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Letter from the CEO
Throughout its more than 135-year history, Grupo Falabella's 
leadership has been built on a strong and dedicated focus on 
responsibility regarding its impact, innovation, and the ability 
to continuously create value for people.

In that sense, 2024 and 2025 have been crucial, as they have 
given us the opportunity to demonstrate our capacity for 
transformation and evolution, and to reaffirm our commit-
ment to helping millions of people further simplify and enjoy 
their lives.

Today, our focus is on the growth of our five core business-
es—Banco Falabella, Sodimac, Falabella Retail, Tottus, and 
Mallplaza—but we know that how we grow is just as import-
ant as growth itself. In this sense, our primary concern is the 
people who interact with the group: more than 36 million 
customers, more than 91,000 employees, more than 18,000 
suppliers, and more than 2 million participants in our com-
munity impact programs. This means paying attention to the 
impact our organization has on them and the places where 

Our ESG results 

During 2024, we continued to advance 
our sustainability agenda, and the results 
demonstrate it. We were recognized 
among the 10 most sustainable companies 
worldwide in the retail category, accord-
ing to the Dow Jones Sustainability Index 
(DJSI). Furthermore, Grupo Falabella's 
historical presence in ESG investment 
indices, such as FTSE4Good (Financial 

they live. This report reflects precisely that commitment to 
all the people with whom we have a relationship.

We will continue moving forward in solidifying an organiza-
tional culture based on dignity, inclusion, and equity, and in 
strengthening our management in the area of human rights 
through ongoing risk assessment and training for our teams. 
I would especially like to highlight the implementation of our 
Human Rights Program as of January 2025, which allows us to 
take coordinated and effective action in managing our risks 
and impacts, reinforcing our commitment to the sustainability 
of our operations.

Looking toward the future, we will continue working resolutely 
to ensure that every step we take as a company is aligned with 
responsible business conduct. I invite you to learn about our 
progress on human rights and, together, to explore our key 
lessons learned and challenges.

Times Stock Exchange for Good) and MSCI 
(Morgan Stanley Capital International), 
reflects our commitment to responsible 
business management. We also obtained 
first place for the second consecutive year 
in the 2024 Diagnosis of Business and 
Human Rights Chile as the IPSA company 
with the best Human Rights management, 
according to the study prepared by the 

Pontifical Catholic University of Chile’s 
Corporate Sustainability Program of 
in collaboration with the International 
Labor Organization (ILO) and the World 
Benchmarking Alliance.

Alejandro González Dale 
CEO, Falabella S.A.
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Chile

Mexico

Peru
India

Brazil

China

Argentina

Uruguay

Colombia

15 Stores

7 Stores

4 Stores

52 Stores

Offices Offices

71 Stores
5 Shopping Centers
66 Bank Branches

206 Stores
27 Shopping Centers
87 Bank Branches

180 Stores
15 Shopping Centers
50 Bank Branches

We operate in seven Latin American countries, China, 
and India through our five core businesses.

36 million+ 
customers

91,000+ 
workers

18,000+ 
suppliers

2 million+ 
participants in our community
impact programs

Banco Falabella, Falabella Retail, Tottus, Sodimac and Mallplaza.
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We are Grupo Falabella



Grupo Falabella 
and human rights
We are committed to social responsibility regarding our 
customers, employees, suppliers, the communities in 
which we operate, the environment, and society at large.

In 2022, due diligence processes began 
for Falabella S.A. and subsidiaries that 
had not yet completed this process, 
with the advice of external consultants 
specializing in human rights.

During 2023, Grupo Falabella promoted 
significant progress in human rights 
throughout the ecosystem; it continued 
implementing due diligence processes 
in its business units, strengthened its 
internal regulations (updating its Human 
Rights and Business Policy, its Practical 
Compliance Guide for Suppliers, and 
publishing its Policy Against Sexual and 
Workplace Harassment, among other 
publications), and incorporated the topic 
into risk management processes.

This commitment began in 2016, the 
year in which Sodimac Chile approved 
its first Human Rights Policy. In 2018, 
Sodimac Chile and Sodimac Colombia, 
with the support of external consultants 
specializing in human rights, began hu-
man rights due diligence processes, and 
Mallplaza Chile joined this initiative in 
2020. That same year, a human rights 
taskforce was introduced with the areas 
of compliance and sustainability of Gru-
po Falabella companies in Chile, led by 
the Governance, Ethics and Compliance, 
Communications, and Sustainability de-
partments of Falabella S.A., to coordinate 
work at the corporate level.

In 2021, Grupo Falabella companies 
from Colombia, Argentina, Peru, Bra-
zil, and Mexico joined this group. Also 
in 2021, Falabella S.A.'s first corpo-
rate policy on human rights and busi-
ness was approved and published. 
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2023

Human Rights 
Policy Update

2024

Human Rights 
Policy Update

2025

Approval of 
the Human Rights 
Program

2016

Human Rights Policy 
Sodimac Chile

2018

Due Diligence 
Sodimac Chile and 
Colombia

2020

Due Diligence 
Mallplaza Chile

Corporate Human 
Rights Taskforce

2021

Corporate Human 
Rights Taskforce

Human Rights 
Policy Approval

2022

Corporate Due DiligenceDuring 2024 and so far in 2025, work has 
continued on due diligence processes, 
as well as training and awareness-raising 
activities for employees and the Board of 
Directors. We also updated the Business 
and Human Rights Policy, and Falabella 
S.A.'s Board of Directors approved the 
Human Rights Program. In addition, 
various initiatives have contributed to 
strengthening our risk management in 
this area, through the creation of the 
Vendor and Supplier Advocacy, improve-
ments in external personnel controls, 
and participation in the IX United Na-
tions Regional Forum on Business and 
Human Rights in Latin America and the 
Caribbean, held in Brazil.
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3. Reference  
	  framework, standards  
	  and evaluations
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Grupo Falabella adheres to the United Nations Guiding 
Principles on Business and Human Rights, which seek 
to instruct companies on how to respect human rights 
in their operations and business relationships.

This adherence entails, among other 
things: i) adopting a political commit-
ment to respect human rights within the 
company; ii) conducting a due diligence 
process; and iii) if the company deter-
mines that it has caused or contributed 
to negative human rights consequences, 
remediating them or contributing to their 
remediation.

In terms of management, Grupo Falabella 
is periodically assessed using various 
national and international benchmarks 
and standards. In 2024, the group ob-
tained a very high score on the Dow 
Jones Sustainability Index, significantly 
driven by its performance in the human 
rights dimension, while maintaining its 
A rating in the MSCI ESG Rating. In 2024, 
no assessment was conducted on the 

Corporate Human Rights Benchmark, 
prepared by the World Benchmarking 
Alliance, so it retains its 2023 score, 
ranking 65th overall and 29th in the 
apparel sector.

In Chile, Falabella S.A. was ranked for 
the second consecutive year as the IPSA 
company with the best human rights 
management, after obtaining first place 
in the 2024 Diagnosis on Business and 
Human Rights in Chile prepared by the 
Pontifical Catholic University of Chile’s 
Corporate Sustainability Program, in 
collaboration with the ILO and the World 
Benchmarking Alliance, with a score of 
21.5 out of 24.



4. Political  
	  commitment
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Grupo Falabella has a Human Rights and 
Business Policy approved by Falabella 
S.A.'s Board of Directors, which aims to 
reflect its commitment to respecting and 
promoting human rights by establishing 
specific principles and measures to that end.

This policy recognizes the need for mech-
anisms that enable adequate risk identifi-
cation and assessment to prevent human 
rights impacts and, where appropriate, 
their remediation.

The policy applies to all employees and 
also establishes that: i) the company will 
encourage its suppliers to adapt their 

conduct to the policy; and ii) it will work 
with suppliers to remediate any negative 
impacts they may have generated that 
are directly linked to Grupo Falabella's 
operations, provided that the latter has 
substantially contributed to their occur-
rence.

In 2024 the policy was improved in several 
ways: it began to include Grupo Falabella's 
business partners; the frequency of up-
dates to the human rights risk matrices 
was reduced from three to two years; and 
the Integrity Channel's communication 
channels were updated.

2024 Update Detail

Scope

The program began to include business partners, defined as 
those with whom the company has or is considering having (or 
participating in) some form of association, wherein the profit is 
subject to the fate of the business, such as forming a company 
together, or undertaking a joint venture, merger, or acquisition. 
Likewise, a company's counterpart in a leasing agreement will be 
considered a business partner.

Due diligence / Risk matrices
The frequency with which human rights risk matrices will be 
updated was reduced from three to two years.

Integrity Channel
Appealing to the offices of the Ethics Department or the Ethics 
Officer was incorporated as a communication channel.

The policy establishes 
the following principles:  

The policy establishes the follow-
ing specific measures:

•	 Conduct a human rights due diligence 
process every two years to identify and 
assess human rights risks, incorpo-
rating into our matrices the identified 
gaps and the respective action plans 
proposed for their remediation.

•	 Adoption of a Human Rights Program, 
which will establish, communicate, and 
guide the expected conduct of employ-
ees to: i) prevent human rights risks; ii) 
detect potential violations of the policy, 
program, and/or regulations applicable 
to each Grupo Falabella company; iii) 
provide a timely response if identi-
fied risks materialize; and iv) monitor, 
continuously improve, and update the 
program. The program also establishes 
the designation of an employee as the 
Human Rights Compliance Officer, who 
will be responsible for overseeing its 
implementation and reporting to the 
Board of Directors on its performance.

•	 Respect for internationally recognized 
human rights

•	 Promotion of a diverse, equitable, and 
inclusive organizational culture

•	 Non- arbitrary discrimination

•	 •espect for labour rights and rejection 
of forced labour

•	 Respecting and promoting the rights of 
children and adolescents

•	 Recognition of integrity as a central ele-
ment in the organization

•	 Promotion of transparency in the per-
formance of its activities

•	 Protection of and respect for the 
environment

•	 Establish communication channels 
with stakeholders and third parties 
(Integrity Channel*)
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Human Rights and Business Policy

Learn about the Human Rights and 
Business Policy via this link.

https://investors.grupofalabella.com/app/uploads/sites/2/2025/07/Policy-on-Human-Rights-and-Business-2024.pdf


How is Grupo Falabella’s commitment to human 
rights reflected in its operations?

Internal regulations

•	 Labor Inclusion Procedure.

•	 Environment and Climate Change 
Regulations.

•	 Antitrust and Crime Prevention 
Regulations.

•	 Consumer Protection Regulations.

•	 Procurement of Goods and Services, 
and Supplier Background Check 
Regulations.

•	 Human Resources Regulations (se-
lection, mobility and compensation).

•	 Personal Data Protection and 
Information Security Regulations.

Training and communication
employees considered to be exposed 
positions. During this training, risks and 
controls related to crime prevention, 
antitrust, personal data protection, 
and integrity were addressed, as well 
as the principles and specific measures 
contained in Grupo Falabella's Human 
Rights and Business Policy. Additionally, 
in 2025, information on the Human 
Rights Program was incorporated into 
training, and specific workshops were 
held for the areas responsible for its 
implementation, as well as for the 
compliance and sustainability areas 
of the group's companies in Chile and 
other countries.

•	 At the Reflection Meeting for Board 
Members held in June 2024, training was 
provided on human rights in relation 
to national and international trends 
in the field, due diligence processes, 
and comprehensive risk management.

•	 Training for employees on topics re-
lated to specific human rights risks, 
such as: diversity, equity, and inclusion; 

inclusive customer service; customer 
rights; the environment and climate 
change; workplace harassment, sexual 
harassment, and workplace violence; 
occupational health and safety; per-
sonal data protection; and information 
security.

Regarding human rights-related com-
munication and training activities, Gru-
po Falabella carries out the following 
activities and measures:

•	 The “Human Rights and Business Week” 
communications campaign, held annual-
ly since 2022, includes communications 
about the Human Rights and Business 
Policy and the Human Rights Program, 
among other topics.

•	 Supplier Workshop. An annual event 
held since 2021, the 2024 workshop was 
attended by 697 suppliers from Chile, 
Peru, Colombia, Uruguay, Argentina, and 
Mexico. This event provides information 
about the Integrity Channel, its contact 
methods and guarantees, and Grupo 
Falabella's human rights standards, as 
contained in our internal regulations 
and contractual compliance clauses.

•	 Starting in 2024, human rights topics 
were incorporated into annual compli-
ance training, which is mandatory for 

In addition to the Human Rights and 
Business Policy and its specific measures, 
Grupo Falabella has internal corporate 
regulations that govern various issues 
related to human rights, such as:

•	 Human Rights Program.

•	 Code of Integrity.

•	 Ethics Program.

•	 Gender Equity Policy.

•	 Diversity and Inclusion Policy.

•	 Policy against Sexual Harassment, 
Workplace Harassment, and Workplace 
Violence.

•	 Protocol against Gender-Based Violence.

•	 Gender Transition Protocol.

•	 Practical Compliance Guide for Suppliers 
and Collaborators.
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5. Human Rights  
	  Program
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The program contains different elements related to:

Control:

Regulation:

•

•

Human Rights and 
Business Policy

Code of Integrity

Execution:

Senior management

Human Rights Compliance 
Officer appointed by 
senior management

Identification of exposed 
positions

Human rights due 
diligence

Contractual clauses

Annual Human Rights 
Report

Record keeping

Disciplinary and corrective 
measures

Remediation, if applicable

Integrity Channel

Report of internal 
investigations, as well as of 
judicial and/or administrative 
sanctions

Record of complaints made 
via the Integrity Channel, and 
sanctions or measures 
applied

•

•

Record of ethical 
audits of suppliers

Record of customer 
incidents

Record of security 
incidents

Program Audit

•

•

•

•

Program Monitoring by 
the Compliance Officer

Annual report by the 
Compliance Officer to 
senior management

•

•

Communication:

Internal communication: 
i) induction of new employees and circulation of 
relevant content on human rights and the 
Integrity Channel through digital platforms or 
emails; ii) mandatory annual training for 
exposed positions and specific workshops as 
required

External communication: 
annual training for suppliers, based on criticality 
or relevance criteria

•

•

•

•

•

•

•

•

•

•

•

•

In January 2025, Falabella S.A.’s Board of 
Directors approved the Human Rights 
Program, the objectives of which are: i) 
to conduct due diligence based on the 
risks of human rights violations in the 
course of its activities; ii) to establish, 
communicate, and guide the expected 
conduct of employees, suppliers, and 
business partners with respect to human 
rights; iii) to establish mechanisms to 
comply with legal requirements and the 
commitments each company has made 
in this area; iv) to manage the risks of 
human rights violations in the course 
of each company's activities; and v) to 
designate an employee as a Compliance 
Officer to implement and manage the 
program.

The program applies to the entire Grupo 
Falabella and must be implemented in 
each subsidiary, requiring compliance 
from all employees. Additionally, we will 
encourage our suppliers and business 
partners to align their conduct with the 
standards, guidelines, and principles 
established in the Human Rights and 
Company Policy, as well as the program 
provisions applicable to them.
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In its annexes, the program considers, among others:

•	 Request, from senior management, the 
resources and the granting of powers 
necessary to fulfill their functions;

•	 Report annually to senior management 
on the status of program implementa-
tion. This report must include manage-
ment reports and conclusions in the 
areas of regulation, communication, 
execution, and control;

•	 Make suggestions to the relevant man-
agement team regarding the measures 
deemed necessary for the correct 
execution of the program; 

•	 Maintain records of the most relevant 
program activities in the areas of reg-
ulation, communication, execution 
and control;

Categorization of behaviors that 
affect human rights: 

•	 Based on a risk prioritization exercise, 
the program details the behaviors that 
Falabella S.A.'s Governance, Ethics and 
Compliance Department has identified 
as susceptible of constituting a human 
rights violation if materialized. This 
categorization is aligned with that used 
by the Ethics Department to manage 
complaints from the Integrity Channel, 
and includes topics such as: workplace 
and sexual harassment; workplace 
violence; labor noncompliance by the 
company and its suppliers related 
to pay, working hours, freedom of 
association, human trafficking, child 
labor, and forced labor, among others; 
negative effects on the environment 
and communities; negative effects on 
privacy and personal data; discrimina-
tion; and retaliation.

Human Rights Compliance Officer Job 
Description: 

The Human Rights Program considers 
the designation of a Compliance Officer 
in each subsidiary. This position will 
be responsible for implementing and 
overseeing compliance with all program 
elements, as well as, in conjunction with 
senior management, fostering a culture 
of respect for human rights. The officer 
must have: i) high visibility throughout 
the organization; ii) professional and 
judgmental independence in the per-
formance of their duties; iii) sufficient 
budgetary autonomy; and iv) access to 
senior management to report freely and 
expeditiously. All of the above is intend-
ed to implement, monitor, and enforce 
compliance with the program.

Likewise, the officer will be responsible 
for carrying out the following tasks and 
functions:

•	 Ensure, along with senior management, 
the effective implementation of the 
program and its updating.
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6. Due diligence  
	  process
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Among completed and ongoing due diligence processes, the following human rights aspects were or 
are being reviewed to identify potential or actual negative impacts:

Health and safety of employees, 
customers, suppliers, and visitors.

Complaint
mechanisms.

Freedom of association and collecti-
ve bargaining of employees.

Privacy, personal data protection, and 
information security for employees, 
customers, suppliers, and visitors.

No discrimination against employees, 
customers, suppliers and visitors.

Diversity and equal opportunities 
for employees.

Forced labor, human trafficking, and 
child labor in the value chain.

Impacts on the environment 
that affect human rights and 

quality of life.

Working conditions, talent attraction and 
retention, and employee training.

Human rights 
risks and

other  aspects
considered

Process Methodology

In accordance with our Human Rights 
and Business Policy, each company must 
conduct a due diligence process to iden-
tify and assess human rights risks and 
impacts, incorporating the identified gaps 
and mitigation and remediation action 
plans into its risk matrices. During 2022, 
Grupo Falabella initiated a due diligence 
process for its business units in Chile 
and other countries. This effort builds 
on those of Sodimac Chile, Sodimac Co-
lombia, and Mallplaza Chile, companies 
that initiated their processes between 
2018 and 2020.

The due diligence processes have been 
led by internal teams with experience in 
human rights risk management and sup-
ported by external consultants specializing 
in the field.

The methodology used for due dili-
gence processes is established in the 
United Nations Guiding Principles on 
Business and Human Rights, and in-
cludes analysis of internal regulations, 
interviews, focus groups, and surveys of 
employees, suppliers, customers, and 
communities. The purpose is to gather 
and integrate the perceptions of our 
relevant stakeholders, whose human 
rights could be affected by our activities. 
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PRELIMINARY 
INFORMATION COLLECTION

Review of internal 
regulations and other 
corporate documents

RISK IDENTIFICATION AND 
INITIAL ASSESSMENT

Listening and dialogue 
processes with employees, 
suppliers, communities, 
and clients, through 
interviews, focus groups 
and surveys.

RISK EVALUATION AND 
PRIORITIZATION

Risk matrix designed from 
risks identified alongside 
stakeholders
Assessment of inherent 
risks according to impact 
and probability criteria
Identification and 
evaluation of controls 
associated with the 
identified risks
Assessment of residual 
risks and prioritization

•

•

•

•

DESIGN AND IMPLEMENTATION 
OF ACTION PLANS

Establishment of measures 
to stop, prevent and 
mitigate risks, along with 
those responsible for them

Due diligence stages
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Business vertical Countries

Falabella Corporate

Falabella Retail

Falabella Financiero 
(Banco and Seguros)

Tottus

Falabella.com

Sodimac

Imperial

Mallplaza

Real Estate

The companies that have undertaken 
processes to assess human rights risks 
represent 97% of our operations (*).

100% of these companies have identified 
and prioritized relevant risks, and 78% (*) 
have completed the definition of controls 
and mitigation measures.

(*) In terms of 2024 revenue.

Scope and status of due diligence

The scope and status of Grupo Falabella's due diligence processes are 
detailed below:

During 2025, the risk matrices are being 
reviewed and updated, to incorporate 
them into Grupo Falabella's compre-
hensive risk management model, led by 
the Corporate Risk and Internal Control 
Department.

In addition, in Grupo Falabella’s acquisi-
tion or merger processes with third-party 
companies in recent years, a review of 
their legal and regulatory compliance 
has been contemplated among prior 
procedures, also considering labor and 
environmental matters, as well as any 
contingencies, lawsuits or administrative 
proceedings regarding the health and/
or safety of its employees.
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Discrimination 
and mistreatment 
of customers, 
employees and 
suppliers

Lack of women's 
representation and 
promotion of gender 
diversity in 
management positions

Non-compliance with 
regulations on the 
protection of personal 
data of customers, 
suppliers and 
collaborators

Lack of safety, and 
harm to people due 
to crime and/or 
social conflicts

Non-compliance 
with labor 
regulations by our 
suppliers in relation 
to their workers

Environmental 
damage with effects 
on communities

Main risks identified Design, implementation and 
monitoring of action plans

Grupo Falabella is working on the design and im-
plementation of measures to stop, prevent, and 
mitigate the main risks. The process of designing 
action plans, in accordance with the Human 
Rights Program, is led by the Compliance Officer 
in conjunction with the areas responsible for the 
risks. It takes into consideration the perception 
of various stakeholders regarding concerns and 
opportunities for improvement. Action plans may 
include, among others, adjustments to the com-
pany's facilities and infrastructure, production 
processes, or other operational processes. They 
may also include the participation of companies 
in skill building, training, or improvements to 
supplier management systems.

To monitor the actions, the Human Rights Pro-
gram establishes, among its control elements:

•	 The audit, which consists of an independent 
and objective examination conducted by each 
company's internal audit department, of the 
program's processes and activities, such as 
action plans, to evaluate their operation, func-
tioning, and effectiveness.

From the evaluation and prioritization stages of the due diligence processes com-
pleted to date, the following cross-cutting risks have been identified:

•	 Monitoring by the Compliance Officer, which 
consists of supervising and verifying the proper 
functioning and effectiveness of the program, 
with the purpose of guiding decision-making 
that ensures compliance with the defined 
action plans.

In addition to the above, Grupo Falabella has 
ongoing communication and engagement mech-
anisms with its stakeholders, enabling us to 
identify relevant issues and opportunities for 
improvement, and obtain feedback on the mea-
sures implemented and their effectiveness.

In the following pages, we detail examples of 
prevention and mitigation measures implemented 
for each of the risks.
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For details on our relationship with 
stakeholders, see the 2024 Annual 
Report (pages 112 to 114).

https://investors.grupofalabella.com/app/uploads/sites/2/2025/04/2504_Falabella_2024_Annual-Report_ENG_Consolidado-alta.pdf
https://investors.grupofalabella.com/app/uploads/sites/2/2025/04/2504_Falabella_2024_Annual-Report_ENG_Consolidado-alta.pdf


Risks and implemented measures 

Each of these pillars has sponsors who 
act as examples and representatives of 
each inclusion group, promoting role 
modeling, boosting initiatives, and mak-
ing commitments widely visible. These 
sponsors participate in Falabella S.A.'s 
Diversity, Equity, and Inclusion Commit-
tee, which is responsible for leading the 
corporate strategy on these issues. 

In addition to Falabella S.A.'s Diversity, 
Equity, and Inclusion Committee, Grupo 
Falabella has taskforces by company and 
country, with the participation of focal 
points from each of them, in order to 
provide guidelines and to work in a par-
ticipatory manner to promote initiatives 
and strategic objectives in accordance 
with local realities.

In addition to the above, Grupo Falabella 
has implemented a series of activities that 
operationalize its political commitment 
to inclusion groups. On our Academia 
Falabella training platform, we offer a 
diversity and inclusion training program, 
mandatory for all group employees. This 

program addresses topics such as sex-
ual diversity, gender equality, disability, 
intersectionality, and interculturality. As 
of March 2025, 48% of employees have 
completed this program.

Since 2020, a training and communications 
plan on diversity and inclusion issues has 
been developed for Grupo Falabella's 
loss prevention and security teams, with 
a special emphasis on external security 
guards, through their employers.

The areas primarily responsible for 
managing these risks are people, com-
munications, operations, procurement, 
security, ethics, compliance, and legal.

We highlight the following examples 
of initiatives related to equity, sexual 
diversity, disability, and the prevention 
of workplace harassment, sexual harass-
ment, and violence:

Discrimination and mistreatment of customers, employees and suppliers

In addition to the Human Rights and 
Business Policy, Grupo Falabella has a 
Gender Equity Policy, a Policy against 
Sexual Harassment, Workplace Harass-
ment and Workplace Violence, a Protocol 
for the Prevention of Sexual Harassment, 
Workplace Harassment and Workplace 
Violence, an Integrity Code, and a Diversity 
and Inclusion Policy, among others. Their 
aim is to establish guidelines and mea-
sures to prevent all types of discrimination 
and mistreatment and, in turn, promote 
inclusion and prevent harassment and 
violence in the workplace.

The Diversity and Inclusion Policy was 
updated in early 2024, incorporating 
new aspects to comply with regulatory 
requirements on the inclusion of people 
with disabilities, the tasks of Labor Inclu-
sion team (for Chile), and new concepts 
that will increase representation of our 
inclusion groups. In addition, this poli-
cy establishes common standards and 
structures, with special emphasis on the 
pillars of gender equity, sexual diversity, 
and people with disabilities.
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1. Sexual diversity

•	 Posting our job opportunities on the 
Pride Connection portal. Likewise, 
together with this organization,  we 
developed an Inclusive Treatment 
Manual to train and guide our col-
laborators and external staff in the 
appropriate treatment of our cli-
ents and visitors, with awareness 
and respect for their diversity and 
differences. In turn, our companies 
have developed their own manuals 
and protocols aimed at inclusive and 
non-discriminatory treatment in their 
facilities and services. Every year, we 
participate in Radiografía Equidad CL, 
a survey of the work of Chilean com-
panies in inclusion, and in 2022, we 
were selected to join Pride Connection 
Chile’s Strategic Committee for three 
years. In addition, we have shared 
our experience by assuming the role 
of mentor company in its Business 
Mentoring Program.

•	 Initiatives that promote equal rights for 
the LGBTIQ+ community throughout 
the year, through communication ma-
terials, newsletters, awareness-raising 
talks, and discussion panels on various 
gender-related topics.

•	 All of Grupo Falabella's employees, 
regardless of the type of union they 
choose with their partners (marriage 

or civil union agreements), have the 
same benefits, including maternity and 
paternity leave for same-sex adoption.

•	 The Gender Transition Protocol estab-
lishes guidelines for supporting and 
assisting individuals who decide to 
begin or continue their gender transition 
process in a respectful and friendly 
environment. In Chile, supplementary 
health insurance provides coverage 
for gender transition, which includes 
psychological support, hormone treat-
ment, and surgery.

•	 The LGBTIQ+ and Allies Community 
is a space for our team members to 
meet, connect, and communicate 
about issues important to them. 
It also provides an opportunity to 
act as leaders of change and have a 
direct impact on the transformation 
of Grupo Falabella toward an increas-
ingly inclusive culture, amplifying the 
diversity of voices and experiences in 
regard to organizational priorities. The 
communities function independently 
by company in Chile, Peru, Colombia, 
Brazil, and Mexico. The community 
co-designs various initiatives identified 
as necessary or of interest, such as sex-
ual diversity training, communication 
development, and awareness talks, 
among others. In 2024, the Day Against 

Homo-Bi-Transphobia, Coming Out Day, 
and Pride Day were commemorated 
through audiovisual material and by 
supporting the design of Pride Month.

•	 Aligned with our commitment to cre-
ating safe and inclusive workplaces, 
we joined Summit Presente 2024, the 
largest annual LGBTIQ+ diversity and 
inclusion conference in Peru and Latin 
America, sharing our best practices.

•	 For the fourth consecutive year, we 
signed the Pride Connection Peru 
Declaration of Commitments, in which, 
through ten guidelines, we joined the 
group of companies that continue to 
work against discrimination based on 
sexual orientation, gender identity or 
gender expression in Peru.
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2. Prevention of workplace harassment, sexual harassment, and workplace violence 

•	 In Colombia, sexual harassment cas-
es are handled through the Integrity 
Channel within a considerably shorter 
investigation timeframe than that es-
tablished by the General Investigation 
Procedure. Furthermore, when a com-
plaint is filed, an Open Investigation 
Committee is established to define 
provisional measures to protect those 
potentially affected.

•	 At the regional level, an average of 58% 
of employees were trained in 2024. In 
Chile, an average of 73% of employees 
were trained.

•	 In 2025, Sodimac Chile obtained the 
"Karin’s Law Seal" certification at its 
highest level (Level 2), awarded by the 
Chilean Safety Association, a mutual 
insurance company that administers 
labor insurance against occupation-
al accidents and illnesses in Chile. 
This certification is a formal recogni-
tion that Sodimac has implemented 
policies, protocols, and best practic-
es aligned with the law to prevent 
and address workplace harassment, 
sexual harassment, and workplace 

•	 In 2024, in response to the enactment 
of Law No. 21,643 in Chile (known 
as "Karin’s Law"), the Policy against 
Sexual and Workplace Harassment was 
updated and is now called the Policy 
against Sexual Harassment, Workplace 
Harassment, and Workplace Violence. 
This was communicated on our internal 
Viva Engage portal and through corpo-
rate employee emails, seeking a broader 
reach. Additionally, we conducted an 
extensive process to update each com-
pany's Internal Regulations of Order, 
Hygiene, and Safety. This was done in 
order to adapt internal regulations to 
the guidelines established by the new 
Protocol for the Prevention of Sexual 
Harassment, Workplace Harassment, 
and Workplace Violence. Similarly, the 
General Investigation Procedure was 
adapted to the new requirements 
imposed by both Law No. 21,643 and 
its respective regulations.

•	 Training on sexual harassment, work-
place harassment, and workplace vi-
olence for employees and external 
personnel, through training capsules 
and in-person and online sessions.

violence. This certification covers 100% 
of its stores, distribution centers, 
and support offices. Also, Sodimac is 
the first large company to obtain it. 

•	 We promote the proper use of the 
Integrity Channel by our employees, 
allowing them to inquire and report 
potential violations or abuses during 
their employment relationship. We also 
encourage employee participation in 
joint committees, so that they can act 
as organizational representatives and 
agents in matters of hygiene, safety, 
occupational health, and the prevention 
of sexual harassment, among others.
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3. Disabilities

•	 During 2024, as Grupo Falabella, we 
participated in two inclusive job fairs 
to seek talent with disabilities. At the 
same time, we began engaging with 
eleven institutions, foundations, or-
ganizations, and five higher educa-
tion institutions to attract talent with 
disabilities, establish reasonable job 
adjustments, and assist employees in 
obtaining their disability credentials.

•	 The Accessibility Network, created 
in 2022, is made up of people with 
disabilities, job inclusion coordina-
tors, caregivers, family members, and 
people interested in the topic. Among 
its objectives, the network seeks to 
raise awareness about disabilities, 
commemorating "Disability Week" 
and carrying out activities, events, 
and campaigns that strengthen a cul-
ture of inclusion throughout the year, 
promoting physical, technological, and 
attitudinal accessibility. The network 
is present in Chile, Peru, Colombia, 
and Mexico, and has informational 
materials for all the countries where 
Grupo Falabella operates.

•	 We highlight some examples of mea-
sures adopted in our facilities: Open 
Plaza Chile has a "Friendly Space," an 
initiative that aims to mitigate auditory 
and visual stimuli in malls during certain 
hours so that neurodivergent people 

can have a pleasant shopping experi-
ence without sensory overstimulation. 
Likewise, Mallplaza Los Dominicos in 
Chile began implementing "The Silent 
Hour" to offer a calmer and more re-
spectful experience to neurodivergent 
people by reducing sensory stimu-
li in different areas of the shopping 
center, and offering noise-cancelling 
headphones to those who need them. 
Sodimac Chile also holds a "Silent Hour", 
which has been implemented in 56 
stores. We also highlight the imple-
mentation of Lazarillo App. People 
can download it to navigate within 
the store, identifying the different 
aisles to orient themselves for a bet-
ter shopping experience. At Sodimac 
Colombia, we highlight the "Inclusive 
Assisted Sales" initiative, through 
which all stores have access to an 
internal assisted sales platform, 
where live sign language support 
can be requested.

Other alliances in which we 
participate to promote diversity, 
equity and inclusion

•	 Inclusive Business Network (ReIN): a 
group of more than 100 companies 
associated with SOFOFA (Chile), working 
to promote responsible labor inclusion 
processes.

•	 UC Network of Experienced Companies: 
a business community linked to the 
Pontifical Catholic University of Chile, 
dedicated to preparing and supporting 
companies in transforming their organi-
zational culture toward comprehensive 
age management.

•	 Intercultural Business Network SJM 
(Jesuit Migrant Service) of Chile: a meet-
ing space for interculturality and the 
inclusion of migrants in the workplace.

•	 CEO for Inclusion: An initiative of the 
ConTrabajo Foundation in collab-
oration with Acción Empresas and 
sponsored by ESE Business School's 
Center for the Development of Social 
Initiatives (CEDIS). It promotes com-
mitment to the inclusion of people 
with disabilities and the elimination 
of barriers in the workplace.
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Lack of safety, and harm to people due to crime and/or social conflicts

is communicated, at least semi-annually, 
to the Governance, Ethics and Compli-
ance Department and the Corporate 
Sustainability Department. The purpose 
of this report is to identify all incidents 
that have occurred at the facilities of 
companies operating in Chile and in 
which physical aggression (aggressive 
behavior by one person toward another 
or toward company assets, as well as the 
use of weapons, regardless of whether 
damage has occurred) and hostile con-
duct (confrontational verbal or physical 
behavior, but without contact between 
people or the throwing of objects used 
as projectiles) have occurred. The report 
allows us to measure: i) the level of 
incidents by type, per company; ii) the 
distribution of incidents by region and 
municipality; and iii) physical attacks and 
hostile behavior based on the parties 
involved (security personnel, custom-
ers, employees, and third parties), and 
whether or not weapons are present. 
The report also includes information 
on the month-to-month evolution of 
these incidents, which allows us to 
identify periods that require greater 
preparation by facilities, security, and 
loss prevention personnel.

Likewise, as part of its 
ongoing monitoring of 
env ironment al  r isk s , 
the Corporate Security 
Department prepared 
a report on crime and 
emerging risks to alert 
people to criminal activities 
that have shown a sustained 
increase in frequency, 
evolved in their methods 
of execution, or arisen in 
the countries where Grupo 
Falabella operates.

To protect visitors, customers, suppliers, 
and employees at our facilities from 
emerging crime trends that impact 
their safety, Grupo Falabella has had a 
Corporate Security Department since 
2020. This department coordinates the 
Security and Environmental Analysis 
and Corporate Physical Security sub-de-
partments, along with security teams 
by country and company. Their tasks 
include analyzing physical security risks 
at the group's facilities, such as criminal 
activity or trends and public disorder, 
and developing policies, protocols, and 
procedures to prevent and mitigate their 
consequences.

In addition, we have included a regulatory 
focus, risk analysis and management, 
prevention plan proposals, and analy-
sis of internal and external indicators, 
contributing to a continuous process of 
improvement in physical security, which 
is applied to all our businesses.

In the context of the development of 
the Human Rights Program, since 2023, 
the Corporate Security Department has 
prepared a Physical Aggression and 
Hostile Conduct Incident Report, which 

These activities represent a potential 
direct or indirect risk to the safety of 
employees, customers, visitors, and/
or suppliers and, consequently, to the 
Group's operational continuity. In this con-
text, the Corporate Security Department 
made recommendations and proposed 
specific mitigation actions for each of 
the identified risks.

Meanwhile, in the face of disruptive 
crises—including natural events of a 
climatic and/or anthropogenic nature—
emergency communication systems and 
crisis planning are being strengthened 
at every level in Grupo Falabella, as well 
as internal information procedures for 
decision-making and the convening of the 
respective crisis committees, if necessary.

The areas primarily responsible for 
managing this risk are security, oper-
ations, people, compliance, and legal.
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ed measures, see 2024 Annual Re-
port (page 69) and ESG Annex 2024 
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Non-compliance with labor regulations by our suppliers

their responsible and comprehensive 
development. Suppliers are audited and 
evaluated based on document reviews, 
evidence verifications, and on-site visits. 
The results of these assessments could 
reveal gaps, based on which specific ac-
tion plans are defined and implemented.

While audits cover a wide range of top-
ics, the most common risks identified 
in Latin America and Asia are related to 
health and safety, wages, benefits, and 
working hours. Suppliers are prohibited 
from having any critical noncompliance—
such as child labor, forced labor, serious 
rights violations, or serious risks to the 
health and safety of their workers, among 
others—, otherwise the business rela-
tionship will be terminated. For minor 
noncompliance, suppliers must submit 
an action plan, which Grupo Falabella 
oversees to ensure improvement.

During 2024, 2,275 supplier assessments 
were conducted, of which 2,095 consid-
ered sustainability aspects, including 
human rights.

Likewise, during 2024, centralized man-
agement of external personnel providing 
services to the group's companies began 
to be implemented in Chile. This work, 
led by the Legal Department’s Labor 
Affairs division, allows for, among other 
things: i) providing counsel and managing 
the corresponding documentation to 
comply with the subcontracting law; ii) 
comprehensive management of process-
es associated with external personnel, 
increasing control and maintaining a 
direct relationship with the business 
areas and contracting companies; and 
iii) controlling and monitoring the valida-
tion and payment of external personnel, 
providing specific indicators required by 
each business for this purpose, such as 
those related to compliance, absentee-
ism, and turnover.

Notable among the tools included in this 
system is worker authentication, which 
allows us to monitor the entry of external 
personnel through online verification of 
suppliers' compliance with their workers' 
labor and social security obligations.

At Grupo Falabella, we strive to establish 
long-term relationships with our suppliers, 
foster their growth, and support their 
commitment to sustainable production.

Through various instruments, such as the 
Practical Compliance Guide for Suppliers, 
contractual clauses and ethical audits, 
our suppliers commit to complying with 
current labor regulations and their obli-
gations to their employees, aligned with 
Grupo Falabella's principles.

Additionally, reviews are conducted upon 
initiating and throughout the contractu-
al relationship, of aspects such as the 
existence of overdue labor and social 
security debts, or the non-payment of 
employee health insurance. 

During 2024, Falabella Retail, Tottus, 
and Sodimac monitored and audited 
their suppliers at the regional level in 
partnership with SEDEX (Supplier Ethical 
Data Exchange), which provides access 
to the SMETA social audit Protocol. In 
this way, best practices are assessed 
among our private-label suppliers for 

The purpose of all the above is to manage 
our contractors, whom, despite no direct 
employment relationship, are part of our 
value chain, as well as to ensure proper 
compliance with labor and social security 
obligations. This translates into minimizing 
occupational risks in subcontracting and 
complying with service standards.

The main areas responsible for man-
aging this risk are procurement, sales, 
compliance, people, ethics, and legal.
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agement in its value chain, see 
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and following).
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Lack of women's representation and promotion of gender diversity in 
management positions

1. Gender pay gap:

•	 We manage the gender pay gap in all 
our business units, monitoring the 
figures throughout the year to imple-
ment appropriate action. Our compen-
sation strategy is based on principles 
of internal equity and external com-
petitivity, determining salaries based 
on the responsibility and individual 
contributions of employees, with the 
advice of an international consulting 
firm. The pay gap is measured by lev-
el of responsibility or internal grade 
assigned to each position, with the 
aim of equitably comparing salaries 
according to the position level. This 
measurement covers all positions, 
regardless of their functions, business 

We want to ensure the representation 
of diverse talent and increase female 
participation, going beyond the legal 
requirements of each country. In this 
context, we have set a goal to ensure 
that women comprise 40% of senior and 
middle management positions, having 
already reached 39.8% as of 2024.

This reflects our commitment to creating 
workspaces that attract and promote 
women's professional development. To 
this end, we implement specific action 
plans in various areas, including:

areas, or geographic locations. For the 
same level of responsibility, similar 
compensation is assigned within the 
salary range, ensuring competitivity. 
We have salary scales updated annu-
ally and reward merit, granting larger 
increases to those with outstanding 
performance.

•	 During 2024, we managed to reduce 
the pay gap at the senior management 
level to 8.47% (from 9.96% in 2023). 
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hiring women. Additionally, in terms 
of future development, 42% of the 
executive succession pipeline is com-
prised of women.

•	 Connected Women Network: This is a 
network of women in senior and middle 
management that seeks to promote 
women's connection and visibility, as 
well as their development and partic-
ipation in senior leadership positions. 
Notable among the initiatives carried 
out are the implementation of a gen-
der gap survey in 2023 and the annual 
"Connected Women" meetings in Chile, 
Peru, and Colombia. The survey aimed 
to collect data on women's experiences 
at Grupo Falabella, to identify gaps in 
gender equity, and to work with them on 
relevant solutions. This survey reached 
more than 1,000 women leaders with 
a presence in the different countries 
where we operate.

•	 In 2024, " Connected Women in Finance" 
was launched, creating a mentoring 
program with Women in Finance Latam. 
The program sought to enhance the 

careers of young professionals and 
create an opportunity for women 
mentors to meet new generations of 
professionals and other women with 
significant trajectories in the sector.

In addition to the above initiatives relat-
ed to reducing the gender pay gap and 
promoting the development of female 
talent, we highlight the following:

During 2024, Falabella Retail made progress in implementing a Gender Equity 
and Work-Life Balance Management System, in accordance with Chilean NCH 
3262 standard. The system aims to foster more equitable and inclusive work 
environments through policies and practices that promote co-responsibility, 
equal opportunities, and the reduction of gender gaps.

2. Selection and development of 
female talent:

•	 We strive for at least one woman to be 
present in 100% of executive selection 
processes (except for specialist areas).

•	 We make talented women visible within 
the organization by including them 
in the Talent Book, an application de-
signed to boost the internal mobility of 
talented women in senior and middle 
management, both in recruitment pro-
cesses and in Succession Committees.

•	 We promote female mentoring pro-
grams at each company and imple-
mented the “Coffee with Women” 
networking initiative, where senior 
managers meet one-on-one with wom-
en to enhance their development within 
Grupo Falabella.

•	 During 2024, key events such as Talent 
Day and Women's Week were held to 
promote an inclusive and equitable 
culture. In this regard, we achieved 
having 82% of executive selection pro-
cesses (senior and middle manage-
ment) include women as candidates, 
and 40% of the processes resulted in 
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•	 Partnership with the Women Social 
Leaders Foundation (Banco Falabella 
Chile): This partnership was estab-
lished in 2024 to empower its members 
in their daily financial decisions. The 
program included educational talks 
for the associations they lead and 
100 spots in the personal financial 
well-being support program offered by 
the fintech company Adah, a financial 
growth platform for women leaders 
and their families.

•	 Fuertes y Fantásticas (Falabella 
Retail Chile): An initiative designed 
to empower vulnerable women who 
have been out of the labor market for 
an extended period, providing them 
with the necessary tools for their rein-
tegration. Through personalized image 
and human resources consulting, the 
program helps them regain self-confi-
dence and prepare to successfully face 
future job interviews, promoting their 
autonomy and strengthening their 
employment opportunities.

The main areas responsible for man-
aging this risk are people, communi-
cations, and sustainability.

This implementation has involved col-
laboration between various areas of the 
company, the review of its internal prac-
tices, and the incorporation of measures 
aimed at the well-being of its teams. 
In April 2025, Falabella Retail obtained 
certification from the external audit, 
accrediting it as eligible to apply for the 
"Equal Work-Life Balance Seal," a recog-
nition granted by the National Service 
for Women and Gender Equality of Chile 
to organizations that have effectively 
implemented this management system.

In terms of external groups and social 
impact, at Grupo Falabella we seek to 
empower women and provide tools to 
support them in their professional, ed-
ucational, and personal development, 
thereby contributing to reducing gender 
equity gaps through various initiatives 
such as:

•	 Emprendedoras Gennials (Banco 
Falabella Colombia): seeks to contrib-
ute to the development of women-led 
businesses, encouraging financial in-
clusion and the proper management 
of their productive initiatives. In 2024, 
we supported 160 women through 
mentoring, training, and fairs to show-
case, promote and facilitate the sale 
of their products.

Non-compliance with regulations on the protection of 
the personal data of customers, suppliers and employees

At the corporate level, the general guide-
lines, principles, and minimum activities 
that each company must observe and 
comply with regarding personal data 
protection were defined, to guarantee 
that all individuals, whether custom-
ers, employees, or suppliers, have their 
personal data processed in accordance 
with legal regulations and Grupo Fala-
bella's standards. In November 2021, the 
Personal Data Protection Compliance 
Program was approved, an initiative that 
establishes guidelines for determining, 
communicating, and guiding the expected 
behaviors of teams, as well as ensuring 
the existence of a single personal data 
protection standard for every company 
in the group.

At Grupo Falabella, we identify person-
al data as essential assets and value it 
according to the dimensions of confi-
dentiality, integrity, and availability. We 
classify data according to different levels 
of confidentiality, which allows us to 
categorize personal data and business 
data. This classification is grouped into 
highly confidential, sensitive confidential, 
non-sensitive confidential, internal use, 

and public use. Based on this classifica-
tion, we identify information security 
risks present in the data lifecycle and the 
controls that mitigate threats detected 
at the data perimeter related to storage 
systems, repositories, data schemas, 
and/or the transport layer.

The areas primarily responsible for 
managing this risk are compliance, 
legal, information security, people, 
marketing, business intelligence, sales, 
communications, and procurement.
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These commitments are part of a strategy aimed at 
decarbonizing operations and adapting to the phys-
ical and transition risks of a low-carbon economy, 
and are supported by governance that incorporates 
a risk-based approach.

Environmental damage with impact on communities

Grupo Falabella is committed to sus-
tainable development, respect for the 
environment and for environmental 
regulations, which means reducing the 
adverse impacts of its operations and 
promoting best practices in terms of 
eco-efficiency, climate action, and waste 
management.

In this context, Grupo Falabella has an 
Environmental and Climate Change Policy 
that includes among its general principles:

•	 Compliance with environmental leg-
islation in all jurisdictions in which it 
operates as well as with its own vol-
untary environmental commitments.

•	 Environmental protection and reduc-
tion of environmental impact, through 
initiatives, strategies, and controls that 
promote environmentally compatible 
development in the locations where 
it operates.

•	 The rational use of water, energy and 
natural resources employed in its oper-
ations, activities, and the value chain.

•	 Transparency of environmental per-
formance, informing stakeholders as 

required by environmental regulations 
and/or the commitments voluntarily 
assumed by each company.

Likewise, each company has implement-
ed an Environmental Program, which 
establishes communication and training 
mechanisms for employees and suppliers; 
mechanisms for compliance with regula-
tions and commitments; management of 
environmental risks and opportunities; 
and the appointment of a Compliance 
Officer.

During 2024, work was done to identify 
and standardize controls and best prac-
tices aimed at preventing and mitigating 
the risk of conflict with the community. 
Some examples include community en-
gagement plans for operations, mon-
itoring mechanisms, and channels for 
consultations and complaints available 
to various stakeholders, which is par-
ticularly relevant in the real estate and 
retail businesses.

Finally, through our climate action and 
circular economy initiatives, we seek to 
mitigate the impacts generated in our 
operations and value chain, promoting 
actions that reflect our commitment to 

decarbonization, adaptation to the risks 
and opportunities arising from climate 
change, reducing waste sent to landfills, 
and integrating circular economy princi-
ples into our processes.

In 2023, we announced our goal of reach-
ing net-zero emissions by 2035 in Scopes 
1 and 2, approved by the Falabella S.A. 
Board of Directors and aligned with the 
Greenhouse Gas Protocol (GHG)*. As an 
intermediate goal, we seek to reduce 
these emissions by 65% by 2030, using 
2021 as a base year. Additionally, we 
committed to sourcing our electricity 
supply from 65% renewable energy by 
2030 and reducing food waste in our 
supermarkets by 20% by 2025.

In 2024, we are making consistent 
progress toward our goals:

We have reduced  our 
Scope 1 and 2 emissions by 

We are sourcing  

We have reduced  food 
waste in supermarkets by 

27% 

78% 

26% 

compared to 2021.

of our electricity from renewable 
sources, 5% more than in 2023. 

compared to 2021

(*) Entity that establishes the corporate accounting 
and reporting standard on greenhouse gas emissions.
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Noteworthy examples from 2024:

In Peru, Sodimac continued to roll out the "Build 
Well" project, which promotes safe construction 
and natural disaster prevention through best 
practices in the use of materials and infrastruc-
ture reinforcement. This initiative included 
awareness-raising and training activities for 
customers, employees, and communities, 
focusing on prevention and preparedness for 
risks such as the El Niño phenomenon.

Banco Falabella Peru led a prevention plan for 
El Niño in Piura and Trujillo, regions at greatest 
risk of being affected. In partnership with Techo 
Perú and with the support of our volunteer 
workers in both regions, we strengthened flood 
evacuation plans, installed signage, distributed 
emergency backpacks and food supplies, and 
held financial education workshops.

Climate adaptation and resilience

At Grupo Falabella, we 
understand that the climate 
crisis affects multiple human 
rights, so implementing 
prevention and response 
measures to address this 
phenomenon is crucial 
to ensuring the safety 
and experience of our 
employees, customers, and 
neighboring communities, 
as well as the continuity 
and sustainability of our 
operations and services.

In terms of prevention, we have de-
veloped various initiatives to mitigate 
the negative impacts of climate change 
before they materialize. Not only does 
this reduce the vulnerability of our em-
ployees, communities, and customers, 
but it also lowers the economic costs 
associated with the interruption of ac-
tivities, recovery, and reconstruction 
following a natural disaster. Some of 
these initiatives include: i) preventive 
infrastructure maintenance; ii) emergen-
cy drills and training for firefighters, key 
personnel, employees, and communities; 
iii) monitoring meteorological events 
and generating early warnings; and iv) 
coordination with key local stakeholders 
to monitor and implement prevention 
actions.

At the response level, we implemented 
measures to address the immediate and 
short-term effects of extreme climate 
change events, such as floods, landslides, 
wildfires, and heat waves. We believe that 
a rapid and coordinated response can 
protect our employees, customers, and 
the community, and minimize damage 
to our facilities' infrastructure. Some 
of our response initiatives include: i) 
coordination with local and national 
authorities to diagnose the emergency, 

identify needs, and define actions to be 
implemented; ii) communication with 
customers in affected areas about the 
situation and potential consequences 
for services and operations; iii) support 
to employees and communities based 
on identified needs; and iv) making our 
spaces available for local support actions, 
in coordination with public and private 
institutions and civil society.

In 2024, we published our first Climate 
Report, outlining our commitments, prog-
ress, and vision for the challenges we face.

The areas primarily responsible for 
managing this risk are sustainability, 
environment, operations, compliance 
and legal.

31|   H U M A N  R I G H T S  R E P O R T  2 0 2 5

To learn more about Grupo 
Falabella's environmental man-
agement, see the 2024 Annual 
Report (pages 164 to 179) and 
the 2023 Climate Report.

https://investors.grupofalabella.com/app/uploads/sites/2/2025/04/2504_Falabella_2024_Annual-Report_ENG_Consolidado-alta.pdf
https://investors.grupofalabella.com/app/uploads/sites/2/2025/04/2504_Falabella_2024_Annual-Report_ENG_Consolidado-alta.pdf
https://investors.grupofalabella.com/app/uploads/sites/2/2024/08/Climate-Report-2023-Falabella-1.pdf


Specific 
performance 
on key issues

Children and 
adolescents

With regard to our associates who 
are mothers and fathers, we promote 
work-family balance with measures that 
allow them to share parental duties, so 
they can balance their work, personal, 
family, and domestic responsibilities. 
Some of these measures include:

•	 Days off associated with specific events, 
plus additional personal days.

•	 A longer period of leave than legally 
established for parental leave in each 
country, within the scope of each com-
pany and as part of a gradual imple-
mentation plan.

•	 Specific monetary benefits associated 
with births and adoptions.

In response to the industry's material 
issues and the complexity of its value 
chain, Grupo Falabella has developed a 
specific approach to key topics that seek 
to mitigate risks while generating value 
for its stakeholders.

Our Human Rights and Business Policy 
considers respect for and promotion of 
the rights of children and adolescents, 
in line with UNICEF's Children's Rights 
and Business Principles; the UN Global 
Compact; and Save the Children; rejecting 
the use of child labor.

We promote respect for human rights 
and the rights of children and adoles-
cents throughout our supply chain, im-
plementing supplier assessments and 
audits that seek to identify the risk of 
child labor, mitigate it, and implement 
immediate corrective actions.

We also seek to guarantee the rights of 
children and adolescents, promote better 
living conditions, and foster opportunities 
for their development through various 
programs and initiatives related to basic 
schooling and education, financial literacy, 
and the transition to working life, among 
others. During 2024, more than 50,000 
children and adolescents improved their 
learning through educational programs 
implemented in schools in Latin America 
and India.
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To learn more about the educa-
tion programs, see 2024 Annual 
Report, Social Impact, pages 
150-163.

https://investors.grupofalabella.com/app/uploads/sites/2/2025/04/2504_Falabella_2024_Annual-Report_ENG_Consolidado-alta.pdf
https://investors.grupofalabella.com/app/uploads/sites/2/2025/04/2504_Falabella_2024_Annual-Report_ENG_Consolidado-alta.pdf
https://investors.grupofalabella.com/app/uploads/sites/2/2025/04/2504_Falabella_2024_Annual-Report_ENG_Consolidado-alta.pdf


Employee 
well-being

the "Culture Survey," designed to glean 
employee perceptions regarding key 
areas of their experience, with the aim of 
guiding the management of people and 
the climate of each team based on data.

In addition to the "Culture Survey," we 
implemented two specific employee 
lifecycle surveys in some Grupo Falabella 
companies: the "Onboarding Survey" and 
the "Exit Survey," the primary purpose of 
which is to gather key information that 
allows us to optimize time and critical 
processes in our employees’ journeys.

We look after our teams with a value 
proposition that promotes a positive 
work-life balance; contributes to develop-
ment, mobility, and continuous learning; 
respects their rights to association and 
collective bargaining; and builds a cul-
ture of health and safety that extends 
to everyone in the organization.

We offer people who work at Grupo 
Falabella a value proposition that sup-
ports their professional development 
while protecting their personal lives. 
This proposition is based on four funda-
mental pillars: benefits, talent, culture, 
and flexibility.

Additionally, since 2022, Grupo Falabel-
la has implemented a unified listening 
strategy, based primarily on surveys 
that cover the diverse experiences of 
employees. Our main listening tool is 

33|   H U M A N  R I G H T S  R E P O R T  2 0 2 5



7. Governance and  
	  responsibility
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Responsibility for implementing and 
maintaining this program rests with  each 
company's board of directors, its CEO 
and the Compliance Officer, the latter of 
whom is responsible for administrative 
implementation. 

The Compliance Officer must possess 
the attributes recommended by interna-
tional best practices for the execution of 
his or her duties, in order to implement, 
monitor, and enforce compliance with 
the aforementioned program. 

The program also establishes the obliga-
tion to develop a risk matrix, a process 
governed by the company's Compli-
ance Risk Management Procedure. Risk 
matrices must be updated every two 
years or when events or facts occur that 
may affect the compliance standard 
set by each company or influence its 
risk management. This includes, but is 
not limited to: i) regulatory changes; ii) 
operational incidents; iii) high-profile 
incidents; iv) findings from background 
check processes related to business 
operations; and v) new challenges or 
trends in human rights.

Each of the risks identified in the ma-
trix has a person responsible for per-
manently and proactively managing 
and implementing the controls that 
mitigate it, as well as the action plans 
defined for this purpose. For example, 
the across-the-board risks identified in 
this report are managed by the areas of 
people, procurement, ethics, compliance, 
legal, information security, environmental, 
sustainability, physical security, and loss 
prevention, among others. This ensures 
continuous monitoring of human rights 
risk management.

In 2020, in order to coordinate work 
at the corporate level, a human rights  
taskforce was implemented with the 
compliance and sustainability areas of 
Grupo Falabella companies in Chile, led 
by Falabella S.A.'s Governance, Ethics 
and Compliance, Communications, and 
Sustainability departments. In 2021, 
companies in Colombia, Peru, Argentina, 
Brazil, and Mexico joined this initiative. 
This group focused on three areas of work: 
drafting the Human Rights and Business 
Policy; developing a communications and 
training campaign to raise awareness 
among employees and suppliers on the 
subject; and initiating or updating due 
diligence processes.

Currently, Falabella S.A.'s Departments 
of Sustainability and of Governance, Eth-
ics, and Compliance coordinate human 
rights-related work with the homologous 
departments in its various companies. 
Beginning in 2025, in connection with the 
approval of the Human Rights Program 
by the Falabella SA Board of Directors, 
the taskforce meets monthly with these 
departments to support the group's 
various companies in the program's 
approval and implementation process.
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Falabella S.A. Board of Directors

Main areas responsible
for human rights risks:

Sustainability
Management

Governance, Ethics and
Compliance Management

Sustainability
Representative

Compliance
Representative

Corporate Taskforce:
Coordination of Grupo Falabella companies

Compliance
Officer

Compliance
Officer

Oversees compliance with 
the company's sustainability 
and risk management 
strategy.

Periodic coordination 
meetings at the group level.

Sustainability EnvironmentInformation Security 

Risk Prevention Operations Security Sales

People EthicsProcurement ComplianceLegal Communications

Responsible for 
implementing the Human 
Rights Program and 
coordinating with the 
Group's companies.

Board of each company

In addition to the above, the Sustainability 
Department's main mission is to design 
and implement an agenda focused on 
the highest corporate standards and 
practices to advance short- and long-term 
business challenges related to environ-
mental, social, and human rights issues. 
It meets annually with the Falabella S.A. 
Board of Directors to report on results 
and obtain approval of the strategic vision, 
commitments, and investment budget. 
In accordance with the Human Rights 
Program, each company's Compliance 
Officer must report annually to the Board 
of Directors on the implementation and 
execution of this program, in order to 
facilitate risk management and identify 
gaps and opportunities for improvement.
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8. Grievance  
	  mechanisms  
	  and remediation
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Grievance mechanisms and 
remediation

At Grupo Falabella, we have an Integrity 
Channel, available in different languages 
for employees and third parties, such 
as suppliers, customers, and anyone 
who needs to make an ethical or human 
rights-related inquiry or complaint, or 
raise questions or concerns related to 
violations or non-compliance with the 
law or internal regulations.

The Integrity Channel is one and the 
same for all Group businesses, and it 
is confidential, anonymous, and free of 
retaliation. This means that confidentiality 
is required of all participants in an inter-
nal investigation or inquiry; retaliation 
against those who use it in good faith is 
not tolerated; and anonymous inquiries 
and complaints are permitted. Once a 
complaint is filed through the Channel, 
and in accordance with our General 
Investigation Procedure and Policy, an 
investigation is conducted and forwarded 
from Ethics Management to trained in-
vestigators, who then submit a report so 

that, in conjunction with each business, 
the necessary measures can be taken. 
These can range from disciplinary actions 
to the employees's termination. It is im-
portant to note that the use of this tool, 
which the company makes available to 
all employees and third parties, does not 
imply waiving the right to file a complaint 
with the corresponding authorities, nor 
does it imply a requirement to maintain 
confidentiality in doing so.

The Integrity Channel is periodically 
promoted through training sessions, 
posters, emails, and digital and in-per-
son campaigns. Focusing on continuous 
improvement, Grupo Falabella receives 
ongoing feedback from employees regard-
ing this tool through surveys, meetings 
with team members and unions, and 
other initiatives.

Once a year, the Ethics Department pres-
ents an update to the Board of Directors 
on the implementation and operation of 

Integrity Channel

the Ethics Program, including statistics 
on the functioning of the Integrity Chan-
nel. Among other things, information is 
presented regarding contacts received 
(both ethical and non-ethical) and their 
progress during the year, along with 
various indicators that measure the 
scope and effectiveness of the Channel's 
operation.

The communication methods for this 
channel are: i) by email; ii) by phone; iii) 
through the link located on each com-
pany's website and intranet; and iv) in 
person, by visiting the offices of the Eth-
ics Officer or the corresponding Ethics 
Department.
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Integrity Channel Link

Integrity Channel Con-
tact Methods

General Investigation 
Policy

General Investigation 
Procedure

https://canaldeintegridad.ines.cl/falabella/eng/
https://investors.grupofalabella.com/app/uploads/2025/01/Contactos-Canal-de-Integridad-esp.pdf
https://investors.grupofalabella.com/app/uploads/sites/2/2024/11/General-Investigation-Policy.pdf
https://investors.grupofalabella.com/app/uploads/sites/2/2024/11/General-Investigation-Procedure.pdf


Vendor and Supplier 
Advocacy

Other contact 
channels
 
In addition to the Integrity Channel and 
the Vendor and Supplier Advocacy, there 
are specific channels for more direct 
communication with certain stakeholders, 
such as customer service and support, 
which resolve questions and complaints.

For Grupo Falabella, it is essential to 
maintain a fluid, productive, and mutually 
beneficial relationship with those it en-
gages in its business activities. Therefore, 
in 2024, it made available to its vendors 
and suppliers a system called the Vendor 
and Supplier Advocacy, the functions 
of which are to identify any substantial 
differences that may arise in the context 
of the business relationship, bring them 
to the attention of the appropriate de-
partments of each company, and bring 
the parties closer to a solution.

The Vendor and Supplier Advocacy is a 
voluntary dispute prevention and reso-
lution mechanism, so it does not prevent 
sellers and suppliers from resorting to 
civil courts or other resolution mecha-
nisms permitted by law, if they so prefer.

Remediation
 

 
In accordance with the Human Rights 
and Business Policy and the Human 
Rights Program, Grupo Falabella has 
established mechanisms that allow for 
an adequate identification and assess-
ment of human rights risks and, where 
appropriate, remediation.

Grupo Falabella encourages its suppliers 
to adjust their conduct to this policy, and 
they will work together to remediate any 
negative impacts they may have gener-
ated and that are directly linked to the 
group's operations, provided that the 
latter has substantially contributed to 
their occurrence.

Every report submitted to the Integrity 
Channel is investigated by the company. 
If the case is proven, the company, along 
with the Ethics Department, defines 
the applicable sanctions, action plans 
to address identified gaps, and, where 
appropriate, any measures necessary to 
promptly remediate any impact caused.
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To learn more about the Ven-
dor and Supplier Advocacy in 
Chile, click the following link.

To learn more about the Ven-
dor and Supplier Advocacy in 
Peru, click the following link.

To learn more about the Vendor 
and Supplier Advocacy in Co-
lombia, click the following link.

https://www.falabella.com/falabella-cl/page/unidad-solucion-controversias-vendedores-y-proveedores
https://www.falabella.com.pe/falabella-pe/page/defensoria-del-seller
https://www.falabella.com.co/falabella-co/page/unidad-solucion-controversias-vendedores-y-proveedores


9. Recognitions and  
	  certifications
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During 2024 and 2025, we received various 
recognitions and certifications:

•	 Falabella S.A. once again earned 
first place in the third edition of 
the "Diagnosis on Business and 
Human Rights in Chile," prepared 
by the Pontifical Catholic University 
of Chile's Corporate Sustainability 
Program, in collaboration with the ILO 
and the World Benchmarking Alliance. 
Mallplaza, meanwhile, took second 
place in the retail category and sixth 
place overall in this study.

•	 Best Places for LGBTIQ+ Talent, Pride 
Connection Chile. For the third con-
secutive year, Falabella S.A., Sodimac, 
Falabella Retail, Mallplaza, Tottus, and 
Banco Falabella were recognized among 
the best places for the development of 
LGBTIQ+ talent. We earned the highest 
distinction, "Category A," in the fifth 
edition of Equidad CL, a program by the 
Human Rights Campaign, Fundación 
Iguales, and Pride Connection Chile.

•	 Falabella Retail Colombia receives 
the Friendly Biz award from the 
Chamber of Diversity. This distinction 
was granted for our commitment to 
diversity and equity in building a more 
inclusive society.

•	 Aequales Certification (Peru). Sodimac 
and Falabella Retail were recognized 
by Aequales in the “Reference” and 
“Commitment” categories, respective-
ly, for diversity and inclusion in Latin 
America, highlighting their contributions 
to creating safe workplaces, promoting 
gender equity, and equal opportunities.

•	 Falabella Retail Perú receives the 
Presente Certification, a measurement 
and evaluation tool that recognizes 
companies that strive to be the best 
places for LGBTIQ+ talent.

•	 Falabella Retail Chile is recognized as 
“outstanding” and ranks third among 
national companies in “Migrant 
Commitment,” a distinction award-
ed by the Chilean State for promot-
ing labor relations with an inclusive, 
intercultural, and discrimination-free 
approach.

•	 “Eddu,” Banco Falabella's financial ed-
ucation program, received the “Best 
Sustainable Initiatives 2024” award. It 
was presented by Pulso's Sustainability 
Hub in the Quality Education category.

•	 Sodimac Chile receives the 
Transforma Seal for the second con-
secutive year, for its commitment to 
the employment of young people in 
vulnerable situations.

•	 Sodimac and Falabella Retail Chile 
were granted the “Best Paying 
Companies (MEP)” award, according 
to the ranking prepared by the Chilean 
Product Exchange (BPC) and the Chilean 
Entrepreneurs Association (ASECH).

•	 In 2025, Sodimac Chile obtained 
the "Karin’s Law Seal" certification 
at its most demanding level (Level 
2), awarded by the Chilean Safety 
Association, which verifies that it has 
implemented policies, protocols, and 
best practices aligned with said law.
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During 2025, as part of the due diligence process, 
we will complete the design and implementation 
phase of the action plans where applicable. 
We will also continue updating the matrices 
to incorporate them into Grupo Falabella's 
comprehensive risk management model and 
implementing the Human Rights Program in 
the Group's companies.

Next steps
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