
All about us
YOUR GUIDE TO DIVERSITY & INCLUSION (D&I)



I fully support a work environment where 
everybody feels included and I recognise 
the collective enrichment that comes from 
embracing and welcoming diversity. I feel 
privileged to be back in Britain, a country 
that values difference more than most.  
Being more diverse and making the most of 
it, is integral to our competitive advantage!

Simone Rossi
CEO



How much 
do you 
know about 
Diversity  
& Inclusion 
(D&I)? 

EQUALITY 

•  Equality is the current term  
for ‘equal opportunities’.  
It is based on the legal 
obligation to comply with  
anti-discrimination legislation. 

•  Equality protects people 
from being discriminated 
against on the grounds 
of group membership i.e. 
sex, race, disability, sexual 
orientation, religion, belief, 
age or maternity etc. 

DIVERSITY 

•  Diversity refers to the various 
ways in which individuals differ. 
This can include non-visible 
differences such as nationality, 
educational background, 
personality type, religion, sexual 
orientation or life experience, as 
well as more visible differences 
such as gender, ethnicity, race, 
or age.

INCLUSION 

•  Inclusion refers to the valuing  
of individual differences. 
Inclusion gives everyone the 
opportunity to reach their full 
potential and helps to create 
a richness of perspectives and 
ideas, which can ultimately add 
value to our business. 

•  Our goal is for inclusion not to 
be seen as something extra, but 
instead to be part of the way we 
work as a business.

There is a difference between these definitions. Equality is the basic 
legislative right for equal opportunity as laid out in the Equality Act. D&I goes further 
and looks at all the differences, not just those protected by law, to ensure everybody  

is treated fairly, respected and included in the workplace.



Our 
rationale
Harness commercial value 
with Customers and Partners:

•  By having diverse teams that 
better reflect our customer 
base, this positively impacts our 
ability to be “Simply Better” 
at responding to societal and 
demographic change,

•  Respond competitively to 
the growing demand for 
D&I strategy and action 
requirements in commercial 
contracts and partnerships. 

Increase innovation, efficiency 
and performance:

•  Harness value of diversity 
of thought and experience, 
increasing innovation¹ and 
competitive advantage in 
the development of products 
and customer offerings and 
in effective problem solving in 
construction and engineering 
challenges,

•  Diverse teams perform more 
strongly², enabling efficiency 
as our business changes in size 
and focuses in our Corporate 
Centre and Customers 
business. Tangible inclusion 
increases performance and 
efficiency through an increase  
discretionary effort by 8-12%³. 

Improve inclusion to increase 
engagement, enabling change 
and increasing wellbeing:

•  Tangible inclusion increases 
trust and engagement4, 
wellbeing and safety5:

•  critical in HPC for our transient 
workforce,

•  reducing sickness absence  
in Customers and,

•  maintaining high level of 
engagement and wellbeing 
essential to delivery of 
workforce plans in Generation. 

Attraction, retention and 
flexibility of key skills:

•  Widen talent pools and be 
seen as a diverse employer 
to attract and retain the critical 
skills required to deliver 2030, 
engaging the growing number 
of women and BAME people in 
the employment market. 

Footnotes

1.  Scott Page – The Difference: How the Power 
of Diversity creates better groups, firms, 
schools and societies – 2008

2.  McKinsey – Diversity Matters – 2015/Gender 
Matters – 2008

3.  CEB Corporate Leadership Council – 
Executives’ Diversity and Inclusion Dilemma: 
CHRO Q2 2014

4.  Opportunity Now – Inclusive Leadership: 
culture change for business success – 2014

5. Bradly DuPont Curve

How will Diversity and Inclusion 
support our 2020 Ambitions?



NATIONAL 
EQUALITY 
STANDARD 

The National Equality Standard (NES) is a 
diversity, inclusion and equality standard for the 
private sector developed by EY in partnership  
with EDF Energy and other leading companies.  
Until now, there has been no industry UK standard 
for diversity and inclusion. The NES aims to 
address this gap by being the accepted standard 
for businesses across the UK through integrating 
diversity and inclusion into everyday business. 

We’re always 
making headway



In 2015, EDF Energy was 
the first utility company 
and third company overall 
to gain this external 
recognition

Following a comprehensive and quality review against 
the 70 competencies contained within the NES 
framework EDF Energy has been assessed as currently 
meeting the level required for NES certification. 

During 2018 we are undergoing our re-accreditation 
of the National Equality Standard and we hope to be 
able to bring you good news in the Autumn.

65 70
out of

Fully compliant against

in 21 areas

Recognised for having 
outstanding practices 



Our 
Awards

First energy company to 
be awarded in 2015 and 
third company overall 
to gain this external 
recognition

Stonewall’s Top 100 
best places for LGBT 
people – 3 years running 

2015 
2016 
2017

Times Top 50 best places 
for women to work  
– 2 years running

2016 
2017

Achieved European Gender 
Equality Standards

2014 
2016

Signatory of the  
Armed Forces Covenant 

2016

Signatory of the 
Government’s Disability 
Confident campaign

2015

BITC Best Employers  
for Race Top 100

2017



A great outcome for the hard 
work everyone across EDF 
Energy has put in, this is a great 
recognition of what we do well 
and a further spur where we can 
continue to improve.

Paul Spence
Director of Strategy and Corporate Affairs



We stand 
by our 
principles

At EDF Energy we aim to create inclusive environments where employees feel 
respected, supported and motivated to do their best work. 

As an inclusive company, we:

•  give our people the tools to make 
D&I part of their day-to-day work

•  respect individuals’ responsibilities 
and help them to balance work  
with their personal life

•  meet the varied needs of our 
customers and build on our 
reputation for D&I

•  create an environment where 
individuality is valued and everyone 
is encouraged to embrace it

•  recruit and develop the best people 
for each role from the widest 
possible pool of talent

•  use our influence to promote 
diversity throughout the supply 
chain and within local communities

•  gather clear and robust data to 
measure our progress in terms  
of D&I.

Through our Diversity & Inclusion 
Action Group (DIAG) we put these 
principles into practice. 



The DISG have established the 
vision and principles for D&I at 
EDF Energy. They govern the 
promotion of inclusion within 
our company by working 
with the Executive Teams and 
rolling out initiatives across the 
business.

The DISG is made up of a 
representative from each of the 
various Business Units.

They focus on:

•  Promoting D&I within  
EDF Energy,

•  Developing, agreeing and 
owning company-wide D&I 
strategy and vision defining 
“what do we want to be 
known as” and “how 
ambitious do we want to be”?

•  Identifying, agreeing and 
owning company-wide 
initiatives that support all 
business unit plans and link  
to our Better Plan,

•  Reviewing and acting as 
governance for the company-
wide action plan, making sure 
our strengths are recognised 
and that we have no 
duplication of the effort across 
the business. 

DISG representatives are from 
the Senior Leadership Team of 
each business unit. They connect 
D&I priorities and the priorities of 
the business by embedding D&I 
into business plans. 

The Diversity 
& Inclusion 
Strategy Group 
(DISG)



So, what’s our Diversity  
& Inclusion strategy? 



Giving our managers the support 
they need:

•  Ensure all training at every level 
includes Inclusive Leadership 
concepts, to further develop 
capability to manage diverse teams 
and build an inclusive environment,

•  Provide “point of need” support 
on specific issues to line managers.

Equipping our Senior Leaders:

•  Enhance the SLT’s ability to 
understand the impact they 
have on others and role model 
the behaviours they want to 
see, develop knowledge and 
understanding of diverse groups so 
they are authentic and confident 
in the language they use.

So, what do we need 
to focus on? 



Getting the basics right:

•  Externally ensure diversity of 
recruitment in all roles, both early 
careers and experienced hires,

•  Understand real and perceived 
barriers to progression and 
implement appropriate solutions,

• Inclusive language in all we do,

•  Have locker rooms, toilets and 
showers on site for everyone, 
including “Inclusive” facilities,

So, what do we need 
to focus on?

•  Ensure our disability access is 
fit for purpose, making our sites 
accessible for all where feasibly 
possible,

•  Organise ourselves appropriately 
to focus on our priority areas,

•  Understand our diverse Customer 
needs and ensure we meet them.



Where is society now?



of allies are more 
likely to accept a job 
where the company  
is supportive of LGBT

SEXUALITY

RACE

DISABILITY

GENDER

of adults in managerial and 
professional occupations are 
more likely to identify themselves 
as LGB than other occupations

Black and 
ethnic 
minority 
candidates 
send 

job applications 
before receiving a 
positive response, 
white applicants 
only need to send 9

people are 
disabled

There are Approx.34%

31%

26%

80%

2.5

5.7  
  million

2.9

16 
Unemployment levels for BAME 
graduates are two and a half times 
higher than for white graduates. x

of lesbian, gay, bisexual and 
transgender (LGBT) people in 
the UK choose not to disclose 
their sexuality at work

72%

Gay men earn

% 
less5

than heterosexual 
men in the UK*

Gay people of both 
sexes are 5% less  
likely to be offered  
a job interview

The UK is one of the most accepting countries in the world, but there is still more work to be done. At EDF Energy we support individuals from a range of 
diverse backgrounds to help them tackle the challenges they face in the workplace, so they can help us tackle the challenges we face in the marketplace. 

77% of mothers reported 
a negative or possibly 
discriminatory experience at 
work during their pregnancy, 
maternity or on their  
return to work*2.1%

* enei (Employers Network for 
Equality & Inclusion) 2016

* enei (Employers Network for 
Equality & Inclusion) 2016

1 in 5 disabled people 
working aged 16-64

people have a mental 
health condition

million

people have 
a learning impairment

Around1.5 million
people have a social or 
behavioural impairment

Roughly1million
people have a  

memory impairment

Approx.2million
million people have 
a hearing or visual 
impairment*

Approx.3 
* Business Disability Forum 2014

Today, a number of 
disabilities are non-visible. 
At EDF Energy we’re 
committed to helping our 
employees to identify and 
understand non-visible 
disabilities.

Almost 1 in 4 of the population (22%)  
have come across racism  
in the workplace*

* equal approach ‘International 
Women’s Day 2017’

women feel 
disadvantaged  
in the workplace

of women
believe men are offered 
greater opportunities

of females believe a lack 
of female role models 
acts as a barrier

have a shortage 
of female senior 
managers

1 in 3 of companies 



5

At EDF Energy we are always 
striving to make our business 
a more diverse and inclusive 
place, but we appreciate there 
is always more we can do. Our 
Diversity & Inclusion initiatives 
help us to assess what we 
are doing well and where we 
can do better so we can put 
together strategies to ensure 
we reach our goals. 
With our ethnic diversity 
ambitions we aim to represent 
the diverse mix of the areas in 
which we operate our offices 
and power stations. These 
ambitions are for 2030. 

33

5 4 2

26 11%%

% % %

%
EMPLOYEE SENIOR 

   LEADER
MANAGER

Q4 2015

of employees  
are from an ethnic background (Q4 2015)

of managers  
are from an ethnic background (Q4 2015) of senior leaders are from an ethnic background (Q4 2015)

Q4 
2015 Q4 2015

Q1 2018 Q1 2018
Ambition

Ambition Ambition

Ambition Ambition

Ambition

31 26% %37%

8 8%

%

35% 35%

10%

Q1 2018

% %

Q1 2018

17%

Q1 20184

Where are 
we now? 

Q1 2018

1%



Employee 
Engagement 
Survey response 
rates 2017 

ED
F Energy

10,143
responses to MY EDF 2017

Trans

67
responded to survey

(0.6% of participants)
vs. 2016 -0.2

Female

2,827
responded to survey

(28% of participants)
vs. 2016 =

Et
hnic minorities

582
responded to survey

(6% of participants)
vs. 2016 =

Le
sb

ia
n,

 G
ay and Bisexual (LG

B)281
responded to survey

(3% of participants)
vs. 2016 =

Disabled

848
responded to survey

(8% of participants)
vs. 2016 -1

Carers

1,616
responded to survey

(15% of participants)
vs. 2016 +1



Developing a diverse and inclusive 
organisation and the value this will add 
to our collective performance is key to 
helping us achieve our ambitions for 
2020. I believe our D&I Strategy offers us 
a great opportunity to engage our entire 
workforce in understanding the value of 
our inclusive culture.

Carol McArthur
Chief People Officer



Employee Networks



Our employee networks are inclusive and open to everyone. 
They act as a communication channel with management, help 
raise awareness of any employee concerns, and help us to find 
the best ways to attract, recruit, develop and retain diverse talent. 

BLACK, ASIAN AND 
MINORITY ETHNIC 
NETWORK 

Our BAME Network is a  
company-wide network that helps 
us to understand and assist with 
prevailing challenges affecting BAME 
employees. Our open and inclusive 
network connects to people through 
a range of cultural events that in 
turn help EDF Energy to deliver the 
company’s inclusion strategy. 

We play a leading role in promoting 
EDF Energy as a supplier of choice 
within ethnic communities, 
supporting the Science, Technology, 
Engineering and Mathematics (STEM) 
strategy of the business. 

For further details contact the  
BAME network on  
bamenetwork@edfenergy.com

DISABILITY & CARERS’ NETWORK 

Our network offers help and support 
to employees that are directly or 
indirectly affected by disability and/or 
caring responsibilities. 

By raising awareness of the 
challenges faced by employees who 
identify as having disability needs or 
caring responsibilities we create an 
understanding environment for them 
to work in. Additionally, by sharing 
stories and best practice we promote 
well-being and signpost to internal 
support mechanisms. We also play a 
key role in the implementation of  
EDF Energy’s Inclusion Strategy. 

For further details contact the 
Disability & Carers’ network on 
disabilityandcarersnetwork 
@edfenergy.com

Also affiliated to the Disability & 
Carers’ network is a specific group 
that is available to anyone, but 
is designed for those impacted 
directly, or indirectly by cancer. It 
seeks to support those affected by 
ensuring that everyone has access to 
relevant information through regular 
meetings on a number of our sites. 
Additionally they also aim to educate 
people about cancer and its impact. 
To talk to them directly please email 
CancerSupport@edfenergy.com

mailto:bamenetwork%40edfenergy.com?subject=
mailto:disabilityandcarersnetwork%40edfenergy.com?subject=
mailto:disabilityandcarersnetwork%40edfenergy.com?subject=


LESBIAN, GAY, BISEXUAL 
AND TRANSGENDER (LGBT) 
SUPPORTERS NETWORK 

Our award-winning network connects 
and supports our employees on 
LGBT issues, champions inclusion 
and celebrates diversity. The network 
is open to everyone at EDF Energy, 
whatever their background, wherever 
they are and however they identify. 
It supports LGBT employees and 
employees who don’t identify as 
LGBT but who may need support 
on an LGBT matter (for example, a 
team member coming out, a family 
member or friend needing support or 
advice on a matter relating to gender 
identity or sexuality). 

For further details, to show your 
support or to get involved, contact 
lgbtgroup@edfenergy.com

The LGBT Supporters Network is 
something that our whole organisation 
should support, as well as realising the 
value in our differences as people. It’s a 
place where anyone committed to making 
society more inclusive can play a part.

Mark Gorry
Chief Nuclear Officer Region 2, LGBT 
Supporters Network SLT Champion

mailto:lgbtgroup%40edfenergy.com?subject=


WORKING PARENTS’ 
NETWORK

Our company-wide employee 
network acts as a forum for anyone 
interested in issues related to working 
parents and families, both inside and 
outside of work. Our aim is to make 
EDF Energy an even more inclusive 
environment where employees share 
a sense of belonging and mutual 
respect; an environment where we 
know we can rely on our colleagues 
to support us and everyone can reach 
their full potential. 

The network supports the 
implementation of EDF Energy’s 
Inclusion Strategy and works with the 
business on issues related to working 
parents and families. 

For further details or to get involved 
email workingparentsnetwork 
@edfenergy.com 

WOMEN’S NETWORK 

Our Women’s Network is a  
company-wide network that 
supports EDF Energy in meeting its 
diversity ambitions around gender. 
Our inclusive network supports our 
members with career development 
and also reviews the way EDF Energy 
works to help increase the level 
of support women receive in the 
workplace, enabling them to reach 
their full potential. 

For further details contact 
the Women’s Network on 
womensnetwork@edfenergy.com 

FORCES SUPPORT 
NETWORK 

Our Forces Support Network is  
open to all supporters of the  
Armed Forces, not just ex-military 
personnel. Its primary aim is to 
provide a mutually supporting 
network of former Armed Services 
personnel who work for EDF Energy 
or are about to join. We maximise 
the contribution military experience 
brings to the company and help to 
portray EDF Energy as an employer  
of choice for service leavers. 

For further details contact 
forcessupportnetwork 
@edfenergy.com 

YOUNG PROFESSIONALS 
(YP) NETWORK 

The Young Professionals Network 
is a new initiative at EDF Energy 
started by our early careers members. 
Our network helps to bridge the 
knowledge gap between workforce 
generations by creating an effective 
platform for knowledge sharing.

Our objective is to bring people from 
EDF Energy’s business areas and the 
wider industry together to exchange 
knowledge and experiences, broaden 
horizons and assist with career 
development. We aim to foster crucial 
skills for successful future leaders of 
the company. 

For further details or to get involved 
email youngprofessionalsnetwork 
@edfenergy.com

mailto:workingparentsnetwork%40edfenergy.com?subject=
mailto:workingparentsnetwork%40edfenergy.com?subject=
mailto:womensnetwork%40edfenergy.com?subject=
mailto:forcessupportnetwork%40edfenergy.com%20?subject=
mailto:forcessupportnetwork%40edfenergy.com%20?subject=
mailto:youngprofessionalsnetwork%40edfenergy.com?subject=
mailto:youngprofessionalsnetwork%40edfenergy.com?subject=


Each year EDF Energy celebrates  
D&I in various ways. One of these  
is Diversity & Inclusion Week, a  
group-wide event celebrated in  
all countries of the group. 

This usually takes place in May and 
each site takes the theme away and 
plans an event locally. Throughout the 
year we hold various D&I events both 
through the central D&I team and 
with the Employee Networks. 

To get more involved with D&I  
you can:

•  join any of our seven employee 
networks or;

•  volunteer for roles on our network 
steering committees or;

•  participate in our various D&I events 
hosted throughout the year. 

To find out more visit PULSE 
Company Information, 
MyCampus, or to sign up to our 
regular communications contact 
diversityandinclusion 
@edfenergy.com

How 
do I get 
involved?

http://pulse.edfapps.edfenergy.net/sorce/launcher.aspx?menuno=791&href=%2Fsorce%2Fapp_centre%2Fdisplay_form.aspx%3Ffhandle%3Dtemplate_2103%26elemid%3D320%26pmenu%3D1%26inmain%3Dyes
mailto:diversityandinclusion%40edfenergy.com?subject=
mailto:diversityandinclusion%40edfenergy.com?subject=


Information at your fingertips
EDF Energy’s D&I intranet pages on PULSE and on MyCampus 

include information on the D&I vision, principles, strategy,  
and company-wide events and local events. 
The pages can be found on PULSE Company  

Information and D&I. You can also  
contact the D&I team directly at: 

  DIVERSITYANDINCLUSION@EDFENERGY.COM



D&I Glossary



BI / BISEXUAL 

Refers to an emotional and/or  
sexual orientation towards more  
than one gender.

CIVIL PARTNERSHIP

A civil partnership is a legal 
relationship which can be registered 
by two people of the same sex who 
aren’t related to each other.

GAY

Refers to a man who has an 
emotional, romantic and/or sexual 
orientation towards men. Also a 
generic term for lesbian and gay 
sexuality – some women define 
themselves as gay rather than lesbian.

GAY WOMAN / LESBIAN 

Refers to a woman who has an 
emotional, romantic and/or sexual 
orientation towards women.

GENDER

Often expressed in terms of masculinity 
and femininity, gender is largely 
culturally determined and is assumed 
from the sex assigned at birth.

GENDER IDENTITY 

A person’s innate sense of their 
own gender, whether male, female 
or something else (see non-binary 
below), which may or may not 
correspond to the sex assigned  
at birth.

GENDER REASSIGNMENT

Another way of describing a 
person’s transition. To undergo 
gender reassignment usually 
means to undergo some sort of 
medical intervention, but it can also 
mean changing names, pronouns, 
dressing differently and living in 
their self-identified gender. Gender 
reassignment is a characteristic that 
is protected by the Equality Act 
2010, and it is further interpreted 
in the Equality Act 2010 approved 
code of practice. It is a term of much 
contention and is one that Stonewall’s 
Trans Advisory Group feels should  
be reviewed.

HETEROSEXUAL / STRAIGHT

Refers to a person who has an 
emotional, romantic and/or sexual 
orientation towards people of the 
opposite gender.

INTERSEX

A term used to describe a person who 
may have the biological attributes 
of both sexes or whose biological 
attributes do not fit with societal 
assumptions about what constitutes 
male or female. Intersex people 
may identify as male, female or 
non-binary. Stonewall works with 
intersex groups to provide its partners 
and stakeholders information and 
evidence about areas of disadvantage 
experienced by intersex people but 
does not, after discussions with 
members of the intersex community, 
include intersex issues as part of its 
current remit at this stage.

LGBT 

The acronym for lesbian, gay,  
bi and trans.



NON-BINARY

An umbrella term for a person who 
does not identify as only male or only 
female, or who may identify as both.

POSITIVE ACTION

A range of lawful actions that seek to 
overcome or minimise disadvantages, 
for instance in employment 
opportunities, that people who 
share a protected characteristic have 
experienced or to meet their different 
needs or when an employer takes 
steps to help or encourage certain 
groups of people with different needs, 
or who are disadvantaged in some 
way, access work or training. Positive 
action is lawful under the Equality  
Act 2010.

POSITIVE DISCRIMINATION

Positive discrimination is recruiting or 
promoting a person solely because 
they have a relevant protected 
characteristic. Setting quotas to recruit 
or promote a particular number or 
proportion of people with protected 
characteristics is also positive 
discrimination. Positive discrimination 
is unlawful in Great Britain. However, 
it is important to note that it is not 
unlawful for an employer to treat a 
disabled person more favourably in 
comparison to a non-disabled person.

PROTECTED 
CHARACTERISTICS

The Equality Act 2010 makes it unlawful 
to discriminate against people with a 
‘protected characteristic’. They are: 
• age;  
• disability;  
• gender reassignment;  
• marriage and civil partnership;  
• pregnancy and maternity;  
• race;  
• religion or belief;  
• sex;  
• sexual orientation.  

SEXUAL ORIENTATION

A person’s emotional, romantic and/
or sexual attraction to another person.

TRANS

An umbrella term to describe people 
whose gender is not the same as, or 
does not sit comfortably with, the sex 
they were assigned at birth.  
Trans people may describe themselves 
using one or more of a wide variety 
of terms, including (but not limited to) 
Transgender, Transsexual,  
Gender-queer (GQ),  
Gender-fluid, Non-binary,  
Gender-variant, Crossdresser, 
Genderless, Agender, Nongender, 
Third gender, Two-spirit, Bi-gender, 
Transman, Transwoman, Trans 
masculine, Trans feminine and Neutrois.

WELL-BEING

Our vision for well-being at  
EDF Energy is for all employees to:  
be mentally fit and resilient, especially 
during times of change; be physically 
fit, healthy and safe in their working 
environment; feel connected, cared 
for and supported by others at  
work – a feeling of fitting in.



Organisations can’t thrive and grow if everyone in 
them thinks and behaves in the same way. Having 
a diverse workforce opens up a huge amount 
of possibilities and helps to encourage creativity 
and foster innovation. It also helps us develop a 
competitive advantage – we can be more adaptable 
to changes in the market because of the range of 
skills and experiences to draw from. We want to be 
known as the best and most trusted for customers 
– a diverse range of employees will help us on this 
journey as they are well placed to understand the 
needs of our customers.

Beatrice Bigois
MD Customers and Executive Sponsor  
of the Disability and Carers’ Network 
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