us to collect data
four times a year. Each pulse survey includes a short set
of questions on specific topics and incorporates the Em-
ployee Net Promoter Score (eNPS)—a key indicator that
measures employees’ willingness to recommend Profertil
as a great place to work. Over the year, these surveys cov-
ered various relevant topics such as benefits, the quality of
feedback meetings, and training and development.

The difference in results between 2024 and 2023 is due
to the variation in participation rates, resulting from the
change in methodology and a communication campaign

with a smaller reach.

Employee wellbeing trend 2024 2023 2022
Employee Net Promoter Score

2 4
(eNPS) >3 6 o
Participation %? 61 76 73

t Average number of pulse surveys conducted during the year.

2 Percentage of employees who completed the survey.
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41123
PERSONNEL SERVICES

PERSONNEL MANAGEMENT

We promote actions to ensure agile processes and com-
pliance with current regulations. We work to maintain
complete and up-to-date personnel documentation and
manage the payroll process, complying with current legal

regulations and the company's internal procedures.

In 2024, we implemented a new module in SuccessFac-
tors: Employee Central, designed to optimize employ-
ee data management and streamline People, Culture and
Technologies-related requests. This platform, called Por-
tal 360, replaces Mi Pronet and expands its functionality,
offering a more agile and user-centered experience. Now,
each employee can autonomously update their personal
information and manage requests such as vacation time,
leave of absence, salary advances, and expense reim-
bursements, among other options. To support its launch,
we developed a comprehensive communication and
branding strategy aimed at facilitating adoption and usage

across the organization.

STAFF SERVICES

In addition to the benefits we offer, we carry out initia-
tives aimed at facilitating the daily operations of our work
teams. These include transportation services, an on-site

cafeteria, snacks, and the provision of workwear.

In terms of infrastructure, a new locker room was inau-
gurated, primarily for use by male and female operators.
At the same time, we began work on the expansion of the
cafeteria, a space used daily by hundreds of people, and
the construction of a dedicated locker room for female
operators, a group that now represents over 10% of staff

in this professional category.
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4.1.2
OCCUPATIONAL HEALTH AND
SAFETY

WE WORK TO CREATE AND MAINTAIN
A SUITABLE WORK ENVIRONMENT
CONCERNING HEALTH AND SAFETY BY
IDENTIFYING AND ELIMINATING RISK
FACTORS.

Through our Integrated Policy of Quality, Environment,

Safety, Occupational Safety and Energy, our Integrated

Management System, we take care of individual and or-

ganizational health and promote safe working conditions
that protect the integrity of each person. 100% of our own
personnel and contractors are covered by the Occupa-
tional Health and Safety Management System, subject to
internal and external audits.

4121
RISK PREVENTION AND MITIGATION

Each year, we conduct a work environment assessment
aimed at identifying, preventing, and correcting potential
deviations, as well as examining the comfort and safety of
workstations through various measurements. These assess-
ments follow legal and international standards and cover as-
pects such as lighting, noise, vibrations, and airborne chem-

ical components.

Our facilities are equipped with automated systems to de-
tect potential safety issues, including gas leaks, fires, and

high equipment temperatures.

We also carry out a systematic assessment of working con-
ditions and situations, including employee behavior, in or-
der to detect potential safety or environmental deviations in
our facilities. We then monitor the implementation of any
resulting corrective or improvement actions. This process
is known as OSMA (Occupational Safety and Environmental
Observations). Regular records are kept across all areas—
both operational and administrative—by a team of observers
who evaluate the condition of the facilities, as well as per-

sonal, industrial, and environmental safety and risk factors.



We have an Internal Emergency Response Brigade and
professional firefighters, who provide training sessions for
operators and operational leaders, and conduct emergen-
cy drills throughout the year. They also participate—along
with neighboring companies and public agencies—in the
Bahia Blanca Technological Emergency Program (APELL

Process).

As usual, the Basic Training Program for Plant Emergen-
cy Response Brigades was carried out. We hold in-per-
son meetings with the Brigade personnel to provide the
basic training modules planned for the year. Likewise, we
conduct in-person training workshops for the Emergency
Committee.

Additionally, we provide training for personnel working
with hazardous products to minimize any exposure. To
raise awareness about the risk, we provide informative
materials, safety data sheets for the substances, and place
signage at locations where the product is present. Simul-
taneously, we assess the risk and measure the presence
of the risk agents in the environment. These pollutants are

controlled according to the following criteria:

1. Eliminate them or replace them with less hazard-

ous alternatives.

2. If elimination is not possible, reduce and minimize

exposure to the hazard.

3. If the hazardous agent cannot be eliminated or
reduced, we isolate or protect the source to prevent

contact.

4. Finally, we provide personal protective equipment
(PPE) to safeguard the worker's exposure, and we also

assess ways to reduce the duration of contact.

If, despite preventive measures, there is still potential for

exposure, periodic medical check-ups are conducted.

To maximize prevention, we maintain mandatory proce-
dures for the systematic identification and evaluation of
safety and health risks associated with tasks and process-

es. We use IPER matrices (Hazard and Risk Identification

and Assessment) to take action, document, monitor, and
audit the various risks that may arise, using standardized

estimation tools.

Health risk assessments include personnel who may be
exposed to various hazardous substances. For these in-
dividuals, we define monitoring and prevention measures
that consider not only protective barriers but also the situ-
ations to which they may be exposed—such as addictions,

social illnesses, pregnancy conditions, and others.

In every project involving the adoption of new technolo-
gies, we conduct a HAZOP (Hazard and Operability) anal-
ysis. This structured and systematic risk assessment tech-
nique, carried out by a multidisciplinary team, allows us
to identify potential hazards to human health and safety,
the environment, and operational problems in chemical
processes. Ildentifying possible deviations from the design
intent —and analyzing their causes and consequences—
enables the definition and implementation of appropriate

preventive measures.

4122
PERSONNEL INVOLVEMENT

We strive to ensure the full commitment of all our person-
nel. To that end, we hold formal meetings with health and
safety representatives from the Chemical, Petrochemical
and Related Industries Workers' Union (SPIQPyA).

Together, we maintain a Joint Committee aimed at the
continuous improvement of working conditions and the

health of our people.
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4123
HEALTH SERVICES

We promote a safe and healthy work environment by
raising awareness through regularly distributed electronic
communications, and by conducting in-person CPR and
first aid training sessions using simulators. In parallel, we
offer additional in-person and virtual training opportuni-

ties. The main topics covered in these bulletins are:
» Cardiopulmonary resuscitation (CPR) and first aid

e Cardiovascular prevention and healthy living

« HIV/AIDS and other sexually transmitted diseases
(STDs)

» Health effects of tobacco
» Substance abuse

As part of our organizational development programs, we
carry out medical check-ups for all our staff, in addition
to those required by law, and provide specific screenings,
such as breast ultrasounds and mammograms for female
employees. Based on the results obtained, we establish

indicators that allow us to develop and implement action

plans.
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Awareness and preventive actions. One clear example is
our influenza vaccination campaign, which has a signifi-
cantimpact—not only on our employees but also on their

families.

Anti flu vaccination campaign 2024 2023 2022

Employees 117 147 134

Direct relatives 130 224 219
TOTAL 247 371 353

Since 2019, we have held the certification as a Certi-
fied Preventive Workplace for Problematic Alcohol and
Drug Use, granted by Argentina’s National Secretariat for
Comprehensive Drug Policies (SEDRONAR). Thus, we are
the first company in Bahia Blanca and the second private

company in the country to have this certification.

| 2024 | 2023 | 2022

Number of alcohol and drug

tests 542 507 616
Employees trained on sub-

stance abuse 409 352 322
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We continued implementing the Integrated Ergonomics Plan,

which enabled the inclusion of all levels and areas of the plant in

this initiative.

The results of our commitment are reflected in the low accident

rates achieved, both in comparison with other companies in the

Bahia Blanca Petrochemical Complex and in benchmarking with the

International Fertilizer Association (IFA).

Occupational Health and Safety

Management System Coverage
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Occupational health and safety management system 1,281 100 1,173 100
Employees Covered by the Occupational Health and Safety
392 100 375 100
Management System
Contractors Covered by the Occupational Health and Safety
889 100 798 100
Management System
Occupational Health and Safety Management System with In-
1,281 100 1,173 100
ternal Audit
Employees Covered by the Occupational Health and Safety
i i 392 100 375 100
Management System, Subject to Internal Audit
Contractors covered by the Occupational Health and Safety
889 100 798 100
Management System, subject to Internal Audit
Occupational Health and Safety Management System with Ex-
1,284 100 1,173 100
ternal Audit
Employees covered by the Occupational Health and Safety
. . 395 100 375 100
Management System, subject to External Audit
Contractors Covered by the Occupational Health and Safety
889 100 798 100
Management System, Subject to External Audit
A de 024 0 0
Direct personnel 4 8 1
Accidents with lost time 0 1 1
Accidents w/o lost time 0 0 0
First aids 4 7
Contractors” personnel 8 15 11
Accidents with lost time 1 2
Accidents w/o lost time 0 0
First aids 7 13 11
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Work-Related Injuries and Occupational Illnesses
Number

Number
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Number

Direct personnel

Deaths 0 0 0 0 0 0
Work-related Injuries with Serious Consequences . N
i o 0 ot 0 0 0 0
(excluding fatalities)
Recordable workplace injuries 0 0? 1 0.232 1 0.242
Number of hours worked 913,909 870,814 850,889
Recordable Cases of Work-Related Illnesses and
i 0 0 0 0 0 0
Disorders
Contractors” personnel
Deaths 0 0 0 0 0 0
Work-related Injuries with Serious Consequences
i o 0 0! 0 ot 0 0!
(excluding fatalities)
Recordable Work-Related Injuries* 1 0.172 2 0.35% 0 0?
Number of hours worked 1,194,364 1,144,893 932,822
Recordable Cases of Work-Related Illnesses and
i 0 0 0 0 0 0
Disorders

! Total Recordable Incident Rate (TRIR). This includes lost time injuries.

Rate of work-related injuries with serious consequences = (Number of serious work-related injuries /
Total hours worked) x 200,000.

2 Rate of recordable work-related injuries = (Number of recordable work-related injuries / Total
hours worked) x 200,000.

Number of accidents 2024 2023 2022
LTI* 0.09 0.30 0.11
TRI? 0.09 0.30 0.11

! (Recordable and non-recordable incidents x 200,000) / Total hours worked. Includes both compa-
ny employees and contractors.

2 (Lost time incidents x 200,000) / Total hours worked. Includes both company employees and
contractors.

Lost Time Injury Frequency Rate (LTIFR) —

BT 2024 2023

LTIFR empleados 0.00 0.23 0,.24
Lost Time Injury Frequency Rate (LTIFR) — Contractors’

Contractor LTIFR | 084 | 175 | 000
Process Safety Events — Tier 1

Number per million hours worked | 0.47 | 0.00 | 0.56

* Lost time Injury Frequency Rate (LTIFR): Any work-related injury that results in a company employee
or an external contractor being unable to return to work on the next scheduled workday or shift.
Calculated as:

LTIFR = (Number of lost time injuries) / (Total hours worked during the reporting period) x 1,000,000
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Operational Safety, Emergency Preparedness and Response 2024 2023 2022
Process Safety Incidents (PSIC)* 2 0 0 1
Total Process Safety Incident Rate (PSTIR)!? 0.09 0.00 0.11
Total Severity Score of all process safety incidents 1 0 1
Process Safety Incidents Severity Rate (PSISR)* 0,09 0,00 0,11
Hours Worked (Direct employees and Contractors) 2,108,273 2,015,707 1,783,711

- {
tIncludes Tier 1 incidents, such as: lost time injuries, official community evacuations or shelter-in-
place events, explosions or fires with direct cost above USD 25,000, relief device discharges with Tier
1 consequences, or large hazardous material releases occurring within one hour. P *- f *»
2 The Process Safety Incident Count (PSIC) is defined as the total annual number of all incidents that N
meet the definition of a Tier 1 Process Safety Incident (PS), in accordance with ANSI/API RP 754. . ,_ a

3 The Process Safety Total Incident Rate (PSTIR) is defined as the cumulative (annual) rate of incidents -
normalized by hours worked. It is calculated by multiplying the PSIC by 200,000 and dividing by the l.\
total annual hours worked by employees, contractors, and subcontractors.

4 The Process Safety Incident Severity Rate (PSISR) is defined as the cumulative (annual) severi-

ty-weighted rate of process safety incidents. It is calculated by multiplying the total severity score of

all process safety incidents by 200,000 and dividing it by the total annual hours worked by employ- -_
ees, contractors, and subcontractors.

Number of Transportation Incidents 2024 2023 2022
Transportation incidents 0 0 0
TRI? 0.09 0.30 0.11

When a safety incident of any kind occurs, we conduct a thorough
root cause investigation. This investigation is carried out by a multi-
disciplinary team, and we identify and implement corrective actions

to minimize the likelihood of recurrence.
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4.2
OUR VALUE CHAIN

MATERIAL TOPICS Practices with distributors and agricultural producers
Practices with suppliers, Indirect economic impacts

GRI DISCLOSURES 2-6, 2-8, 3-3, 203-1, 203-2, 204-1, 308-1, 407-1, 408-
1,409-1, 414-1

We are committed to upholding the highest standards of ethical and
legal conduct in all our operations. In line with this commitment,

we developed the Code of Ethical Conduct for Third Parties and the

Integrity Policies for Third Parties, which reflect our values and prin-

ciples. These instruments allow us to maintain transparent business
relationships while clearly expressing our expectations regarding
third parties’ ethical behavior within the framework of their con-
tractual relationship with Profertil. These policies apply to our con-
tractors, subcontractors, suppliers, associated persons, commercial
intermediaries, non-commercial representatives, consultants, busi-
ness partners or anyone providing services for or on behalf of the

Company.

42.1
CLIENTS

We serve four customer segments: wholesale, retail, industrial, and

export.

* Wholesale customers: These include national and multination-
al companies involved in the import, distribution, and manufac-
turing of fertilizers. This segment includes Profertil’'s shareholder

partners, as well as major grain and oilseed trading companies.

¢ Retail customer: These are entities linked to the retail business
or distribution of fertilizers within the commercial chain. It in-
cludes large and medium-sized agronomy stores, grain storage
companies, and businesses that act as intermediaries between
the industry (wholesale channel) and the end user (farmer/agri-

cultural producer).

e Industrial customers: These are companies or distributors that
purchase urea for use in their own production processes or for
third parties not related to agricultural activities.

e Export customers: These are companies or distributors that
purchase urea for use in their own production processes or for

third parties not related to agricultural activities.
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2024
7% 1%
5%

Clients
Retail

B Wholesale

B Industrial

M Abroad
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2023
6% 1%

4%‘

2022
6% 3%

K !

Sales by team of client
Retail

B Wholesale

B Industrial

B Abroad

77%

TOTAL SALES (IN TONS) 1,404,957

187 182
5% 1% 59 3%
76% 78%
1,467,498 1,378,896

WE STRENGTHEN OUR RELATIONSHIP WITH AGRICULTURAL PRODUCERS ACROSS THE
COUNTRY AND AIM TO POSITION OURSELVES AS A KEY VOICE IN THE SUSTAINABILITY
DIALOGUE, WITH A FOCUS ON SOIL CARE.

We use various mechanisms—such as commercial agree-
ments, special meetings, public information, and a cus-
tomer complaints system—to reinforce our relationship

with clients and identify opportunities for improvement.

To ensure better service, we train our staff in communi-
cation tools and conduct market research focused on ag-
ricultural producers and technical advisors. This allows us
to understand changes in customer behavior and analyze

trends in the market where we operate.

In addition, we carry out an annual review of our perfor-
mance, through satisfaction surveys. The results for 2024,

in the retail segment, were:

95% 94%

OF CLIENTS
OF CLIENTS
SATISFIED AND HIGHLY SATISFISI;I?H;;I:IIZ;IIGHLY
SATISFIED

: WITH THE SERVICE-ORIENTED
WITH PROFERTIL ¢ ATTITUDE OF INTERLOCUTORS

92% 93%

OF CLIENTS CLIENTS
SATISFIED AND HIGHLY SATISFIED AND HIGHLY
SATISFIED WITH THE ABILITY SATISFIED

OF PROFERTILS INTERLOCU- WITH THE QUALITY OF OUR

TORS TO ADDRESS THEIR NEEDS : PRODUCTS.
AND REQUIREMENTS

Me_a\sure_ment of client 2024 2023 2022
satisfaction
Client satisfaction* 95.05 89.05 89.25
Data coverage? 67.65 37.05 46.05

* Percentage of satisfied customers based on the total number of customers who
responded to the survey.

2 Percentage of surveyed customers—whether they responded or not—relative to the
total number of customers.
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We also offer various communication channels to facili-
tate dialogue and resolve conflicts:

» Customer service hotline: 0-800-666-7763 (PROF).

« Commercial administration analysts.

» Customer Portal, designed to meet our clients’ financial,

commercial, and supply-related information needs.

» Formal complaint management channels, audited as
part of the Integrated Management System, ensuring ef-
fective responses to any issues that may arise. When we
receive a complaint, it is entered into the Complaint Man-
agement System and assigned to a responsible person in
charge of initial handling.

This person monitors the progress and involves each re-
sponsible party to address the issue through specific ac-
tions, setting the corresponding deadline for customer
response. In this way, we ensure that complaints are re-

solved in a timely and comprehensive manner.

In 2024, a total of 26 claims were recorded, involving 854

tons out of 1.4 million tons sold (including all products).

» Scheduled visits to clients.

» Social media and podcast Tierra de Historias.

» Web page: www.profertil.com.ar. Its objective is to

add value to the agricultural business through techni-

cal support on sustainable crop nutrition technologies

4| SOCIAL ASPECTS

available in the virtual library, along with brochures,
technical notes and technical newsletters, among oth-
ers. Furthermore, in the AgTech, section, we provide
specialized information about products and diagnostic
tools, such as Triguero and Maicero. Additionally, we
offer technical information to distributors, technical

advisors, and agricultural producers.

Logistics is a key aspect of the entire food production
chain, which includes fertilizers. This industry is undergo-
ing a digitalization process, allowing for much more effi-
cient management of trucks and their loads at factories,
plants, and ports across the country. At Profertil, we are
at the forefront of this new paradigm through the fertiliz-
er module of the Muvin application, which we developed
together with the Bolsa de Comercio de Rosario (BCR,

Rosario Stock Exchange).

In 2021, we started using the app to manage our logistics
operations throughout the country. During 2022, an update
was launched, so that truck drivers can manage their arrival
at the ports directly through the app on their mobile phones.
During 2023, we continued to add users to the app, covering
other sales segments, improving the efficiency of our oper-
ations, other companies, and the entire supply chain, mini-
mizing the amount of information that needs to be entered

and providing real-time information on the status of loads.
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4211
CULTIVATING STRONG RELATIONSHIPS

WE ARE COMMITTED TO SHARING
KNOWLEDGE TO PROMOTE SOIL HEALTH
AND THE USE OF BEST MANAGEMENT
PRACTICES TO SUPPORT THE
MAINTENANCE AND SUSTAINABILITY OF
PRODUCTIVE SYSTEMS.

In line with our commitment to Argentina’s agricultural
sector—and as part of the fertilizer industry—we recog-
nize our responsibility to engage with the issues that arise
throughout the life cycle of our products and across the
entire value chain. In this way, we position ourselves as
leaders, guides, and influencers in a society that demands
constant adaptation. Our greatest challenge is to work
collaboratively and in a coordinated manner to generate

triple impact.

To this end, we organize various training events, both vir-
tual and in-person. Through these sessions with experts,
we promote the Best Management Practices (BMPs) for
crop nutrition, known as the 4Rs: applying the right rate,
right source, right placement, and right timing. A proper
initial diagnosis—based on soil analysis—is a fundamen-
tal starting point for protecting soil health. This approach
must be comprehensive—sustainable, responsible, and

environmentally and socially friendly.

WE PROMOTE AGRICULTURE BASED
ON BEST MANAGEMENT PRACTICES.
WE BEGIN WITH A PROFESSIONAL
SOIL ANALYSIS, FOLLOWED BY THE
APPLICATION OF THE NECESSARY
FERTILIZER AT THE RIGHT TIME, IN
THE CORRECT DOSE AND IN THE
APPROPRIATE MANNER

Through our Red de Ensayos (Field Trial Network), we
evaluate new products and provide the tools necessary
for the proper management and care of soil health. Over
the years, we have also developed various activities and
programs aimed at knowledge transfer and at strengthen-
ing our relationship with technical advisors from agrono-

my centers and end customers (agricultural producers).
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In 2023, our R&D department continued working on the
generation of local data for the application of Best Man-
agement Practices (BMPs) in crop nutrition and sustain-

able agriculture.

We carried on with our corn field trial network, evaluating
different nitrogen sources (Urea and eNeTOTAL PLUS) and
varying N rates. We measured direct nitrous oxide (N,O)
emissions using static chambers, and indirect nitrous ox-
ide emissions from ammonia volatilization using passive
samplers (@ammonia traps)—this last measurement con-
ducted only in locations where no published data is cur-

rently available.

We entered the fifth year of trials in Balcarce (Buenos Ai-
res), the fourth year in Oliveros (Santa Fe), the second year
in Salta, and began new evaluations in Oro Verde (Entre

Rios) and Corrientes.

Thanks to these studies—carried out by INTA specialists
and doctoral fellows from the same institution—we wiill
obtain local data to develop Tier 2 or Tier 3 regional emis-
sion factors for greenhouse gas (GHG) emissions from
the use of Argentine urea. This will improve the accuracy
of GHG emission estimates, both in Argentina’s national
GHG inventory and in carbon footprint calculators used
in production systems, as well as in baseline footprint as-

sessments that incorporate mitigation practices.

This year, we presented two research papers at the 2024
Argentine Congress of Soil Science: “Nitrogen manage-
ment to improve use efficiency in maize under irrigated
and rainfed conditions” and “Effect of source and water
regime on nitrogen losses under controlled conditions”.

We also conducted trials to evaluate best management
practices (BMPs) in collaboration with leading institu-
tions across different regions of the country. Specifical-
ly, we carried out four maize trials in Darregueira (Estu-
dios Agropecuarios del Sudoeste), Tandil, Necochea, and
Tres Arroyos (CREA Mar y Sierra), as well as a citrus trial in

Tucuman in collaboration with EEAOC.

Lastly, we worked alongside research institutions and pro-
ducer associations to generate knowledge and transfer
best practices regarding sustainable crop nutrition strat-

egies.
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Among them, we highlight our collaborative work with
INTA, Fertilizar, CIAFA, AAPRESID, and AACREA.

In 2024, we participated in various events, both our own
and third party, in a virtual and in-person format. Among

them, we can mention:

e Congreso de distribuidores del Agro (CDA). The sec-
ond edition of this event took place in 2024, with Pro-
fertil participating as a Silver Sponsor. It provided the
ideal setting to connect with the distribution chain —a
key ally of our company— and to strengthen our rela-

tionships.

* A Todo Trigo 2024. We took part in this congress held
in Mar del Plata as a sponsor (without a booth). The aim
was to strengthen ties with the entire wheat value chain
and to position Profertil at the forefront of develop-
ments in the sector.

¢ Maicero/TrigueroClosing Event with CREA. This
event marked the conclusion of a 22-year agreement.
The Triguero and Maicero initiatives are examples of
collaborative work between public and private entities
to develop diagnostic tools based on simulation models

that help improve fertilizer use efficiency.

o AAPRESID Congress 2024 We took part in the work-
shop “Carbon Footprint in No-Till Systems.”

e AgroManagement. Profertil participated as a spon-
sor of this first gathering, which brought together key
stakeholders from the sector to exchange ideas, chal-

lenges, and opportunities.

AGREEMENT WITH AAPRESID

Driven by our commitment to sustainable agriculture and
convinced of the importance of measuring the baseline
carbon footprint of agricultural activity —as a foundation
for implementing mitigation programs and improving
production systems—, in 2024 we signed a three-year
agreement with the Argentine No-Till Farmers Association
(AAPRESID).

The objectives of the agreement are to assess the carbon
footprint in No-Till Systems and their associated crops by
region, identify major sources of emissions, develop man-
agement strategies to reduce the carbon footprint, and

share the knowledge generated.
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TRAINING SESSIONS WITH
RETAIL CUSTOMERS (DISTRIBUTORS)

These activities are aimed at training the technicians of
our distributors and/or their clients (agricultural produc-
ers) through talks, breakfast meetings, and distributor
workshops. Throughout the year, we held six training
meetings with different distributors from various regions

(Buenos Aires, Santa Fe, and Cordoba).

TRAINING SESSIONS WITH WHOLESALE CLIENTS

These training sessions were created as a "new space for
dialogue,” aimed at strengthening our relationship with
clients by anticipating and leading the constant chang-
es demanded by today’s society. In 2024, we held three
meetings where we provided training on stabilized fertil-
izers and eNeTOTAL PLUS, and exchanged knowledge to

generate synergies.

PROFERTIL
GO

ARTICLES IN SPECIALIZED
MAGAZINES AND R&D NEWSLETTERS

Part of our responsibility is to disseminate and share
knowledge and experience with our various audiences.
Therefore, we prepared 9 articles for specialized maga-
zines, interviews, and 34 technical bulletins:

e Technical bulletin Number 38 “eNeTOTAL PLUS vs.
Other Urease Inhibitor Fertilizers”

» Technical bulletin Number 39 “Nitrogen Management
and GHG Emissions”

» Technical bulletin Number 40 “Carbon Sequestration.
20-Year Projection”

To access the Bulletins, visit: Profertil's Virtual Library.
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4.2.2
SUPPLIERS

With a focus on the economic, social and environmental
development of suppliers in the communities where we
operate, we prioritize hiring suppliers from Bahia Blanca

or from within the country over foreign ones, as long as

quality and pricing conditions allow.

Suppliers by type

M Services

B Imputs
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Suppliers by location

H Bahia Blanca

M Ingeniero White

H Rest of Argentina
Abroad

Purchase by location

H Bahia Blanca

B Ingeniero White

B Rest of Argentina
Abroad

Regarding our contractors, there are safety and envi-
ronmental requirements outlined in the procurement
guidelines under the Standard Purchasing Manage-
ment Procedure. Additionally, we have partnered with
the Universidad Tecnoldgica Nacional (Bahia Blanca Re-
gional Faculty) to develop a training system for suppli-
ers and contractors on environmental matters. Through
this initiative, the university provides accreditation for the
knowledge acquired, based on reference materials devel-

oped by our professionals.

2024
19%
81%
322
@7%)
1,181 25
(2%)
773
(65%)
14%
2%
79%

2023
19%
81%
319
(26%)
1,208 16
%)
769
(64%)
6% 1%
88%

2022
44% 56%
268
(31%)
878
15
(2%)
487
(55%)
24%
1%
67%
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As signatories of the United Nations Global Compact,
we have incorporated its principles into our contracting
conditions to ensure and promote that our suppliers are
aligned with the protection of human rights, the eradica-
tion of child and forced labor, the elimination of discrim-
ination, and the promotion of freedom of association, as

well as environmental protection and the prevention of

corruption.

Contractor personnel 2024 2023 2022
Port General San Martin Contractor personnel 67 67 69
San Nicolas Contractor personnel 41 41 41
Necochea Contractor personnel 11 11 11
Bahia Blanca Maintenance (General Services) 69 69 60
Bahia Blanca Maintenance? 111 114

Total | 299 299 295

PROFERTIL

* Services include building and plant cleaning, in-plant waste management, green
space maintenance, etc.

2 Services include plant maintenance, warehouse operations (receiving, stock man-
agement, and delivery of goods and materials), logistics (product dispatch), inspection

(of physical assets, i.e., plant equipment), administrative staff, and scaffolding (assem-
bly and disassembly).

We regularly evaluate and measure our commercial re-
lationships with these providers through various mecha-

nisms:

o External audits of partners and contractors, com-
missioned by the Board of Directors: comprehensive
evaluations are conducted, leading to improvement ac-

tions.

¢ Internal audits of the Integrated Management Sys-
tem: to verify that service delivery complies with appli-

cable standards.

e External audits of the Integrated Management Sys-
tem: conducted by quality assurance bodies to assess

compliance with the Integrated Management System.



4221
SUPPLIER SELECTION AND DUE
DILIGENCE

In 2023, we incorporated compliance due diligence re-
quirements into the onboarding process for new suppli-
ers. Failure to meet these requirements may result in the
rejection of the supplier’s registration or a recommenda-
tion by the Corporate Affairs department regarding the
advisability of admission, following an in-depth review.
Among the requirements, suppliers are asked to pro-
vide information on any ongoing criminal investigations,
watchlist appearances, and whether or not they have an

integrity program in place.

4222
EVALUATION OF SUPPLIERS

We have a Supplier Evaluation Procedure in place for
those suppliers that may directly affect the quality of our
products and services. This evaluation is conducted when
onboarding new suppliers and, in certain cases, based on
an assessment of the level of criticality. After a compre-
hensive evaluation of the supplier, all multidisciplinary in-
formation is consolidated and a rating score is calculated
to determine whether the supplier is classified as critical
or non-critical. This classification defines the evaluation

approach and its frequency.

The evaluation considers various attributes that allow the
service to be scored from the perspective of the request-
ing department, as well as from procurement, quality,
safety, environment, and energy. Some of the attributes

evaluated—depending on the criticality level—include:

In the case of active suppliers, documentation is required
to demonstrate compliance with labor, social security,

health, and safety obligations by contractors.

All information requests are managed through a dedi-
cated digital platform, where suppliers must periodically
upload the necessary documentation to verify their com-
pliance with each requirement. All documentation sub-
mitted for each contractor is reviewed by the Contractor
Control department. Additionally, the Corporate Affairs
department performs semiannual monitoring based on
random samples, aimed at verifying the correct applica-
tion of requirements according to legal standards, the
integrity and legal validity of the submitted documents,
and identifying any inconsistencies or concerns related to

regulatory changes.

» Potential health and safety risks associated with the
type of material or service to be acquired, including

handling, storage, and use.
 Infrastructure and facilities.

» Documentation, training and adherence to interna-

tional certification standards.

| 2024 | 2023 | 2022

Critical suppliers

evaluated * 100

40 84

Critical suppliers

pending evaluation 28

13

Critical suppliers to
whom the evalua-
tion does not apply?

25 26 19

Evaluation requests
sent to users await-
ing response

51

Total number of

critical suppliers 125

145 116

tPerformance evaluations of critical suppliers begin in February and conclude at the
end of May. The evaluation period corresponds to the previous calendar year in which
the service or material was provided. The evaluation focuses on three key items:
compliance with applicable standards, impact on the site, facility, or company image,
and compliance with MSDS (Material Safety Data Sheets).

2 Reasons for which the supplier performance evaluation does not apply: critical sup-
plier under a biennial evaluation condition; user decision; no service provided during
the period; or material supplier evaluation (does not consider environmental impact).
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4.3
OUR COMMUNITY

MATERIAL TOPICS Relationship with the community and social
investment. Indirect Economic Impacts

GRI DISCLOSURES 3-3, 203-1, 413-1

SASB DISCLOSURES RT-CH-210a.1

4.3.1
PROFERTIL AND YOU

COMMITTED TO THE COMMUNITY,
WE WORK HAND IN HAND WITH
LOCAL INSTITUTIONS BECAUSE
WE UNDERSTAND THAT THESE

CONNECTIONS ARE ESSENTIAL TO

BUILDING RELATIONSHIPS BASED ON
TRUST AND GROWTH.

We develop programs that allow us to strengthen our
connection with neighboring communities and work to-
gether on sustainable initiatives that build local capacity
and foster meaningful relationships between Profertil, lo-
cal residents, and all key community stakeholders.

4 | SOCIAL ASPECTS

Our management model is focused on strengthening re-
lationships between the company and its various stake-
holders — including employees, customers, suppliers,
local residents, the agricultural sector, NGOs, among oth-
ers. To support this approach, we hold meetings and en-
gage in dialogue through various channels, with the aim
of understanding their needs and the initiatives they lead
— so that we can work together to build a better place for

everyone.

OUR COMMUNITY MANAGEMENT PILLARS

Education and culture

Health

Sports

Quality of life
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Through various communication channels, we aim to strengthen mu-

tual understanding in order to foster relationships based on trust and
respect. We conduct assessments and analyses to better understand
the needs and concerns of the community. Based on this data, we de-
velop continuous improvement actions in our production processes
and implement training and awareness programs in environmental

issues, as well as other programs aimed at strengthening community

leadership.
Total Social Investment (in millions of pesos)* | 2024 | 2023 | 2022
Number of donations 127 93 75
Number of institutions benefited 67 60 50
Total social investment 888 325 83.4

1 Includes social investment through donations, programs, and sustainability initiatives.

Type of donation 2024 2023 2022
8%

[ services

[ Materials

Donations by pillar 2024 2023 2022

Education and culture 32% 36 % 41 %

Health 6% 3% 7%

Quality of life 50 % 50 % 43 %

The majority of initiatives carried out in 2024 were dedicated to pro-
viding materials to enhance the conditions of local NGOs and insti-
tutions neighboring the Plant, with a focus on improving quality of
life and education.
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4311
EDUCATION AND CULTURE

We understand that education is a key pillar for social de-
velopment. Therefore, we carry out projects to enhance it
and help those study to connect with the working world
that awaits them.

43.1.11
EDUCAR PARA TRANSFORMAR

EDUCATE TO TRANSFORM AIMS TO
PROMOTE ACADEMIC EXCELLENCE AND
STRENGTHEN THE TRANSITION FROM
SECONDARY SCHOOL TO PROFESSIONAL
CAREERS.

BEGINNING: 2020

OBJECTIVE: To encourage the completion of second-
ary education, promote academic excellence and foster
the contact of young people with the world of work. The
scholarships include a mentoring process led by company
professionals and the opportunity to participate in talks
on topics related to personal development and the labor
market.

ASSOCIATED SDGs: 4, 5 and 17

2024 NEWS: Several improvements were implemented
this year to enhance the program. Key actions included:

e Involvement of families. Start- and end-of-year activi-
ties were designed to include the families of scholarship
recipients. These activities featured a general presentation
of the program, meetings with the tutors responsible for
the internships, and a guided tour of the plant. The fami-
lies responded positively, strengthening awareness of the

program within the Ingeniero White community.

e Closing event. A ceremony was held to present medals,
diplomas, and institutional gifts, highlighting the partici-

pants’ commitment and achievements.

4 | SOCIAL ASPECTS

EDUCAR PARA
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Training spaces:

e Four workshops were held with Profertil employees,
one of which also included scholarship recipients from
the Practicas Profesionalizantes (Professional practices)
program and the University Technician in Industrial Op-
erations. This meeting space enabled interaction between
high school and university students, enriching the educa-

tional experience.

e For the first time, 7th-year students who were not part
of the scholarship program were invited, with the aim of
broadening the program’s reach. As a result, an average
of 40 students participated in each workshop, increasing

the program’s impact on the Ingeniero White community.

* Regarding students enrolled in the University Technician

in Industrial Operations:

> A training plan was designed, consisting of four work-
shops focused on soft skills development to prepare
future professionals. In 2024, two workshops were de-
livered — one each semester — integrating both active

student cohorts.

> In collaboration with the Universidad Nacional del
Sur, the program’s admission requirements were re-
viewed and adjusted, resulting in a 200% increase in

the number of applicants.

> New scholarship recipients were incorporated based

on available openings.

New scholarship recipients

4 | SOCIAL ASPECTS

Technical High School No. 1 in Ingeniero White 30 100 % 30 100 % 30 100 %
Male 17 57 % 14 47 % 23 77 %
Female 13 43 % 16 53 % 7 23 %
‘ljg;f’;s;t{l:s;hnr;if;aerll ;r:"!ndustrial Operations, Uni- 22 100 % 5 100 % 9 100 %
Male 13 59 % 100 % 5 56 %
Female 9 41% 0% 44 %
TOTAL 52 100 % 35 100 % 39 100 %
Male 30 58 % 19 54 % 28 72 %
Female 22 42 % 16 46 % 11 28 %

Eleven students who received scholarships through the Educate to Transform pro-
gram for the University Technician in Industrial Operations at Universidad Nacional del
Sur (UNS) are currently working at Profertil — six women and five men.
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43.1.1.2
CRECIENDO EN COMUNIDAD

CRECIENDO EN COMUNIDAD (GROWNG
IN COMMUNITY) WORKS ON THE
TRAINING OF SOCIAL LEADERS FROM
INSTITUTIONS IN BAHIA BLANCA AND
INGENIERO WHIT

BEGINNING: 2012

OBJECTIVE: To strengthen the work of intermediate
organizations, through the training of their community
leaders, so that they can be key actors in the development
of social projects. It consists of seminars that provide skills
and knowledge, both to social organizations and to the
Company, generating a horizontal relationship between
the company and society, aimed at overcoming the phil-
anthropic model. The three seminars, which make up the
training plan are: Volunteering and Shared Project, An-
nual Strategic Action Plan, and Financial Planning. Once
this initial stage was completed, the program continued
to support the participating institutions through ongoing
training sessions focused on specific topics of interest to

each organization.

ASSOCIATED SDGs: 4, 8 and 17

4 | SOCIAL ASPECTS

Creciendo
““‘comunidad

2024 NEWS: Three training sessions were held for the 26
organizations participating in the program. In addition,
personalized visits were conducted throughout the year
to each of these organizations, with the goal of strength-
ening relationships through close and continuous en-
gagement.

This year, we succeeded in adding five new organizations
to the program, expanding our collaborative network and
involving numerous community leaders committed to lo-

cal development.

These spaces not only enabled the planning of new chal-
lenges and the creation of networks among organiza-
tions but also helped to strengthen the bond between the
company and the community, reaffirming our commit-

ment to collective growth and the strengthening of the

social fabric.
DO O DAD PRO D A 024
Participants in the Program 93

Number of organizations 26
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OVER THESE 12 YEARS:

3 2 BENEFITED
ORGANIZATIONS

+2 0 o PARTICIPANTS

4 | SOCIAL ASPECTS

_ AXES OF ACTION

SPACE FOR
STRENGTHENING
SOCIAL
ORGANIZATIONS

Beginning: 2012
32 organizations have already
completed the training stage.

2014
After completing the
training stage, ongoing
follow-up is conducted
on the actions of all
institutions that have
graduated from the

program.

PROJECT
BOARD

Beginning: 2015
Exclusive working
group for organizations
from Ingeniero White
that participated in the
Strengthening Seminar..

NEW
LEADERS

ATENEOS

Beginning: 2019
Beginning: 2018 Case study sessions
Training space that promote
designed to support exchange and
the renewal of natural collaboration among
leaders within institutions.

organizations.
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4.3.1.13
MESA DE PROYECTOS

THE PROJECT BOARD BRINGS
TOGETHER SOCIAL ORGANIZATIONS
FROM INGENIERO WHITE AND
PROFERTIL TO DESIGN INITIATIVES
FOR THE BENEFIT OF THE ENTIRE PORT
COMMUNITY.

BEGINNING: 2015

OBJECTIVE: It is part of the Creciendo en Comunidad
Program. After completing the basic training stage, or-
ganizations from Ingeniero White are invited to join the
Project Committee, where they collaborate on the design
of social investment initiatives aimed at improving quali-
ty of life and enhancing the town. It is a democratic and
dialogue-based space in which each of the 18 member
organizations has one vote—just like Profertil. This en-
sures a horizontal process, empowers the organizations,
and brings the company closer to the community. In this
project, Profertil becomes just another actor, as it annu-
ally contributes a portion of its sustainability budget and
leaves the decision on how to manage it to the social in-
stitutions themselves. In addition, participatory training
sessions are held where the organizations and the com-
pany work together to define annual goals, reaffirm the
purpose of the initiative, and explore the possibilities and

opportunities of this collaborative space..

4 | SOCIAL ASPECTS

MESA DE
PROYECTOS

Creciendo
"comunidad

In 2024, the participating institutions are: Sociedad de Fo-
mento de Boulevard Juan B. Justo, Asociacion Coopera-
dora Escuela N° 13, Asociacion Cooperadora del Hospital
Menor de Ingeniero White, Asociacion Helénica, Asoci-
acion Amigos del Museo del Puerto de Ingeniero White,
Centro de Jubilados de Ingeniero White, Asociacion
Amigos del Castillo Ferro White, Asociacion Cooperadora
Escuela de Educacion Secundaria Técnica N° 1, Asocia-
cion Cooperadora Jardin N° 905, Asociacion Cooperado-
ra de la ES N° 1 Gral. Enrique Mosconi, Asociacion Amigos
de la Orquesta Escuela de Ingeniero White, Comision de
Madres del Grupo Scout “Don Ernesto Pilling”, Club Whit-
ense, Biblioteca Mariano Moreno, Sociedad de Fomento
de Ingeniero White, Club Atlético Huracan, Club Defen-
sores del Sur, Jardin de Infantes 953, Montafieros de San-
ta Maria de Ingeniero White, La Siempre Verde, Club de
Leones de Ingeniero White, and Asociacion Vecinal del
Barrio Saladero.

ASSOCIATED SDGs: 8 and 17
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2024 NEWS: Since 2022, the Project Board has been
working on the Ingeniero White Identity initiative. The
final stage of this initiative took the form of a university
competition, in which students from Universidad Nacional
del Sur and Universidad Tecnoldgica Nacional — Region-
al Bahia Blanca submitted proposals to create an identi-
ty-enhancing installation at the entrance to the town. For
this purpose, we invited advanced architecture and civil
engineering students to participate in the competition.
Following a rigorous evaluation by a jury composed of
professors from both universities and municipal author-
ities, the winning project—submitted by Ayrton Gottfridt,
Camila Iriarte, Alex Melideo, Ariel Scelsi Arce, and Victoria
Troya— was built in Virgen de Lujan Plaza, located at the
intersection of Avenida Dasso and National Route 3. This
installation captures the essence of Ingeniero White by

representing its past, present, and future.

Proposals were designed and implemented to maintain
a regular and constructive relationship with community
organizations. Throughout 2024, monthly meetings were
held with the leaders of the participating organizations.
During these gatherings, the purpose, mission, vision, and
values of the Committee were collaboratively defined,
strengthening both the bond among members and the
relationship with the company across the 18 organiza-

tions involved.

4 | SOCIAL ASPECTS

In September 2024, the access monument to the town
was inaugurated, achieving comprehensive and efficient
project management. This initiative successfully coor-
dinated a wide range of stakeholders—universities, the
municipality, the professional team, Project Board par-
ticipants, and the Ingeniero White delegate. Continuous
monitoring of activities was conducted, and engagement

spaces were promoted among these actors, reinforcing

the success of the Identity project.

PROJECT BOARD
Board participants 46
Number of organizations 22
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43.1.1.4
PLANT VISIT PROGRAM

PLANT VISITS ARE A SPACE FOR
OPENNESS, TRANSPARENCY, AND
DIALOGUE THAT BRINGS THE COMPANY
CLOSER AND STRENGTHENS TIES WITH
THE NEIGHBORING COMMUNITY.
WE REACHED OVER 53,600 VISITORS,
DEMONSTRATING ONCE AGAIN
OUR “OPEN DOORS” POLICY THAT
HAS CHARACTERIZED US SINCE THE
BEGINNING.

BEGINNING: 2001

OBJECTIVE: Welcoming the community to provide ac-
cess to our facilities, processes, and activities aligns with
our policy of closeness and open doors to the communi-
ty. Additionally, it allows us to share what we do and how
we do it, listen to the concerns of those who visit us, and

answer the questions that commonly arise.
ASSOCIATED SDGs: 12 and 17

2024 NEWS: We continue to strengthen this important
initiative, aimed at fostering close and transparent ties
with our neighboring community. During the year, we
conducted 170 visits and exceeded 4,200 visitors, with
3,477 in-person visitors and 740 virtual visitors. Moreover,
we continued to bring the Visit Program to the commu-
nities of Terminales Norte, to expand our reach nationally.

PLANT VISITS | 2024 | 2023 | 2022
Total number of visits 4,217 4,106 3,223
Accumulated since 2001 57,960 53,614 49,637

2 3 YEARS OF OPEN DOORS TO
THE COMMUNITY

IN-PERSON AND VIRTUAL TOURS

+58,000 v
1 4
+4,000%5

Visi
a pla
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VISITAS QUE SIEMBRAN

The primary purpose of this initiative is to introduce stu-
dents to Profertil, its products, and their application, high-
lighting the importance of fertilizers in food production.

o o
It aims to foster the idea that each individual can be a ISI aS

producer of their own food. During 2024, we conducted

[
seven visits to primary schools No. 15 and No. 58 in Inge- que Slembra‘n

niero White.
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43.1.2
QUALITY OF LIFE

43121
HUERTA (VEGETABLE GARDEN) PROGRAM

SINCE ITS BEGINNING, MORE THAN
500 TEACHERS AND 13,900 STUDENTS
FROM OVER 300 SCHOOLS HAVE BEEN

TRAINED.

BEGINNING: 2012

OBJECTIVE: Transfer knowledge and establish lasting ca-
pacity in our communities of influence. Good practices,
associated with sustainable agriculture, can be drivers of
change and collective learning, enabling educational com-
munities and future generations to become more aware of

protecting our environment and accessing good nutrition.
ASSOCIATED SDGs: 2, 4, 13 and 17

NOVEDADES 2024: The Vegetable Gardens Program was
developed for various stakeholder groups, with the aim of
providing support to everyone involved in vegetable gar-
den-based initiatives. In this regard, the various proposals

were carried out.

HUERTA (VEGETABLE GARDEN) CLUB

With a clear commitment to promoting continuous learning, we

launched a permanent training space for teachers.

Throughout the year, we initiated this space for learning and collabora-
tion with educators from different academic levels. The program began
with a masterclass on composting, and we had the privilege of hosting
315 teachers from early childhood, primary, secondary, and special ed-
ucation, from both the city and the surrounding area. Additionally, we
established a communication channel through WhatsApp to maintain
regular contact with the audience and send out proposals periodically.

The fundamental purpose is to provide continuous support throughout
the year, enabling the implementation of school gardens in education-
al environments to become a reality. We place full confidence in the
transformative power of education and in the multiplying commitment

of every teacher involved.

" Programa de
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HUERTAS PROGRAM | 2024 | 2023 | 2022
Teachers” Satisfaction index 9.80 9.70 9.75
Teachers trained 315 93 24
Students impacted by the pro- 13,817 4185 792
gram

Schools impacted by the pro- 104 47 21
gram

®

Club de
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HUERTA EN TU COMUNIDAD (VEGETABLE GARDEN IN
YOUR COMMUNITY)

To deepen our commitment to the social organizations
that are part of the Terminales Norte communities, we be-
gan an institutional mapping in the towns of San Nicolas
and Puerto General San Martin and started a process of
relationship building and dissemination of programs di-

rected at the community.

In 2024, we carried out the third edition of the program,
aiming to promote the establishment of gardens within
organizations, fostering collaboration among participants.
Training sessions were conducted in person. As a result,
a vegetable garden was successfully established both in
Puerto General San Martin and in San Nicolas.

43122
“ASi SON LOS SUELOS DE MI PAiS” PROGRAM

We continue to support the development of the program
“Asi son los suelos de mi pais (These are the soils of my
country)”, an initiative by CREA. This initiative promotes
awareness of sustainability and the stewardship of soil as a
critical natural resource from an educational perspective.

It engages schools across various communities.

We participated in outreach, evaluation, and celebration
of the projects, which were developed by over 2,500 stu-
dents—from early childhood through secondary levels—

across 100 schools from different provinces.

4 | SOCIAL ASPECTS

AS[ SON
LOS SUELOS

DE MI PAIS
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4.3.1.23
MORE SEEDS FOR EDUCATION
ASSOCIATED SDGs: 4 and 17
2024 NEWS: We continue with our commitment, under-
taken in 2001, through the sponsorship of Primary School
No. 13 in Ingeniero White. Additionally, we collaborated
with 21 public and private educational institutions at the
early childhood, primary, secondary, and university levels,
to which we donated:

» Universidad Nacional del Sur / CERZOS and CON-

ICET: materials, supplies, and equipment no longer in
use for chemistry laboratories.

» Universidad Tecnoldgica Nacional: electrical materi-
als for workshops.

» Technical secondary schools No. 1, 2, 3, and 4: un-
used tools, motors, and computers.

» Kindergartens No. 905 and 940, and primary schools
No. 13 and No. 15: donation of bicycles, educational
games and school supplies, and furniture.

» Centro Luis Braille: donation of paper and cardboard.

Kindergartens No. 905, No. 932, and No. 953, as well as
primary schools No. 13 and No. 15—all public educational
institutions in Ingeniero White—were rebuilt by Profertil
after the storm on December 16, 2023, as part of the Mu-

nicipality of Bahia Blanca's "School Pride” Program.
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43.13
SPORTS

43.13.1
SEEDS FOR SPORTS

OBJECTIVE: Every year, we support clubs and institu-
tions that promote sports through different activities
with children and young people in our city. We donated
Urea for the maintenance of the courts of clubs, rec-
ognized locally and regionally: Club Libertad, Club Villa
Mitre, El Nacional, Club Sociedad Sportiva, Club Rosario

Puerto Belgrano and Club Atlético Parana-San Nicolas.

ASSOCIATED SDG: 17

2024 NEWS: 6,800 kilograms of granulated urea were

donated to fertilize the sports fields of the sports clubs.

The Huracan and Defensores del Sur sports clubs, both
located in Ingeniero White, along with Club Atlético
Pacifico and Bella Vista in Bahia Blanca, were rebuilt by
Profertil under the Municipal “Clubes de Pie” Program

following the December 16, 2023 storm.

4 | SOCIAL ASPECTS
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43.14
HEALTH

43.1.4.1
SEEDS FOR HEALTH

OBJECTIVE: To collaborate with various local institutions

on health and quality of life initiatives.

ASSOCIATED SDG: 17

2024 NEWS: We continued our support to institutions

that promote health care:

» At Ingeniero White's Minor Hospital, we donated ap-
pliances for an internal activity, along with face masks

and other disposable supplies.

» At Leonidas Lucero Municipal Hospital, we supplied

disposable medical items.

» At Dr. José Penna Interzonal Hospital, we donated
a water tank for the hemodialysis unit and a television

for the nursing station.
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4.3.15
RESPONSE TO THE STORM IN THE CIT-
IES OF BAHIA BLANCA AND INGENIERO
WHITE

Rebuilding together

We take a look back at all the actions we carried out
throughout 2024 to contribute to the swift reconstruc-
tion of spaces that are vital to our community—with the

unwavering support of a large part of our team.

On December 16, 2023, the residents of Bahia Blanca and
Ingeniero White faced an unprecedented storm: in just 45
minutes, over 109 mm of rain fell, and winds exceeded

140 km/h—comparable to a Category 2 hurricane.

The city's inhabitants suffered roof collapses, falling trees
and utility poles, a total power outage, and the partial or
total destruction of institutions, homes, and public spac-
es. The storm also caused fatalities, hundreds of injuries,
and the evacuation of numerous families.

In response to this situation, Profertil immediately com-
mitted to providing assistance, making resources available
with a focus on rebuilding the areas affected by the storm.
In this regard, we contacted the municipality to outline a
strategy that would allow us to take swift action and move

forward with the necessary support efforts.

Scan the QR code to
access a video summa-

ry of everything we ac-

complished together.

Together with other companies from the city’'s Industri-
al Park, we contributed to the purchase of materials for
the thousands of families whose homes were damaged
or completely destroyed. In total, 320 tons of sheet met-
al were donated—enough to cover 80% of the materials
needed for the full reconstruction of the city.

We also donated and delivered food parcels to fami-
lies who lost everything in the storm, through the three

neighborhood associations of Ingeniero White.

Reconstruction Work in Educational and Sports Institu-
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tions

The work carried out in coordination with the municipality after the
storm extended beyond immediate assistance to affected families.
Just a few days after the event, the Municipality invited the city’'s
main companies to join two initiatives. On one hand, the “School
Pride” program aimed to rebuild educational institutions in Bahia
Blanca and Ingeniero White before the start of the 2024 school year.
On the other, the “Clubes de Pie" program sought to support the
repair of various local sports clubs.

Within this framework, in February, Profertil led the repair works at five
educational institutions in Ingeniero White: Kindergarten No. 905,
Kindergarten No. 953 (Barrio Vialidad), Kindergarten No. 932 (Bou-

levard Juan B. Justo), and Primary Schools No. 13 and No. 15. The - CLUB
work focused on repairing damage caused by the storm, such as "E'E"""“ L
torn-off roofs, fallen trees, structural damage, damaged windows

and doors, and broken playground equipment, among others.

Thanks to the joint efforts of the dedicated Profertil team and the
company’s contracted suppliers, all five institutions were repaired
and reopened by early March, meeting the deadlines set at the start

of the project.

The “Clubes de Pie” program, meanwhile, aimed to support the re-
covery of sports clubs affected by the storm.

In this context, Profertil led the repair works at four sports institu-

tions in the city: Club Pacifico, Club Bella Vista, Club Defensores del

ELTMH
”ﬂimmwﬁ

Sur, and Club Huracan—all of which were reopened during 2024.
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