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2. Strengthe-

ning pride in
belonging to
Adif

Adif looks to its employees

as its main partners in
developing its responsibilities
as a company. The company’s
employees are ambassadors

of the values and corporate
culture of an entity committed
to the needs of the society
within which it carries out its
activities.

Consequently, the Employee
Information and Services
Office, attached to the
Department of Human
Resources of the Department
of Safety, Organisation and
Human Resources, carries
out actions on a yearly basis
to foster the company's
business culture. This is rooted
in the values that define
Adif and which enhance the
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pride of belonging through
knowledge of the company and
identification with its aims and
achievements.

In order to attract and retain
the best talent, Adif strives to
create a working environment
of which people want to
become a part. As a first

step, the company defined
Commitment No. 3 of its Citizen
Business Plan:

Commitment No. 3.
Commitment to the
professional development
of employees and to the
pride of belonging to Adif

We are committed to the
personal development of the
people who work for Adif, as




we strive to create a healthy working environment
and opportunities that allow us to excel in our
work and feel pride in belonging to the

company.

In order to integrate the corporate values of a culture
shared by all Adif employees, the Code of Ethics

and Conduct was approved in 2009, translating the
vision and mission of the company into desirable
behaviour. This document creates greater cohesion
in the workforce and contributes to the aim of
enhancing pride in belonging to the company:.
Detailed information on this document can be found
in Volume 1 of this Sustainability Report.
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2.1. Employment stability

One of Adif's goals s to create stable quality
employment, offering security and guarantees to
employees. In accordance with this goal, 99.5% of
the 13,761 employees making up the workforce on 31
December 2010 have permanent contracts.

The average age continues to be 48, although
average length of service has fallen slightly to 24.88
years, owing to the generational shift that has been
gradually taking place in recent years.

The following tables show other indicators of the Adif
workforce profile, such as professional categories,
geographic distribution and rate of turnover.

Table 6: Workforce breakdown by professional categories (*)

PROFESSIONAL CATEGORIES
WORKFORCE WORKFORCE WORKFORCE

Operations personnel 9,408
Middle management 2,518
Support structure 920
Management structure 866
Senior management 39
Temporary 121
Total 13,872

9,586 9141
2,549 2,625
882 1,030
906 858
39 39

58 68
14,020 13,761

(*) The consolidation criterion has been changed with the introduction of the temporary category
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Table 7: Workforce breakdown by region

| @008 2009 | 2010 |

ANDALUSIA 1,913 1936 1,855
ARAGON 680 690 679
ASTURIAS 296 294 280
CANTABRIA 170 174 167
CASTILLA LA MANCHA 767 752 757
CASTILLA LEON 1,725 1,747 1,733
CATALONIA 1,733 1,772 1,719
EXTREMADURA 288 293 268
GALICIA 676 654 640
LA RIOJA 71 72 66
MADRID 3,362 3,433 3,499
MURCIA 198 196 185
NAVARRE 201 201 181
PAIS VASCO 648 647 610
BASQUE COUNTRY 1144 1,159 1122
Total 13,872 14,020 13,761

Table 8: Turnover Rate

Employees in December Turnover Rate %

13,761 672 4.88%

Table 9: Turnover Rate by sex

Women 1,925 3.53%
Men 11,836 604 510%

Table 10: Turnover Rate by age group

<30

111%
31-50 7,551 37 0.49%

>50 5,577 628 11.26%



Public Offer of Employment

Since 2005, Public offers of Employment have
brought about authorisations to fill a total of 1,507
vacancies. Fulfilling the needs of the different areas
of the company, 135 positions were approved in
2009 and 10in 2010.

The incorporation of these new employees took
place in all activity areas of the company and in all
professional categories.

However, in order to complete the process of
approved redundancies, a request was made to

the Spanish Ministry of Labour and Immigration,
subsequently granted, to extend the duration of the
authorisation for termination of employment until a
total of 2,500 was reached.

689 employees were affected by the redundancy
plan in 2010, of which 661 took early retirement and
28 accepted voluntary redundancy:.

There were 2,212 employees affected by the
redundancy plan in the 2006-2010 period, 2,096
through early retirement and 116 through voluntary
redundancy.
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2.2 Equal opportunities, work-life balance
and benefits

First, Adif is committed to respecting and
guaranteeing the rights of all employees under

the Universal Declaration of Human Rights by
enacting policies and initiatives that ensure equal
opportunities and the rejection of discrimination

of any kind, managing diversity, the possibility of
work-life balance and the desire that our employees
should enjoy a number of benefits.

This commitment is completed with a posture

of rejection of forced labour and child labour in
agreement with ILO guidelines, and the firm decision
of Adif to abstain from the practices of bribery and
corruption, as is contained in Adif's Code of Ethics
and Conduct.

Equality and Diversity

The proportion of women employees continues
to increase, with a representation of 13.99% in
the total workforce in 2010, given that attracting
the best talent is not influenced by sex, religion
or race, and the best candidates are chosen for
each position. Historically, the job profile of Adif
was performed by men. However, this trend is




gradually being inverted and there is an increase
in the number of highly qualified women who are

able to perform the same work in equal conditions.

The higher number of women in the Adif
workforce is also reflected in the Board of
Directors, made up of the Chairman, Company
Secretary and 10 Directors, of whom 7 are men
and 3 are women.

The Equality Plan was approved in March 2010
after the Situational Diagnostic Survey was
produced with participation from employee
representatives. The plan contains:

o An introduction to the background of equality in
the company.

o Definition of the scope of equality.

o A brief summary of the results of the situational
diagnostic survey:.

o Definition of the general aims of the plan.

o Specific objectives (aim, measures to adopt,
implementation period and monitoring criteria)
in the following areas: Policies for equal
opportunities in the company, representative
nature of gender, processes for Human Resource
management (selection, training, promotion),
remuneration and benefits policy, working hours
and work-life balance, communication, image
and language, prevention of harassment and
occupational risks, and occupational health.

o The plan is directed towards all Adif employees.
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[t is in force until 31 December 2012,
o Implementation timeline.

o The commitment to carry out dissemination
campaigns.

o The method of assessing and monitoring, for
which a Monitoring and Assessment Committee
was created within the Joint Committee on
Equal Opportunities and Non-Discrimination.

The plan incorporates a catalogue of existing
measures for equality and work-life balance in

the company, the “Declaration of the Commitment
to Effective Equality between Women and Men”,
approved by the Adif Steering Committee, and the
action protocol for possible situations of sexual and
psychological harassment.

There is a Joint Committee on Equal Opportunities
and Non-Discrimination, established with priority
as part of the Collective Agreement and comprised
of company and employee representatives who
are designated according to the principle of the
balanced presence of men and women. It ensures
compliance with Adif's commitments in this field.

In addition to guaranteeing equal opportunities,
workforce diversity is promoted in Adif.
Consequently, the Public Offer of Employment
reserves 7% of total vacancies advertised for
persons with a degree of disability equal to or
greater than 33%. 180 disabled people were
employed by Adif in 2010.

The Public Offer of Employment also ensures
cultural diversity by opening access to the company
to foreigners who are legal residents of Spain.
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to raise their pride in belonging to and identifying

Work-life balance with the company. Flexibility in the ability to attend

to the requirements of both of these areas creates
Work-life balance measures allow employees to greater employee satisfaction and results in better
balance their personal and professional lives so as performance of their functions.

Table 11: Work-life balance measures

=008 [ 2009 | 2010 |

| Men | Women | Men | Women | Men | Women |
Part-time work (*) 1 10 2 S 2 8
Request for reduction of

working hrs owing to legal 13 5 8 13 13 13
guardianship

Request for paid leave
to care for children

Request for paid leave
to care for family members

6 days of paid leave for
personal reasons 11,342 1,625 10,963 1,562 10,832 1,635
Flexible timetable for
employees (in departments
and central administration
bodies)

4,234 621 4,420 630 1,890 622

Accumulation of paid
lactation

Employees who were
given 35 calendar days 11,342 1,625 10,969 1,561 10,819 1,628
of annual leave

Employees who were
given 30 calendar days
of annual leave
(Station Mgmt)

- - 771 123 736 133

Employees taking annual leave

after the year has ended 2,841 699 3,074 757 109 50

15 working days paid leave

f . 59 13 69 16 67 23
or marriage
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| 2008 | =009 | 200 |
_mmmmmm

Paid leave for serious

illness/hospitalisation of 1,803 318 1,761 345 1,837 360
family members

Paiq leave for the death of 536 83 547 77 609 110
family members

Paid leave for the birth of 86 1 76 3 81 0

a child

Paid leave to attend
examinations to obtain a 72 19 74 42 84 40
professional qualification

Paid leave for moving to

a new habitual residence I 22 N0 20 12 A0
Unpaid leave for personal

reasons 204 30 176 27 29 8
Unpaid leave of absence 16 2 6 2 0 0

(*) The number of employees in part-time work differs from that published in the 2009 Report owing to a change in the accounting methods

There are also other measures such as: o Preference to choose shifts for workers enrolled
in full or part-time education.
o Reduction of working hours for the care of a

minor under an employee’s charge owing to o Interruption of annual leave owing to

hospitalisation for cancer or any other serious hospitalisation.

injury.

o Preference to choose annual leave for employees

o Reduction of working hours for the care of a with under-age children who are subject

family member. to custody rulings in divorce or separation

proceedings.

o Leave of absence or reduction in working hours

for the birth of a premature child or children who o Paid leave to care for family members

for any other cause must remain hospitalised undergoing outpatient surgery requiring home

after birth. rest.
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o Paid leave for prenatal tests and antenatal Benefits
preparation classes.
Adif considers benefits to be improvements to
o Paid leave for the fulfilment of an unavoidable employees’ personal lives and aspires to make
public or private duty:. their cover universal each year. The number of

beneficiaries by types of assistance in 2010 was:
oProtection measures for victims of domestic
violence.

Table 12: Benefits

Health checks Medical examinations: 2,032 (321 women and 1,711 men)
Traffic personnel: 2,990 (1 woman and 2,899 men
Preventive medicine campaigns - Bowel cancer prevention: 268 (253 men and 15 women)

- Prostate cancer prevention: 908

- Cardiovascular risk prevention: 763 (686 men and 77
women)

- Gynaecological health: 525
- Osteoporosis prevention: 153 (45 men and 108 women)

- Eye health: 732 (572 men and 160 women)

Discretionary assistance for extraordinary

medical expenses 1,437 men and 173 women

Total amount of assistance: €460,564.63
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Assistance for temporary disability
supplementary to Social Security

Assistance for the Drug and
Alcohol Dependence Plan

Vaccination campaigns

Examinations for noise exposure

Examinations for asbestos exposure

Examinations for exposure to metal fumes

Examinations for DDE users

Examinations for machine handling

Examinations for repetitive motion injuries

Examinations for electrical risks

Examinations for forced body positions

Examinations for work at height

Examinations for shift work and night working

92 men and 13 women applicants

Total amount of assistance: €21,195.53

70 employees assisted

45 with treatment at public and private facilities

Flu shots: 1,586 employees
(1,237 men and 349 women)

- Tetanus and diphtheria: 205 employees
(144 men and 61 women)

- Hepatitis B: 6 employees (3 men and 3 women)

124

77

35

274

31

24
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Other benefits enjoyed by Adif employees are: o Domestic partnerships, equalling the benefits
granted to married couples, regardless
o Travel entitlements, enjoying special rates for rail of sexual orientation. The extent of this
travel on commuter services, regional services entitlement
(free), long distance and high-speed rail travel is that recognised in the employment
(special discounts) conditions regarding annual leave, paid
leave, leave of absence, mobility and travel
o Assistance for mentally disabled children, entitlements.
through a monthly payment (€65.78/month),
which is also transferable to beneficiaries of o Legal assistance in certain situations: in cases of
widows' or orphans' pensions directly and rail accidents that may determine non-culpable
immediately from the deceased. penal liability for employees; fixed income will
be paid during the initiation of proceedings
o Death benefit, consisting of the payment of the and while employees are in custody; damages
difference between the Social Security benefit imposed by court rulings for civil liability, fines
and the total of the salary of the last month, and those of any other type will be at the
increased with length of service; assistance expense of the company.
for death equivalent to three monthly salaries
and transfer of the body of the employee who o Foster care and guardianship of disabled adults:
died in a work-place accident to his/her place of these persons will be considered “children” for
residence. the purpose of equivalence in the benefits that
the specific employment conditions establish
o Attention provided by company medical for them with regard to paid leave and leave of
services for medical conditions not requiring absence.

hospitalisation.

[e]

Salary advances, to a maximum of three
monthly salary payments, granted in
certain situations: Owing to illness of an
employee or family members who live
with him/her and at his/her expense,
or domestic partner, for surgery,
medical or spa treatments and
childbirth; extraordinary assistance
(late housing rental payments,
enrolments, text book purchases,
etc.), for the marriage of an
employee or his/her
children.




o

o

o

o

o

Psychological assistance: Employees are entitled
to request psychological assistance in cases

of incidents or serious accidents related to
professional performance, and where they have
been victims of sexual harassment and bullying.

Supplements to Social Security benefits in cases
of temporary disability: Adif will pay different
amounts to guarantee a specific percentage of
the base salary:.

Placement owing to loss of faculties: Employees
who are not granted Total Permanent Disability
and who do not meet the psychological and
physical conditions for performing work in

their category will be placed in a position that is
compatible with their psychological and physical
competence, in accordance with technical reports
issued by the company's medical services, with
priority in their place of residence or province.

Reinstatement of employees declared to have
the status of Total Permanent Disability by Social
Security for their habitual profession: Employees
who, subject to proceedings not initiated on their
own request and/or who have not given their
consent for such a purpose, are declared by Social
Security to have the status of Total Permanent
Disability for their habitual profession, which is
the reason for their termination of employment
with the company, can choose to be reinstated
automatically or receive compensation.

Mobility for reuniting with spouse of domestic
partner: If as the result of a transfer, one of the
spouses or members of a domestic partnership
changes his/her residence, the other, if also an
employee of Adif, is entitled to be transferred to
the same location if a position is available.
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o Benefits and/or discounts for different services,
including banking, leisure, travel, housing, etc.
These offers are announced on the employees’
portal Inicia.

These benefits are included in the internal
employment conditions agreed with the employees’
representatives

2.3. Professional development and education
and training

Another basic aspect for the satisfaction of employees
is providing them with access to training appropriate

to their qualifications and positions that enables them
to strengthen and improve their skills and resources.
Likewise, suitable performance review favours the
design of employees' professional development
pathways, increasing their expectations and motivation.

Education and training

Adif designs a Company Education and training
Plan on a yearly basis with the aim of improving
the abilities and skills of its employees. This
education and training plan has to be consistent
with their needs depending on their positions. The
education and training plan includes actions to
support:

o Ongoing improvement, innovation and
excellence in management. (EFQM).

o Updating of technology, regulations and
processes.

o CSR, sustainability and ISO 9001, OHSAS 18001
and ISO 14001 certification processes.
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- Safety: Occupational risk prevention, civil o 0 Accident Rate plan
protection and traffic safety. Including
compulsory legal education in these areas. o Traffic Safety
In addition to job training, education for personal o Civil Protection and Public Safety
development is offered to employees that can be
freely chosen. o Equal Opportunities
The education and training plan provides a series of o Railway Engineering

programmes, including:

Table 13: Hours of coursework included in the Education and Training Plan

2008 209 | 200

660,456 713,061 685,450

Table 14: Hours of education and training by professional category

(Grupo | 2008 -zm_mm-

Operations Personnel (1 - 6)

Middle Management (7 - 9) 52 40 50
Support Structure 86 61 107
Management Structure 56 48 53
Average total for employees 46 50 49

Table 15: Number of participants per education and training programme

| 208 | 20009 | 2010

Systems Infrastructure 1,333 3,023 4,224
Traffic safety 6,253 7,799 7,061
Occupational Risk Prevention 6,651 7,316 7,656
Civil Protection 1,359 2,536 2,542
Management and Skills 1,413 2,118 6.614
Other Subjects 14,503 12,727 7,073

Total i si2 35,519 35,170



o Railway Construction and Maintenance

o Information Technology

o Collective Development

o Improving Management and Personal Skills
The Corporate University, set up in 2009, aims
to implement a strategic organisation model for
education and training inspired in the university
model:

o with specialist centres/schools

o with certification of education and training and
with pathways organised by knowledge areas

o with teaching staff of different backgrounds and
occupation

o with alliances with other organisations

The Corporate University has the primary

aim of combining elements for improvement
(technology, quality, innovation, research and social
responsibility), contributing to the creation of a
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system of knowledge management and acting as an
engine for change and organisational development,
improving internal employability, contributing to
economic and social returns and acting as a catalyst
for permanent improvement and R&D+1.

Another of the improvements introduced in relation
to education and training is the establishment of
the Qualifications System, and a pilot test has been
developed with qualifications in the functional area
and safety facilities.

One of the centres included in the education and
training plan is the Virtual Education and
Training Centre, a distance learning platform
that can be accessed from any computer either via
Intranet or Internet. It offers courses to both Adif
employees and their families, providing ongoing
education to the entire workforce regardless of
their location and without time limits.

231,382 hours of coursework were given in 2010,
which includes the training given to external
employees from partner companies.

Table 16: Virtual Education and Training Centre (CFV) (*)

| 2008 mm

Number of courses with students enrolled
Participants
Hours of coursework

(*) Only Adif employees

7,899 8,937 9,770
201,762 219,971

ce4,162
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Adif offers an assistance programme for

employees in a stage prior to retirement called
Quality of Life. The aim of this programme

is to provide participants with personal
competences, techniques and methods needed

to "live with quality” during their transcendental
retirement stage. 132 employees and their spouses/
domestic partners participated in this programme
in 2010.

The effort made to provide training in
occupational health and risk prevention is also
significant, given that knowledge of the situation

Virtual Education and Training

in which employees work, the risks involved and
the way of preventing and coping with them

is essential in order to create and maintain a
healthy and safe environment. 141,411 hours

of training were given in the 0 Accident Rate
Plan, far greater than the planned 108,451
hours. Health education and awareness seminars
were also held, such as the technical seminars
organised for cardiovascular risk prevention

and back risk awareness (back workshop), and
10 courses in "Mediation for the prevention of
drug and alcohol dependence” directed towards
managers and employee representatives, with

Centre, a distance learning platform
that offers courses to Adif employees
and their families, providing ongoing
education to the entire workforce




attendance by 119 employees. These training
and advisory sessions were occasionally directed
towards employees’ family members.

No specific training in Human Rights is
contemplated owing to the minor risk of non-
compliance given Adif's activity. However, the
company's stance in this area inspires all the
education in values and empowerment that is given
at all levels of the organisation.

Professional Development

On joining the company, all new Adif employees
come under the Welcome Plan, whose aim is to
facilitate their integration. This plan provides an
orientation course on all areas of the company and
their interactions and the relations between all
the parties. It is given by managers from all over
the company. 232 new employees took part in it

in 2010, with a total of 9,160 hours of coursework
involved.

Performance review is applicable only to
the management structure at present, but
it is key to the implementation of a model of
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management by competences. Competences

are a series of knowledge, skill and attitude

areas needed to perform the task of a post in

the company successfully. Their management

is being incorporated into the processes of
selection, organisation, development, performance
management and retribution.

Performance review detects the needs for
development and the strengths and weaknesses
of each employee. This allows professional targets
and the necessary education and training to

be adapted, and management talent redirected
towards the organisation’s goals.

820 managers underwent performance review
in 2010, 5.96% of the workforce, and the critical
competences identified in the review were
reinforced based on the results of 2009 by means
of the Competence Development Workshops. 711
managers participated in these workshops; 554
attended in person and 157 took part through
distance learning.
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2.4, Internal communication and dialogue
with employees

Employees are the company's most important asset,
and smooth communication with them is essential
in order to consolidate a common corporate culture
based on the values that set Adif apart.

For this reason, the 2006-2010 Internal
Communication Master Plan sets out the basis for
dialogue with employees and designs the most
suitable communication channels. Its aims are
basically to convey business goals and strategies in
order to ensure that they are in line with employees’
expectations, enhancing the development of a
particular business culture based on the company’s
vision, mission and values. This master plan creates
a framework for communication that favours
common development, fosters innovation and
encourages pride in belonging to Adif by manes of
the motivation and involvement of its employees.

The primary internal communication channels are
the Inicia portal and the company magazine Lineas.
Additionally, a series of actions were taken in 2010
directed at reinforcing Adif's business culture: work
breakfasts, the programme of visits known as

"Get to know your company” (fostering collective
commitment and pride in belonging to the collective
through visits made by employees to strategic
places where the company carries out its activities)
and “Get to know the industry” (to enhance pride

in belonging and business commitment through
knowledge of the industrial sector by means of visits
to companies carrying out their business in the rail
sector).

Lineasis a bi-monthly magazine that is received
by all employees in their homes. It is an effective
tool for transmitting information to the entire
organisation. Nevertheless, the Inicia portal is the
main communication channel for all employees
given that its capacity for interaction is much



greater, as is the immediateness with which
information is conveyed

Information on visits to the revistalineas.com
website

Visits: 20,507 visitas.
Pages viewed: 105,892 paginas.

Origin of visits (10 first of 68 different
countries):

1. Spain: 17,340.

2. Mexico: 510.

Lineas

Alta velocidad y Galicia,
encuentro en diciembre

Social Report

3. France: 303.

4, Argentina: 269.
5.USA: 244,

6. Italy: 191.
7.Germany: 187.
8. Portugal: 178.
9. Colombia: 148.

10. Venezuela: 131.
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To test the degree of employee satisfaction and in
order to correct deviations and weaknesses, a survey
on working environment is held every year. The
average rate of employee satisfaction in 2010 was
7.08 out of 10, and the recommendation to other
people that they should work at Adif was 7.63.

There are additional initiatives that bring about
participation by employees, both as a business
strategy and as a more recreational way of
consolidating a common culture. An example of the
former is the “Innovative Idea" competition organised
by the Innovation Department, through which all
employees are notified on the Inicia portal of the
chance to present innovative ideas relating to a
process or system of any management area in Adif,
either the employee’s own or another.

As an example of a recreational way of sharing a
common working environment, the Conventional
Network Department holds an annual photography
course open to all employees “La Via Artistica del
Ferrocarril” (The Artistic Railway). The aim of this
is to promote an artistic view of the environment in
which employees carry out their activity. The best
entries receive prizes.
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Asin other years, 2010 saw the holding of the
Christmas Card Competition, part of the actions

to reinforce the business culture and foster pride
in belonging to Adif, with participation of children
of the company's employees in a competition on
Christmas-themed drawings, which resulted in the
Christmas card used by the company:.

Finally, different areas held internal communication
seminars with participation of their workforce (Civil
Protection and Public Safety Department, Traffic
Safety Department, Passenger Station Department,
etc.).

Relations with employee representatives

Trade unions play an important part in the internal
transmission of information at Adif, through their
employee representation bodies. They are also another
instrument for allowing employees to participate in
the company's strategic matters.

Adif is aware of this importance and therefore
ensures its employees’ freedom of association.
Anyone who considers that this right is being
breached can report it to management or make a
legal complaint. In order to facilitate trade union




membership, Adif allows the payment of fees to the
different organisations to be made as a deduction
from their pay and permits unions to advertise their
activities on the Inicia portal.

Trade union membership at Adif is 74.80%. There
are also different organisations to which Adif
employees are associated, with the following having
some of the largest number of employee members:

o Colegio de Huérfanos Ferroviarios: 6,068
members.

o Asociaciéon Turistica Ferroviaria: 4,797 members.

o Centro Cultural Recreativo Deportivo, Madrid: 572
members.

o [nternado de Ancianos Ferroviarios: 256
members.

o Centro Cultural Recreativo Deportivo, Seville: 201
members.

o Other cultural, leisure and sporting centres: 133
members.

o Asociacion Médico Farmacéutica: 86 members.

o Hermandad Sagrada Familia de Leén: 76
members.

The Collective Agreement, produced in consensus
with the trade unions, is specifically referred to
in employees’ contracts and can be accessed via
Intranet on the Inicia portal.
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The participation in company management that
employees exercise through the trade unions is
materialised in the following committees:

o The General Works Council, a valid company
interlocutor for dealing with general matters and
collective bargaining.

o Works councils in the workplace.

o Health and Safety Committees, joint multi-level
participatory bodies for regular consultation
on actions in the area of occupational risk
prevention,

o Education and Training Advisory Council,
responsible for drawing up the "Annual
Education and Training Plan” after consultation
with activity areas and trade union
representation. The Joint Committee of the
Education and Training Advisory Council was
set up for the purpose of active participation
in the process of drawing up the plan for legal
employee representatives.

o Social Policy Committee, with representatives of
management and employees. Its primary mission
is to distribute the Social Assistance Fund.

o Traffic Safety Committees, on which designated
trade union representatives participate as
members; the aim of these is to put into practice
and coordinate the basic lines of action in the
area of traffic safety, coordinate the correct
interpretation of regulations and ensure
compliance with plans and programmes.
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Creating value

in society
and local

communities:

cohesion,
development
and well-
being

Adif is committed to creating
value in the environment and
for the society in which it
carries out its activities. This
value creation is found in the
very nature of the company:
wealth and progress is created
in society when commercial,
cultural and social relations are
promoted by means of

one of the most
environmentally friendly
means of transport.

This concept of the company,
combined with its nature as
a state-owned company and,
therefore, at the service of
society, inspired the drafting
of Commitment No. 4 of the
Citizen Business Plan.

Commitment No. 4.
Increasing value-added in
local environments
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Our commitment is to make
railway infrastructure and
facilities a space of increasingly
greater value for citizens, a
producer of well-being, progress
and social cohesion.

The greatest exponent of

this commitment is the

360° Sustainable Station
Project, which has been under
development since 2007. The
aim of this project is the design,
construction and management
of stations based on criteria
that are not only economic and
functional, but also social and
environmental throughout
their life cycle: from the

initial specifications to their
demolition, and taking in their
construction and operation.
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The main sustainability criteria taken into account The files of the application annual for 360°
in this project are: Sustainable Station were revised again in 2010, as a
result of their application in the new High-Speed Line
o Integration into the physical setting and stations of Cuenca and Requena-Utiel. With these
minimisation of land occupation. revisions, the Adif Steering Committee and all the
departments involved introduced their improvements
o Suitable choice of materials and processes to and comments until Version 3.1 of the manual was
minimise impacts. produced, which is being applied to projects for new
stations being carried out by the Department of
o Efficient management of resources (water, Studies and Projects.

energy and materials) and reuse.
3.1. Preservation of historical cultural

o Planning and control of waste generation. heritage
o Creation of a healthy and comfortable interior Work is being done in different areas of this field,
atmosphere. with special attention being paid to preserving

historical railway heritage.
o Universal accessibility and mobility.

Historical railway heritage
o Enhancement of the social role of stations.

o Presence in the Spanish Railways Foundation.
o Openness and dialogue with stakeholders.
La Fundacién de los Ferrocarriles Espafioles
o Effective maintenance. Efficiency and value for fue The Spanish Railways Foundation was
money. founded on 20 February 1985 by RENFE (Red

Our commitment is to make
railway infrastructure and
facilities a space of increasingly
greater value for citizens




Nacional de Ferrocarriles Espafioles - Spanish
National Railways Network) - currently divided
into Renfe Operadora and Adif (Administrador
de Infraestructuras Ferroviarias - Railway
Infrastructure Administrator) and FEVE
(Ferrocarriles de Via Estrecha - Narrow Gauge
Railways). It has been a foundation of the
State-controlled public sector since 2002. More
information can be obtained on the Foundation's
website www.ffe.es

Adif is a trustee of the Spanish Railways
Foundation and contributes to its labour by
providing funds and participating in projects
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coordinated or led by it. The mission of the
Spanish Railways Foundation is to promote
knowledge about and use of railways by means
of all kinds of actions: actions involving culture,
research and education, technological services,
recovery and alternative use of railway heritage,
periodicals and specialist books. it also maintains
the Library, Historical Railway Archive and the
Railway Documentation Centre, along with the
Railway Museums in Madrid and Vilanovaila
Geltru, province of Barcelona.

Adif contributed the following amounts in
funding in 2010.

Table 17: Contributions to the Spanish Railways Foundation

| 208 | 20009 | 2010

Contribution for staff 688,664 988,160 776,604
Other contributions (**) 1,163,467 978,151 1365114
Agreements (*) 166,215 171,414 99,704

(*) Includes Train Prizes: €53,121
(**) Change in criterion with relation to 2009. Contributions for activities, security and in Historical-Artistic Heritage are included for 2010




Special mention should also be made of Adif's
contribution of the following buildings: 50% of
the Fernan Nufiez Palace, 100% of Madrid Delicias
Station and 100% of the museum in Vilanovaila
Geltru.

o Architectural conservation of Historical Heritage.

We continued with restoration actions in 2010 on
listed buildings protected in Urban Development
Master Plans, Autonomous Region Heritage Lists
and on the National Heritage Register, either

with funds from the Spanish state budget or with
funds from the 1% cultural contribution by the
Government of Spain for heritage preservation and/
or with Adif's own funds, specifically:

o Spanish state budget: Old railway turntable of
the Railway Museum in Villanovaila Geltry,
restoration currently in progress.
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o Funds from the 1% cultural contribution: Awarded
and in progress: Aranjuez Station and the former
Passenger Building in Miranda de Ebro. Applications
submitted: Facades and roof of the Madrid Principe
Pio Station and stage Il of construction of the
locomotive repair building at the Railway Museum
in Villanovaila Geltru.

o Adif's own funds: Refurbishment of the office
building at Paseo del Rey 30, Madrid (carried
out by the Department of Heritage and Urban
Development).

o Architectural conservation of railway stations.

Stations are in themselves places of great
architectural and historical beauty. For this
reason, we continued to preserve them in perfect
conditions in 2010 through cleaning and regular
renovation.




Cultural and historical heritage

o Recovery of archaeological sites discovered
during infrastructure construction works.

During the carrying out of Adif's activities
particularly that of building new infrastructure,
sites of great archaeological importance have been
discovered that had been unknown until that
time. The company is endeavouring to maintain
and revitalise them by protecting those spaces,
adapting the infrastructure to the discovered

sites and cooperating in their excavation. Volume
3 of this Sustainability Report contains more
information on this matter.

The Action Plan for Stations registered as Historical
Heritage was produced in 2008. There are currently
20 stations in which action is being taken in
cooperation with public institutions.

o Conservation and exhibition of Adif's sculpture
collection.

One of Adif's great cultural assets is its sculpture
collection. Pieces from the collection can be found
located at stations and other facilities and are an
excellent example of the incorporation of art into
multi-purpose spaces. More information at
www.adif.es y en www.ffe.es
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3.2. Recovery of disused assets and social use
of land and facilities

Adif owns important assets which it places at the
service of the society where they are located,
responding to the needs of citizens and adapting
their use to the needs of the surrounding area. A
number of initiatives were carried out in 2010 to
recover assets in disuse, such as the following:

o Leasing of buildings (at below market prices) to
governments, for municipal uses, for uses related
to the provision of public services or to leisure
and culture. Examples of this are the installation
of the History of the City Workshop/Museum
through an agreement with the Municipal
Council of Caminreal, or lease of the former
infirmary of the Castején de Ebro Station to the
Municipal Council of Castején, Navarre, for a
Youth Civic Centre.

o Donation of assets in disuse and permission for
use of station spaces, turning them into places
for leisure and culture. Examples of this are
the celebration of local holidays in stations in
Bembibre and A Gudifia or the installation of a
playground at Sahagun Station.

o Cooperation agreements with knowledge
institutions for work placements for students
and educational visits. An example of this is
the agreement with the University of Alicante
for its Masters in International Trade degree.

o Greenways Programme, the aim of which is
to turn former railway lines into eco-tourism
routes. More information on this programme
can be found in Volume 3.



3.3. Improvement of station accessibility

Adif also manages its active assets with the
intention of offering service to the whole of
society, including people with reduced mobility.
Consequently, the Station Accessibility Plan

was approved in 2008 with the aim of removing
architectural barriers and facilitating the use of
installations, as part of Adif's commitment to equal
opportunities, non-discrimination and universal
accessibility for those groups.

The Station Accessibility Plan has the objective

of adapting all stations with more than 1000
passengers/day and a significant proportion of
stations with between 700 and 1000 passengers/
day, ensuring accessible routes for access and transit
in station premises.
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In order to achieve this objective, the actions
scheduled for 2010 and 2011 involve investments
of more than 65 million euros for the upgrading and
adaptation of small and medium-sized stations on
the conventional network.

The main actions consisted of raising the level and
increasing the length of platforms to facilitate access
to trains; replacement of old wood-lined transit ways
between platforms with non-slip rubber paving for
increased safety; and improved access to car parks
and other facilities, among others.

In order to improve safety and accessibility,
particularly for people with visual impairment,
bands with tactile paving have been installed on the
edges of platforms to warn of proximity of trains.




Work has been carried out at some station to adapt
underpasses, toilets, car parks and other facilities to
the needs of disabled persons.

Furthermore, the Guide to Railway Services

for Disabled Passengers has been published in
partnership with Renfe to offer information on
services available to these types of passengers and
how to request them.
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3.4. Integration of the railway in cities

Adif's activity has a direct bearing on urban
planning and development, given that railways
should be integrated into cities, in order to fulfil
their role of promoting the social and economic
development of regions.




This integration should be carried out in coordination
with the different affected governments so that
impacts and disruptions that the approach of the
railway can cause are minimised.

Volume 1, Strategy and Commitments, offers
more information on the agreements signed with
governments in this area.

Figure 1: Distribution of activities by area of action

Percentage distribution

19%
Culture

35%
Awareness

46%
Openness
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3.5. Support for cultural, educational and
environmental projects and for the promotion
of values

Through its Open Station Programme, Adif supports
the values associated with coexistence, integration,
culture, knowledge and the environment. It also
opens railway facilities to society at large in order to
show the work it does.

The framework of this programme includes
cooperation efforts with NGOs, institutions, public
entities and citizen associations, cooperating with
shared values and always subject to the criteria
of corporate social responsibility and without
commercial gain by Adif.




The main areas of action for the Adif Open Station
Programme are:

1. Openness of stations to the surrounding
area:

o Guided tours of stations for associations,
schoolchildren, university students and
companies.

o [nformation and Citizen Service Points.

Table 18: Open Station Programme in figures

Number of activities held 478
Estimate of direct impact 4,580,200
Loss of earnings (€) S/D
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2. Value Awareness Campaigns
3. Art events:
o Concerts and other musical events

o Exhibitions of the work of up and coming local

artists.
421 531
4,760,158 6,446,311
855,800 1,609,284
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