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01.

Labor 
Practices
Programs



Overtime Work

Overtime Work

→
→→

✓ Employee Support: monitors compliance with the policy, defines controls, and 

reviews the frequency, type, and number of overtime hours.

✓ RIMAC Leaders: monitor schedules and coordinate in advance any exceptional 

overtime need and the applicable form of compensation.

✓
Payroll: calculates and pays approved overtime that has not been compensated 

with equivalent time off.

Financial compensation provided for in the policy

→

MONITORS
attendance 

and
compliance

AUTHORIZES

prior written

approval

COMPENSATES

equivalent

time off

PAYS

through payroll when

no time off is taken

125%1

First 2 overtime 

hours shall be 

paid

135%1

From the third 

overtime hour onward, 

overtime shall be paid

200%1

Overtime worked on 

Sundays and public 

holidays shall be paid

+35%2

Night work (10:00 p.m.–6:00 

a.m.) is compensated with an 

additional 35% salary 

premium.

For more information, please review our

Overtime Working Hours Policy by clicking 

Here
1. Overtime percentages are applied to the employee’s regular hourly rate, calculated based on the base salary (Base Salary / 30 / 8), and not to the total monthly salary. The applicable rate is 125% for the 

first two overtime hours, 135% from the third overtime hour onward, and 200% for overtime worked on Sundays and public holidays.
2. For night work, the 35% premium is applied in accordance with the policy’s specific night-work remuneration rule, which establishes a minimum remuneration equivalent to the minimum monthly 

remuneration in effect on the payment date plus a 35% premium.

https://imagescdn.rimac.com/bltcde53f3b4b78c0c2/6a863620762d1ea78e5cb742/Overtime_hours_policy_-_RIMAC.pdf
https://imagescdn.rimac.com/bltcde53f3b4b78c0c2/6a863620762d1ea78e5cb742/Overtime_hours_policy_-_RIMAC.pdf
https://imagescdn.rimac.com/bltcde53f3b4b78c0c2/6a863620762d1ea78e5cb742/Overtime_hours_policy_-_RIMAC.pdf


Paid Annual Leave

Paid Annual Leave

In RIMAC, our aspiration for our employees is to become the best community 

to work in, promoting their integral well-being and the development of their 

talent. That is why, apart from all the benefits we provide, we ensure that our 

employees take their paid annual leave.

Each full time employee has a total of 22 working days of vacation on an 

annual basis, as seen in the evidence on the right. In order to make use of 

them, you must coordinate with your boss and register them on an internal 

Platform, as shown below. If this is not done, reminders and date proposals 

are sent, to ensure that everyone uses that benefit.



Living Wage
RIMAC, as part of the Breca Group, uses the Living Wage methodology developed at Group level as a benchmark when 

reviewing employee remuneration.

Breca Living Wage benchmark

December 2023 methodology

S/ 2,825
monthly Living Wage

Reference basis

✓ Food: 1.5× basic food basket
✓ Education: Private school
✓ Health: RIMAC EPS
✓ Housing: 60 m² rent in Lima

To see Breca Living Wage click here

https://imagescdn.rimac.com/blt6f519daefb4aa4d4/6a86323de41d7f41e6652dd3/BRECA_Living_Wage_2023_EN_revised_(1).pdf


Compensation policy 

“Mujeres Extraordinarias” Week

As part of International Women's Day, we 

organized activities tailored to different 

groups.

Topics Covered

Empowerment

Digital Skills Development

The Role of Men in Promoting Gender 

Equality

Mentoring program

We promote collaborative learning and the 

exchange of experiences among people 

from different fields, levels, and 

backgrounds.

The program aims to

✓ Highlighting Women's Leadership

✓ Overcoming Unconscious Biases
Strengthening Intergenerational 

Relationships

88 affected 

employees

≥40% female 

mentors

Gender pay gap

Calculation performed 

annually

12

months

The annual survey provides a 

regular measure of the wage 

gap between women and men.

We have a Compensation Management Policy through which we seek to ensure that all employees are adequately remunerated according to

objective criteria defined by the company, avoiding any type of discrimination or unequal treatment. This approach supports fair and consistent

compensation practices aligned with our commitment to equal opportunities.

✓

✓

✓

✓



Working Conditions and Terms of Employment

Through our Tu Recibo platform, all our employees can

access their pay slips. These documents specify

compensation, insurance, pension fund contributions,

and any other applicable deductions.



Working Conditions and Terms of Employment

At RIMAC, each division has an Organization and Functions Manual (MOF), 

which establishes and specifies the specific responsibilities of each 

employee. Each employee can access it through the internal Goldenbelt

platform.

This can be seen in the example, where the responsibilities of a 

Sustainability Analyst are specified.



Working Conditions and Terms of Employment

We have a database in which we collect key information about our

employees, such as payroll employee/intern status, area, position, office

location, division, among others. In addition, the Compensation team has

a separate database where it records the salaries of all employees, as

well as the salary band for each position.



Assessment of Working Conditions

Every year, we conduct the “RIMAC Census” with the objective

of understanding the living conditions of our employees in order

to improve their quality of life and working conditions.

To this end, we adapted the Multidimensional Poverty Index

developed by UNDP and Chile to create a Vulnerability Indicator

based on five dimensions (see icons). This allows us not only

to identify opportunities for improvement in the workplace, but

also to identify employees who are in vulnerable situations.

Health Education

Housing

Economy Support Networks



Assessment of Working Conditions

Through this tool, we also measure indicators related to

satisfaction with RIMAC, physical and mental well-being,

benefits, and communication channels. Based on these

results, we develop our annual well-being strategy with

the aim of responding as effectively as possible to the

needs of each of our employees.



Employee Benefits Program

Our aspiration for our employees is to become the best

community to work in, promoting their overall well-being and

talent development. We strive to generate a sense of pride

among those who are part of our organization. For this

reason, we provide multiple benefits, some of which apply

under specific conditions. These include:

• We offer the Early Friday option, under which working

hours on Fridays are from 8:00 a.m. to 2:00 p.m. However,

this benefit applies to 72% of the company, as it does not

include the sales force team.

• We also have a hybrid work model, which consists of two

remote days and three in-person days, as well as flexible

working hours, allowing each team to coordinate its

schedules.

• We provide the option of a salary advance to address

health-related or postgraduate study needs, for a maximum

amount equivalent to three net salaries, payable over up to

36 months. Payment may be made through deductions

from monthly salary and/or statutory bonuses.



Employee Benefits Program

Another benefit we offer to promote people’s well-

being is access to our Corporate Wellness Center,

where employees can schedule appointments for

internal medicine, psychology, nutrition, physical

therapy, among other services.

In addition, we also provide half-day off coupons,

which employees can use freely to enjoy reduced

workweeks. Each employee, excluding interns,

receives one coupon every three months, for a total

of four per year. Additionally, all employees,

including interns, receive one day-off coupon for

their birthday.



Employee Benefits Program

In addition, as an insurance company

committed to the well-being of our

employees, we offer coverage that goes

beyond traditional health insurance. We

not only cover up to 90% of the EPS plan,

but also provide the possibility of extending

benefits to family members such as

parents, siblings, nieces and nephews,

stepchildren, and parents-in-law.

Finally, we have an EPS plan for same-sex

partners, contributing to diversity and

inclusion at RIMAC.



OHS System Audits

In 2025, our occupational health and safety

system underwent multiple internal and

external audits. This was carried out to

ensure alignment with our purpose as an

organization, focused on promoting the

well-being and health of all people.

In this way, our OHS policy and programs

comply with the requirements established

by national and international regulations.

Auditoría externa Auditoría interna



02.
Culture and 
Organizational
Climate



Organizational Climate
Since 2019, we have used the Officevibe digital platform

to assess our organizational climate through periodic

surveys sent to our employees. This slide includes

examples of the questions.

The model includes 122 questions distributed across 10 

dimensions, which makes it easier to identify both

positive aspects and opportunities for improvement:

1. Recognition

2. Feedback

3. Happiness

4. Personal Growth

5. Satisfaction

6. Well-being

7. Pride/Ambassadors

8. Relationship with Direct Managers

9. Relationship with Colleagues

10.Alignment

In 2025, we achieved an eNPS score of 75.



Organizational Climate

The results obtained are broken down and analyzed

according to RIMAC’s divisions. This allows us to

identify opportunities for improvement in the

management of our organizational climate and to

measure the level of achievement of our goals.

The report is sent monthly through our WhatsApp

groups with Leaders and Champions & Influencers, who

act as brand ambassadors. Below is an example of a

2025 report.



Organizational Climate

However, all the information collected on organizational

climate does not depend solely on our Officevibe

platform.

In 2025, we held sessions with employees from different

ages, areas, divisions, and hierarchical levels so that

they could provide feedback and identify situations that

were aligned—or not aligned—with the behaviors of our

four cultural principles. These sessions are called

“RIMAC Principles and Behaviors” and were led by the

Culture and Organizational Climate area.

In 2025, the sessions were held with the following

groups:

• • Employees from administrative areas

• Employees from the Sales Force

All findings were systematized in order to implement

actions that strengthen the behaviors aligned with

RIMAC’s culture. This gave rise to the “Alonso’s Super 

Manual” series, which provided examples of actions

employees should or should not take according to the

cultural principles.



Organizational Climate

Finally, we communicate the results of our

organizational climate assessment, explaining

our strengths and opportunities for

improvement. We do this in two ways:

• First, on a monthly basis through the

WhatsApp groups we have with Leaders and 

with Champions & Influencers, who act as 

brand ambassadors, where we share the

results of the month that has just ended.

• Second, at the beginning of each year, we

communicate the results of the previous year

by sharing the annual results through our

Viva Engage intranet.



03.

Diversity and Inclusion



Commitments to Diversity, Equity and 
Inclusion

At RIMAC, we are committed to fostering an equitable and safe

environment for everyone. This effort is led by a dedicated Diversity,

Equity and Inclusion Committee, which works to ensure that every

employee feels valued in their diversity. Accordingly, we focus on

three main pillars: promoting gender equity, creating workplaces

free of harassment, and designing inclusive benefits that respond to

different needs.

For 2025, we defined an objective (see evidence), as well as clear

and achievable targets that we reviewed throughout the year in

order to measure their level of achievement. These were four:

• •Achieve a better result in Aequales’ PAR Ranking. The target

was 60%, and we achieved 61.8%.

• Improve our performance in GenderLab’s ELSA Survey. The

target was 71%, and we achieved 73.3%.

• Reach a score of 80 in the Officevibe indicator related to DEI. In

2025, we achieved a score of 86.

• Reach a score of 90 in the RIMAC Census statement related to

DEI. In 2025, we achieved this same score.



Training Sessions

• Two “Gender Equity Workshop” sessions with leaders: These
sessions aimed to explore and discuss the role of leadership in 
promoting a safer and more equitable work environment.
Satisfaction score: 4.8/5

• “Extraordinary Women” Week for International Women’s Day: 
Segmented activities were carried out for the different profiles within
RIMAC.

• Mother, Professional and Successful – Satisfaction score: 4.8/5
Connect with Your Feminine Energy – Satisfaction score: 4.9/5
Tech-Savvy Women – Satisfaction score: 4.7/5
Gender Equity: The Key Role of Men – Satisfaction score: 4.8/5

• “The Pride of Being” Workshop: A space to discuss general 
concepts of diversity and raise awareness that everyone should be 
respected and valued.

• All RIMAC: Satisfaction score: 4.8/5

As part of the 2025 action plan, the following 

initiatives were carried out to train and raise 

awareness on the importance of diversity and to 

continue promoting an inclusive environment:



Training Sessions

• Sales Force: Satisfaction score: 5/5
Customer Solutions: Satisfaction score: 5/5

• “Breaking Down Biases” Workshop: Aimed at the Recruitment, 
Learning, and Development teams.
Satisfaction score: 5/5

• #FeelingSafe Awareness Week for 25N, the International Day for the
Elimination of Violence against Women.

• Workplace Sexual Harassment training aimed at the Management 
Committee.
Satisfaction score: 5/5

• Talk for all RIMAC employees on the International Day for the
Elimination of Violence against Women.
Satisfaction score: 5/5

• Training on the concepts and procedure related to Workplace Sexual 
Harassment, aimed at committees, leaders, and responsible areas
involved in the prevention and management of workplace sexual 
harassment cases.
Satisfaction score: 5/5

As part of the 2025 action plan, the following initiatives 

were carried out to train and raise awareness on the 

importance of diversity and to continue promoting an 

inclusive environment:



04.
Type of
Performance 
Appraisal



Talent Management Journey

Talent Management 
Journey

The Talent Management Journey is the

sequence  of  every step  that  is part  of  the

development journey of every RIMAC´s

employee. This includes our annual

performance appraisal process.

First, we 

company.

define the annual goals for the 

Then,  each person receives  a

performance evaluation of the year prior. After 

that, there is a feedback session to discuss the 

results and to create an individual development 

plan collaboratively.



Agile Conversation

Agile Conversation

As mentioned before, Agile Conversations are part an intrinsic and 

essential  part of every employee´s development  journey through 

feedback session.

The use of agile conversation in form of continuous feedback 

is crucial, given that allows every person to establish their own 

goals through a collaborative process with their leaders.

Thus, we use our communication channels to remind that those 

spaces are obligatory, as well as to give each employee tips for an 

effective exercise.

Reminder for feedback session (Step 2)

Tips for feedback session



Management by Objectives

Management by 
Objectives

After those feedback sessions, each employee must créate their own

Individual Development Plan. Those plans are elaborated by  pre-defined 

and  measurable  goals based on  different capacities (Data, Business, 

Top Skills, Innovation and Digital & Tech) that are later validated with 

each, focusing on a collaborative approach.

After  the  plan  is  set,  its  necessary  to  establish  at  least  2  follow  up 

sessions throughout the year to review the progress.

Examples of objectives Capacity related

Take 1 course during the year on Innovation. Innovation

Increase my team's NPS by 10% 

during the course of the year
Business

Have 4 feeback sessions per year with

Brokers about our products
Business



Multidimensional Performance Appraisal

Multidimensional 
Performance Appraisal

The performance evaluation in RIMAC is multidimensional. That 

means that,  as refered in our Annual  Report 2025, each team 
member has a  360° performance review, which is focused on 

both the “what” (goals) and the “how” (cultural principles.)

Multidimensional Performance Appraisal (Step 1)



Team-based
Performance Appraisal

Team-based
Performance Appraisal

As detailed in RIMAC´s Talent Management Journey, the first step required for every 

performance evaluation is the definition of the company´s annual goals. After that, as 

the evidence shows, those goals are a key factor in the performance evaluation.



04.
Employee
Development
Programs



Training and Personal 
Development
Based on the needs identified, as well as the conversations

held with the leaders of each division, four training programs

were designed for employees in 2025:

1. Learning School: A cross-functional program developed

to strengthen three strategic capabilities: Tech Savvy,

Customer Centric, and Industry Savvy. Designed in

partnership with leading institutions, the program was

delivered through 42 courses, both in-person and

asynchronous. This strategy allowed us to reach 2,143

employees, achieve a 99% completion rate, and obtain

an average NPS of 86.

2. Sales Mastery: A program aimed at strengthening the

performance of our sales force through a comprehensive

learning path that combines key soft skills and technical

competencies focused on negotiation, commercial

management, and in-depth knowledge of our products.

As a result, more than 290 employees completed the

training curriculum, rating the experience with an NPS of

89.



Training and Personal 
Development

The other two programs were:

1. RIMAC Squad: Specialized training sessions on sales 

techniques, with strategic reinforcement on products to

ensure in-depth and up-to-date knowledge. Through

practical workshops, innovative dynamics, and sessions

focused on excellence, the program reached more than

400 advisors.

2. Copilot Route: Training sessions aimed at promoting the

adoption of artificial intelligence across the organization

by enabling 1,150 MS365 Copilot licenses. A total of 20 

sessions were delivered, representing 26.5 hours of

training, and the program achieved an NPS of 92, 

reflecting its high impact and positive assessment.



Training and Personal 
Development

At RIMAC, the definition of our training goals and objectives is

based on a solid strategic framework. We use the Balanced

Scorecard (BSC) as a starting point, ensuring that learning

initiatives are aligned with the corporate vision.

The process is progressive: we take the average and historical

performance from previous years as a reference, where

possible, and, based on that, we continuously raise our targets, 

always in alignment with the Learning strategy. This allows us to

ensure that training programs not only address immediate

needs, but also drive sustained and measurable growth over

time.



Training and Personal 
Development

We are responsible for measuring employee satisfaction with our

training programs. Therefore, in the case of Learning School and 

Copilot Path, we conduct surveys at the end of each session to

measure the NPS.

In 2025, the results were highly successful. For Learning School, 

we set an NPS target of 73, and the result was 86, exceeding the

target. In the case of Copilot Path, we had an NPS target of 92.



Training and Personal 
Development

In addition, we also measure the effectiveness of our

development programs through behavioral changes. In

2025, one of the most relevant examples was the use

of Copilot by our employees.

As a result of all the training sessions carried out

through our “Copilot Path” program, by the end of

2025, 90% of our employees were using it in their daily

work.



Mentoring program

In 2025, we developed our RIMAC Mentoring Program with the

objective of developing employee talent through the exchange of

knowledge, experiences, and best practices. Through this program, we

had 88 participants, 44 mentors and 44 mentees, who formed mentoring

relationships to grow and strengthen the business.

For the development of the program, the following objectives were

established:

NPS: 90 puntos

Number of sessions: 5–7 sessions throughout the duration of the

program

Based on these indicators, we obtained the following results:



Mentoring program

To assign the mentoring pairs, a process was carried out to

match participants based on their personal objectives and

development needs.

To this end, there were two key processes: mentors had to

complete a questionnaire to share their experiences and

key competencies, while mentees had to complete their

Individual Development Plan to identify their growth

expectations.



Mentoring program

In addition, mentors received training to strengthen their
communication, feedback, and leadership skills, with the aim of
enhancing their relationship with mentees and generating
greater learning for both parties. This can be seen in the
following example.

Additionally, a Mentoring Toolkit was developed, providing
mentors with a recommended structure of topics to address in
each session.



Mentoring program

Finally, the program results were also monitored to assess its
level of impact. First, a logbook was created in which mentors
were required to record what was addressed in each session,
including both the objectives and the commitments agreed upon
for the next meeting.

This made it possible to track the number of sessions held by
each pair, as well as the learnings obtained through the program.




	Diapositiva 1
	Diapositiva 2
	Diapositiva 3: Overtime Work
	Diapositiva 4: Paid Annual Leave
	Diapositiva 5: Living Wage
	Diapositiva 6: Compensation policy 
	Diapositiva 7: Working Conditions and Terms of Employment
	Diapositiva 8: Working Conditions and Terms of Employment
	Diapositiva 9: Working Conditions and Terms of Employment
	Diapositiva 10: Assessment of Working Conditions
	Diapositiva 11: Assessment of Working Conditions
	Diapositiva 12: Employee Benefits Program
	Diapositiva 13: Employee Benefits Program
	Diapositiva 14: Employee Benefits Program
	Diapositiva 15: OHS System Audits
	Diapositiva 16: Culture and Organizational Climate
	Diapositiva 17: Organizational Climate
	Diapositiva 18: Organizational Climate
	Diapositiva 19: Organizational Climate
	Diapositiva 20: Organizational Climate
	Diapositiva 21: Diversity and Inclusion
	Diapositiva 22: Commitments to Diversity, Equity and Inclusion
	Diapositiva 23
	Diapositiva 24
	Diapositiva 25: Type of Performance Appraisal 
	Diapositiva 26: Talent Management Journey
	Diapositiva 27: Agile Conversation
	Diapositiva 28: Management by Objectives
	Diapositiva 29: Multidimensional Performance Appraisal
	Diapositiva 30: Team-based Performance Appraisal
	Diapositiva 31: Employee Development Programs
	Diapositiva 32: Training and Personal Development
	Diapositiva 33: Training and Personal Development
	Diapositiva 34: Training and Personal Development
	Diapositiva 35: Training and Personal Development
	Diapositiva 36: Training and Personal Development
	Diapositiva 37: Mentoring program
	Diapositiva 38: Mentoring program
	Diapositiva 39: Mentoring program
	Diapositiva 40: Mentoring program
	Diapositiva 41

