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Message from de CEO 
  

Human and labor rights are essential pillars of a fair and just 

society, ensuring the well- being and dignity of individuals, 

including in their workplaces. Today, many people around the 

world continue to face violations of their human and labor 

rights. Climate change represents a threat in this regard Ħ 

global warming impacts health, safety, jobs, food, and 

biodiversity, with vulnerable communities increasingly 

exposed to extreme weather.  

Accelerating investment in the energy transition and 

contributing fo r the democratization of access to clean, reliable 

and affordable energy are ways to secure the Paris agreement 

goals and uphold human rights. Other initiatives are also 

important in this regard, such as the European climate 

taxonomy, that establishes mini¸Ë¸ «Ë¸o¹ Æ¬¨«ÊÇĵ Ço§ ¨ËoÆ}Ç

for financing, the implementation of due diligence legislation in 

OECD countries to extend corporate responsibility in 

international business, and the role played by financial markets 

in placing human rights at the top of invesÊ»ÆĵÇ ¸¬¹}Çĕ 

At EDP, we are focused in implementing concrete measures 

for the protection of human rights Ħ promoting adequate 

standards and contract clauses, and setting rules for 

transparency and supply chain traceability, in addition to 

actively listenin g, auditing and reporting within the sector   

 

while connecting with international organizations. When 

investing in new infrastructure, our specialized teams and  

procedures aim at ensuring early engagement and continuous 

engagement with local and vulnerable communities. We have 

been working to ensure we are a responsible company with 

the right policies in place.  

And our efforts go beyond our direct relationships. We are 

committed to contribute for the traceability and prevention of 

indirect forced and child labor, violence, and discrimination at 

work. As corporate organizations, we can leverage the 

renewables push to bring human rights to the table, 

establishing jo int industry- led due diligence procedures. Our 

industry partners must pave the way for total transparency in 

their human rights management, contractual reciprocity and 

supply chain traceability. Besides companies, institutions 

must also play an important role in the promotion of freedom of 

association, fair pay and dignified work, diversity and 

inclusion, and health and safety. 

Let us strive to create and maintain workplaces that uphold 

human and labor rights, fostering a more equitable and 

prosperous future for all. At EDP, we place this at the heart of 

our mission to decarbonize the planet and accelerate the 

energy transition.  

 

H¬¨Ë µ WÊ¬µÓ µµ }ĵ ¹}Æo}  
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EDPĵÇ Human and Labor Rights Policy 
A -  Purpose and scope  

1. SUBSTANTIATION 

In 2003 the EDP Group subscribed to the United Nations Global Compact, the following year approved its Sustainable 
Development Principles and, in 2005, published the first edition of the Code of Ethics. No longer than 2006, the EDP Group 
established a new business strategy setting the priority to renewable energy investment. In 2021, the EDP Group reinforced its 
¨Æ»ÓÊ« o¹} ¬¹Ê Æ¹oÊ¬»¹oµ¬ÙoÊ¬»¹ ÇÊÆoÊ ¨ÖĖ oÇÇË¸¬¹¨ Ê«  Ĳ µµ 8Æ  ¹ yÖ àÞáÞĳ o¸y¬Ê¬»¹ o¹}  ¹µoÆ¨ } ¬¹Ê Æ¹oÊ¬»¹oµ Æ z»¨¹¬Ê¬»¹Ė
for its ethical excellence and deep respecting of human and labor rights in all dimensions of its activity. 

Since the founding years of the internationalization and decarbonization strategy, the Code of Ethics has been updated and 
revised enabling the organization to face new challenges and risks, tackling the contemporary social transformation, and, in the 
same way, several policies were published, orienting specific themes, developing the principles established in the Code of 
Ethics. In this sense, in 2017, the Declaration of Respect for Human and Labor Rights was approved, committing to the United 
Nations Guiding Principles on Business and Human Rights, including the development of risk maps, deeper reporting on human 
and labor rights management, enhanced internal procedures, particularly i n supply chain management. 

Now, taking the strengthening of the internationalization strategy through investment in renewable energy and the revision of  
Ê«  0.S 8Æ»ËÃĵÇ +»}  »§ 0Ê«¬zÇĖ zoÆÆ¬ } »ËÊ ¬¹ W ÃÊ ¸y Æ àÞàÞĖ ¬Ê y zo¸  ¹ z ÇÇoÆÖ Ê» ËÃ}oÊ  Æ µoÊ } Ã»licies and 
procedures, namely the specific policy of respect for Human and Labor Rights. 

Accordingly, and informed by international references, listening to stakeholders, the complaints system and the media, the 
0Õ zËÊ¬Ò  *»oÆ} »§ .¬Æ zÊ»ÆÇ Ĭ0*.ĭ } z¬} } Ê» ËÃ}oÊ  Ê«  0.S 8Æ»ËÃĵÇ . zµoÆoÊ¬»¹ »§ V ÇÃ zÊ §»Æ ;Ë¸o¹ o¹} Eoy»Æ V¬¨«ÊÇ
Policy (article 14- a), transforming it into the Human and Labor Rights Policy, on July 2021, as follows. 

2. OBJECTIVE  

Z«  ;Ë¸o¹ o¹} Eoy»Æ V¬¨«ÊÇ S»µ¬zÖ o¬¸Ç Ê»  ¹ÇËÆ  Æ ÇÃ zÊ §»Æ ;Ë¸o¹ o¹} Eoy»Æ V¬¨«ÊÇ ¬¹ Ê«  0.S 8Æ»ËÃĵÇ ÇÃ« Æ  »§ ozÊ¬Ò¬ÊÖĖ
implementing the commitments defined in its policies, specifying the international r eference treaties and standards and 
establishing the procedures that ensure compliance with them.  

The Policy establishes the procedures to ensure imple-

mentation of Human and Labor Rights respect 
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3. SCOPE 

The Policy applies to all EDP Group companies and employees, business relationship and activities, in all its geographic 
locations, regardless of the local practices or level of social and economic development. 

In implementing the Policy, the EDP Group respects national legislation and international treaties and standards according to 
the stringent standards. The Policy is in force even though national law may not transpose the international treaties and 
standards.  

B -  Internal and external references  

âĕ 0.SĵÇ V070V0I+0W 

This Policy develops and implements the principles of respect for human and labor rights established in the following EDP 
fundamental policies:   

a. Code of Ethics 
b. Stakeholder Relationship Policy 
c. Supplier Code of Conduct 

5. INTERNATIONAL STANDARDS AND DIRECTIVES  

Z«¬Ç S»µ¬zÖ ÊÆo¹ÇÃ»Ç Ç Ê» 0.SĵÇ ÇÃ« Æ  »§activity the human and labor rights commitments and procedures defined by 
international standards and directives, namely:  

a. United Nations Global Compact  
b. United Nations Guiding Principles on Business and Human Rights 
c. OECD Due Diligence Guidance for Responsible Business Conduct 
d. Directive of the European Parliament and of the Council on Corporate Due Diligence and Corporate Accountability  

  

The Policy applies Ê» oµµ 0.SĵÇ ozÊ¬Ò¬Ê¬ Ç o¹} yËÇ¬¹ ÇÇ

relationship . 

 

 

0.SĵÇ ¬¸Ãµ ments the stringent human rights standards 

The Human and Labor Rights Policy is linked to other 

fundamental EDP's policies  

The Policy transposes to EDP the United Nations, OECD, 

and European Union due diligence standards.  
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6. INTERNATIONAL TREATIES AND CONVENTIONS  

Z«  S»µ¬zÖ Ç ÊÇ »ËÊ §»Æ Ê«  0.S 8Æ»ËÃĵÇ ÇÃ« Æ  »§ ozÊ¬Ò¬ÊÖ ¬ÊÇ z»¸¸¬Ê¸ ¹Ê Ê» Æ Çpect all internationally recognized human and 
labor rights, namely: 

a. Within the scope of the United Nations Organization:  

i.  Ĳ<¹Ê Æ¹oÊ¬»¹oµ *¬µµ »§ ;Ë¸o¹ V¬¨«ÊÇĳĖ ¬¹zµË}¬¹¨ė 

i. Universal Declaration of Human Rights, 1948 
ii. International Covenant on Civil and Political Rights, 1966 
iii. International Covenant on Economic, Social and Cultural Rights, 1966 

ii. Instruments to protect vulnerable people and groups, including: 

i. International Convention on the Elimination of All Forms of Racial Discrimination (1965) 
ii. Convention on the Elimination of All Forms of Discrimination against Women, 1979 
iii. Convention on the Rights of the Child, 1989 
iv. International Convention on the Protection of the Rights of All Migrant Workers and Members of Their Families, 

1990 
v. Convention on the Rights of Persons with Disabilities, 2006 
vi. Declaration on the Rights of Indigenous Peoples, 2007 

b. Within the scope of the International Labor Organization (ILO): 

i. Eight Fundamental Principles and Rights at Work and related conventions, including: 

i. Freedom of Association and Protection of the Right to Organize Convention, (No.87), and the Right to Organize 
and Collective Bargaining Convention, (No.98)  

ii. The elimination of all forms of forced or compulsory labor (Conventions 29 and 105) 
iii. The effective abolition of child labor (Conventions 138 and 182) 
iv. The elimination of discrimination in relation to employment and occupation (Conventions 100 and 111) 
v. Respect Labor Standards on Working time (Conventions 1, 14 and 106) 
vi. Protection of Occupational Health and Safety (Conventions 155 and 187, Protocol 2002) 
vii. The guarantee of payment of a minimum wage (2008 ILO Declaration on Social Justice for a Fair Globalization). 
viii. Understanding the Indigenous and Tribal Peoples Convention, 1989 (No. 169) 

ii. The Tripartite Declaration of Principles concerning Multinational Enterprises and Social Policy regarding the principles 
and conventions not included in the eight Fundamental Principles and Rights at Work where applicable. 

Principles set in the International  Bill of Human Rights 

are recognized as the universal principles 

Women, children, migrants, disabled, indigenous and 

racial diversity  are specially protected by EDP's policy. 

ILO fundamental  labor and Indigenous rights are the 

minimum standard applied in  EDP activities   
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C -  Description and responsibilities  

7. STRATEGIC COMMITMENTS  

The EDP Group is committed to respecting and enforcing all internationally recognized human and labor rights, identified in 
article 6. This commitment means: 

a. Support the International Bill of Human Rights, subscribe to and implement the Principles of the Global Compact and the 
instruments to protect vulnerable people and groups. 

b. Apply the ILO Declaration on Fundamental Principles and Rights at Work and related conventions and the Tripartite 
Declaration of Principles concerning Multinational Enterprises and Social Policy.  

c. Operate a human and labor rights management system that is active and present in all its activities, implementing the 
United Nations Guiding Principles on Business and Human Rights, the OECD Due Diligence Guidance for Responsible 
Business Conduct and the Directive of the European Parliament and of the Council on Corporate Due Diligence and 
Corporate Accountability.  

8. ACTION PRINCIPLES 

The EDP Group implements its strategic commitments to respect all internationally recognized human and labor rights, 
identified in ar ticle 6, through the application of the following action principles:  

a. Identify, prevent and monitor the risks related to human and labor rights that are salient in its sector of activity, developing 
and keeping a Human and Labor Rights Risk Map up to date. 

b. Guarantee it will not be complicit in human and labor rights abuses or disrespect. 
c. Recognize as stakeholders: workers and their families, local communities, and any other person or group of people whose 
µ¬Ò Ç o¹}  ¹Ò¬Æ»¹¸ ¹Ê ¸oÖ y  ¬¹§µË ¹z } yÖ 0.Sĵs activities, including their legitimate representatives, labor unions, social 
or environmental organizations.  

d. Engage constructively with its stakeholders, especially those affected or likely to be affected by its activities, incorporat ing 
their views and concerns within business decisions and the development of its approach to human and labor rights. 

e. Avoid adverse impacts that may arise from business operations or relationships, ensuring remediation in the event of their 
occurrence and undertaking not to retaliate against accusations, and cooperating in initiatives that promote access to 
remediation through legitimate judicial or non - judicial mechanisms.  

f. Ensure the proper functioning of a system to report occurrences and make complaints, with a guarantee of confidentiality 
and non- retaliation.  

g. Communicate and report with transparency its approach to human and labor rights, identifying risks and impacts, 
mitigation, compensation and remediation measures taken and the results of such actions.  

h. Extend the same commitments to its business partnerships and suppliers, working towards to extend these same 
commitments to their supply chains and their partnerships.  

i. Work with its partners and suppliers to mitigate adverse impacts that are directly linked to its op erations, products or 
services through its own mechanisms or through cooperation in the development of third- party non- judicial solutions.  

EDP is committed to implement the international 

standards  respect though operational rules 

Action principles  include: 

 

Mapping the risks 

Engaging with stakeholders  

Avoiding negative impacts and complicity  

Ensuring a complaint mechanism 

Communicating and reporting  

Working with suppliers  
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9. ASSIGNMENTS  

To ensure effective management of respect for Human and Labor Rights established in this Policy, the EDP Group: 

a. Establishes the Human Rights Working Committee, chaired by a director of the EBD, managed by the corporate director 
responsible for Human and Labor Rights, and made up of the corporate directors with assigned responsibilities in the area 
of this policy, that is, ethics, sustainability, compliance, legal, auditing, management and labor relations, procurement and 
supplier management, prevention and safety, risk, and stakeholder management.  

b. Assigns a corporate senior director to the strategic and operational management of the Policy implementation, that 
assumes direct responsibility to the EBD. 

10. HUMAN RIGHTS WORKING COMMITTEE  

The Human Rights Working Committee works closely together with the Policy director, giving statements on issues to be 
submitted to the EBD and ensuring consistency of the procedures across all departments and business units. The duties of the 
Human Rights Working Committee are: 

a. Assess the Annual Report and the Improvement Plan, prepared by the Human and Labor Rights corporate director, 
submitt ing it to the EBD. 

b.  Analyze impact assessment and due diligence procedures.  
c. Consider and contribute to the salient Human and Labor Rights Risk Map. 
d. Advice on the development of performance indicators and provide an opinion on external assessments related to Human 

and Labor Rights. 
e. Analyze negative occurrences relating to Human and Labor Rights and the measures taken. 
f.  Consider matters submitted to it by the corporate director of Human and Labor Rights. 

11. OPERATIONAL PROCEDURES 

Policy implementation in field activities is ensured through the adoption of operational procedures that include, in particular:  

a. Adopting a risk mapping methodology involving the ongoing updating and quality control of the risk map and salient 
impacts on human ri¨«ÊÇ Æ µoÊ } Ê» Ê«  0.S 8Æ»ËÃĵÇ ozÊ¬Ò¬Ê¬ ÇĖ ¬¹§»Æ¸ } yÖ ¬¹Ê Æ¹oÊ¬»¹oµ Æ § Æ ¹z ÇĖ yÖ ÃÆ»ozÊ¬Ò  µ¬ÇÊ ¹¬¹¨
to stakeholders, by the complaints system and by the media. 

b. Carrying out and publishing human rights impact assessments (HRIA) or environmental and social impact assessments 
(ESIA) covering human and labor rights, prepared by independent third parties, whenever substantial infrastructure 
projects or closures are undertaken, or when entering new businesses or geographies. 

c. Communicating human and labor rig hts to its target audiences in an accessible and appropriate manner, especially to 
affected stakeholders who raise issues, providing quality information to assess the appropriateness of the response(s), in 
a way that does not pose risks to stakeholders or affected personnel.  

EBD has the ultimate human rights responsibility  

 

The operational management of the Policy is attributed 

to a senior corporate director . 

 

The Human Rights committee annually assess and ad-

vice on Human Rights performance 
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d. Applying human and labor rights criteria when establishing investment partnerships, implementing a Due Diligence system 
ensuring the United Nations Guiding Principles on Business and Human Rights, as well as the OECD Guidelines for 
Multinational Enterprises.  

e. Applying requirements for assessment, contracting, training, auditing, and exclusion of suppliers regarding human and 
labor rights practices. Specially for supply chains that are internationally recognized as being at risk, suppliers shall be 
bound to the following obligations:  

i. The obligation to provide complaint channels or mechanisms (proprietary, third - party, or shared). 
Ii The obligation to apply conflict minerals regulations and ensure import minerals and metals come from responsible 

sources.  
iii. The obligation to certify con tractors that provides infrastructure security.  
iv. The application of a Human and Labor Rights Policy and a Due Diligence system implementing the United Nations 

Guiding Principles on Business and Human Rights, as well as the OECD Guidelines for Multinational Enterprises. 

12. ETHICS CHANNEL 

The Ethics Channel is accessible to all individuals, workers and citizens, and communities or organizations, that may be 
adversely impacted by the company or, irrespective of this, that wish to complain, denounce, clarify or expose any situation, i.e. 
those related to human and labor rights. 

13. COMMUNICATION  

The communication of this Policy is carried out on a permanent basis, as follows: 

a. Published on the corporate website and intranet, as well on the institutional websites of the business units. 
b. Communicated, explained, and explicitly made known to and acknowledged by the employees.  
c. Integrated within the training plans on Ethics, with special attention given to decision - makers and managers and the 

salient issues of human and labor rights. 
d. <¹zµË} } ¬¹ Ê«  0.S 8Æ»ËÃĵÇ yËÇ¬¹ ÇÇ Æ µoÊ¬»¹Ç«¬ÃÇ Ó¬Ê« »Ê« Æ z»¸Ão¹¬ ÇĖ ¹o¸ µÖ ÇËÃÃµ¬ ÆÇĖ  ÅË¬Êy stakes and joint ventures. 
e. Published in the body of the annual report on Human and Labor Rights and disclosed together with the other policies of the EDP Group. 

Human rights impact assessments shall be prepared by 

independent third parties  

Suppliers exposed to risk activities shall be bound to 

special qualification rules and obligations 

The Complaint mechanism shall be opened and acces-

sible to all 

The Policy shall be strongly and formally communicated  
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D -  Final provisions  

14. ENTRY INTO FORCE 

a. This Policy replaces the Declaration of Respect for Human and Labor Rights approved in May 2017. 
b. The Policy is effective from the date of its approval and for an indefinite period, and may be updated or revised, by 

deliberation of the EBD. 
c. The EDP Group companies are responsible, within the scope of their action, to implement the necessary procedures and 

actions for the correct implementation of the Policy.   
d. The internal standards and procedures impacted by the Policy should be updated to incorporate and ensure their full 

implementation and periodic updating.  

15. ETHICS CHANNEL CONTACT 

As of today, the Ethics Channel is available on the Internet at: 

https://www.edp.com/en/about - us/speak - up 
https://www.edpr.com/en/speak - up 
https://www.contatoseguro.com.br/edpbrasil  

 

Executive Board of Directors 
July 2021 

https://www.edp.com/en/about-us/speak-up
https://www.edpr.com/en/speak-up
https://www.contatoseguro.com.br/edpbrasil
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Human and Labor Risk Maps 
EDP develops risk maps following the international classification structure of economic 

activities.  

ISIC -  3510 Electric power generation, transmission and distribution  

This class includes the generation of bulk electric power, transmission from generating facilities to distribution 
centers and distribution to end users. 

This class includes: 

¶ operation of generation facilities that produce electric energy, including thermal, nuclear, hydroelectric, gas 
turbine, diesel and renewable 

¶ operation of transmission systems that convey the electricity from the generation facility to the distribution 
system 

¶ operation of distr ibution systems (i.e. consisting of lines, poles, meters, and wiring) that convey electric power 
received from the generation facility or the transmission system to the final consumer 

¶ sale of electricity to the user 

¶ activities of electric power brokers or agents that arrange the sale of electricity via power distribution systems 
operated by others  

¶ operation of electricity and transmission capacity exchanges for electric power  

Mining  

Manufacture of materials  

Manufacture of fabricated produts  

Manufacture of machinery and equipment  

Installation of machinery and equipment  

Construction of utility projects  

Electrical installation  

Wholesale of solid, liquid and gaseous fuels and related products 

Wholesale of computers, computer peripheral equipment and software  

Wholesale of electronic and telecommunications equipment and parts  

Wholesale of metals and metal ores 

Alternative Energy Sector Risks  

Reprisk monitors, analyzes and classifies negative news, regardless of its degree of veracity, 

that impact the reputation of companies according to sustainability taxonomies. Through the 

analysis by critical themes, it is possible to obtain a rich and substantiated image of the 

frequency and type of incidence of the issues, not only at the level of each company but also 

at the level of each sector of activity and region. In spite of everything, the data must be 

relativized as the news often depends on the level of democracy in each country and the 

visibility of each company for th e news context. 

Negative news by tag 

World  wide  -  ßÞ Ö oÆÇĵ Ê¬¸  §Æo¸  

The figures display the number of related Risk worldwide incidents registered by RepRisk and 

related to the global  energy sector. 

Economic impact  934  

Health impact  503  

Indigenous people  349  

Protected areas  260  

Negligence  248  

Airborne pollutants  169 

Endangered species  161 

Land grabbing  155 

Marine/Coastal ecosystems  153 

Palm oil  148 

Greenhouse gas (GHG) emissions  116 

Hydropower (dams)  111 

Salaries and benefits  98  

Wastewater management  67 

Money laundering  57 

Involuntary resettlement  54  
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Water scarcity  52  

Monocultures  37 

Water management  30  

Nuclear power  23  

Forest burning  18 

Racism/Racial inequality  16 

Coal- fired power plants  15 

Epidemics/Pandemics  14 

Security services  13 

Migrant labor  13 

Genocide/Ethnic cleansing  11 

Privacy violations  10 

Illegal logging  10 

Asbestos  9 

Tax havens  8 

Fracking  8 

Lobbying  7 

Energy management  7 

Genetically modified organisms (GMOs)  5 

Plastics  4 

High conservation value forests  4 

Gender inequality  4 

Soy  3 

Human trafficking  3 

Access to products and services  3 

Coral reefs  2 

Arctic drilling  2 

Agricultural commodity speculation  2 

Seabed mining  1 

Sand mining and dredging  1 

Rare earths  1 

Nuclear weapons  1 

 

Negative news by Issue 

World  wide  -  ßÞ Ö oÆÇĵ Ê¬¸  §Æo¸  

The figures display the number of related Risk worldwide incidents registered by RepRisk and 

related to the alternative energy sector. 

Impacts on communities  1437 

Impacts on landscapes, ecosystems and biodiversity  1429 

Violation of national legislation  992  

Local pollution  516 

Local participation issues  400  

Fraud 366  

Human rights abuses and corporate complicity  257  

Corruption, bribery, extortion and money laundering  257  

Climate change, GHG emissions, and global pollution 197 

Occupational health and safety issues  192 

Waste issues 179 

Misleading communication (including greenwashing)  159 

Supply chain issues 130 

Poor employment conditions  130 

Controversial products and services  119 

Anti - competitive practices  71 

Violation of international standards  65  
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Tax evasion 59  

Forced labor 56  

Overuse and wasting of resources 48  

Products (health and environmental issues) 27 

Social discrimination  25  

Freedom of association and collective bargaining  19 

Discrimination in employment  12 

Executive compensation issues 11 

Tax optimization  6 

Child labor  6 

Animal mistreatment  3 

 

0.SĵÇ ;Ë¸o¹ o¹} Eoy»Æ V¬Ç´
Maps 
The figures display EDP countryĵÇ ranks, based on the frequency and severity of incidents 

registered by RepRisk, that are related to the alternative energy sector, ordered from high risk 

to low risk. 

Reprisk -  Country level exposure  

Cambodia  71 

Colombia  57 

Mexico  54  

Brazil 52  

China  48  

Indonesia 48  

Thailand  47 

Viet Nam (Vietnam) 45  

Malaysia  40  

Greece 39  

Romania 37 

Chile 34  

Spain 32  

Poland 32  

United States of America 31 

France 28  

Italy 26  

Hungary 25  

Korea, the Republic of (South Korea) 25  

Taiwan  23  

United Kingdom 22  

Belgium 20  

Portugal 18 

Japan  18 

Singapore  17 

Germany 16 

Netherlands 16 

Canada  14 
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ILO -  Country level exposure  
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Freedom of Association and Protection of the Right to Organise 

Convention, 1948 (No. 87) 
 N    N         N      N    N  N N 

Right to Organise and Collective Bargaining Convention, 1949 (No. 98)       N                   N  N  

Forced Labour Convention, 1930 (No. 29)                            N  

Forced Labour Convention, 2014 Protocol                             

Abolition of Forced Labour Convention, 1957 (No. 105)                              

Minimum Age Convention, 1973 (No. 138)                           N  

Worst Forms of Child Labour Convention, 1999 (No. 182)                             

Equal Remuneration Convention, 1951 (No. 100)                           N  

Discrimination (Employment and Occupation) Convention, 1958 (No. 111)              N N      N      N  

Occupational Safety and Health  Convention, 1981 (No. 155)   N N N  N N N N  N N N N   N  N     N N N  

Promotional Framework  for Occupational Safety and Health 

Convention, 2006 (No. 187) 
 N    N N    N  N   N N N  N       N  
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Risk Map: Employee s  

Z«   Ê«¬zoµ ÃÆ»z ÇÇ ¬Ç Ê«  ¸o¬¹ ÇÖÇÊ ¸ Ê«oÊ zoÃÊËÆ Ç }¬ÇÆ ÇÃ zÊ §»Æ Ã »Ãµ ĵÇ ¬¹}¬Ò¬}Ëoµ Æ¬¨«ÊÇĕ Z«  } Êo¬µ } ¬¹§»Æ¸oÊ¬»¹ ¬Ç ÃËyµ¬Ç« } ¬¹ Ê«  0.S 8Æ»ËÃĵÇIntegrated Report . 

POTENTIAL ISSUES EUROPE 
NORTH 

AMERICA  

SOUTH 

AMERICA  
APAC  

Salary arrears / non- payment          

Excessive overtime hours 1 1 1 1 

Excessive continuous work hours 1 1 1 1 

Violation of the right to weekly rest/vacation  1 1 1 1 

Wages below the legal/contractual minimum          

Inhibition of Collective Bargaining/association rights          

Child labour          

Youth work in hazardous activities          

Lack of training and protection/safety equipment          

Violation of the right to medical leave          

Violation of the right to care for one's family         

Forced labour situation          

Use of illegal workers         

Use of non- contract workers          

Inadequate conditions for posted workers          

Health & Safety risks 1 1 1 1 

Breach of personal data 1 1 1 1 

Gender discrimination in careers  1 1 1 1 

Gender discrimination in salaries and duties 1 1 1 1 

Racial/ethnic discrimination  1 1 1 1 

Sexual harassment 1 1 1 1 

Verbal harassment  1 1 1 1 

Physical violence         

Risk scales, from 1- Low exposure to 3 Ħ High exposure 

1 2 3 
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Risk Map: Customers / End users  

Personal data protection , quality of service, invoicing,  and responsible marketing  are relevant 

issues that must be managed.  Undue power cuts and maintenance operations in private 

property keep going relevant risks on costumer rights. 

POTENTIAL ISSUES PORTUGAL SPAIN BRAZIL 

Unjustified power cuts  1 1 1 

Unjustified power cuts: patients   1     

Violation of personal data/privacy  1 1 1 

Physical violence     1 

Violation of private property  1 1 1 

Commercial Harassment  1 1 1 

Commercial Misinformation  1 1 1 

Digital illiteracy  1 1 1 

Energy accidents      2 

Risk scales, from 1- Low exposure to 3 Ħ High exposure 

1 2 3 
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Risk Map: vulnerable communities  

The construction of wind and photovoltaic parks, as well hydro energy, always has an impact on local populations. Wind farms have a very significant visual, sound and flying impact that can  

be mitigated but is not nullable. Although less visible, and not being a noise generator or a threat to flying species, photoÒ»µÊo¬z ÃoÆ´Ç ĲËÆyo¹¬Ù ĳ Ó¬}  Ê ÆÆ¬Ê»Æ¬oµ oÆ oÇ o¹} ¨ ¹ ÆoÊ  o ¸¬ÆÆ»Æ

effect. Dams transform vast areas of the territory, in an almost irreversible way. Likewise, the transmission network continuously interferes with the landscape. This is the general cause that can 

affect the rights of people facing the construction of a renewable energy site, which includes the impact of constructio n work. Local authorities, landowners or users, neighbors, environmental 

organizations, all shall express their opinion and make a point in relation to the new construction. In regions where communities, and not just indigenous peoples, use collective territory, it is 

necessary to address additional aspects that can have a negative impact.  

Likewise, the closure of coal- fired power plants generates local unemployment, which deserves appropriate local plans for the creation of new jobs and job retraining.  

POTENTIAL ISSUES 
WIND 

OFFSHORE 
WIND  

FARMS 
SOLAR  
FARMS 

LARGE 
HYDROPOWER 

SMALL 
HYDROPOWER 

COAL POWER 
PLANTS 

GAS POWER 
PLANTS 

TRANSMISSION  DISTRIBUTION 

Visual  2 3 1 3   2 2 3 2 

Noise/vibration    3   1 1 2 1 1   

Fishing/farming  1 2 1 3 1 1 1 1   

Historical Heritage       3           

Natural Heritage   3   3   1 1 3   

Land ownership    2   3       2 1 

Electromagnetic risks    1           1 1 

Safety risks   1   2       2 2 

Pollution           3 2     

Resettlements       3           

Unemployement            3       

Unshared Value   2   3   2 2 1   

Accesses   1   3   1 2     

Construction works    1   3   1 1 1   

Migrant workers influx        3   1 1     

O&M works    1       3 2 1 1 

Risk scales, from 1- Low exposure to 3 Ħ High exposure 

1 2 3 
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Risk Map: core supply chain  

EDP develops and manage renewable energy generation infrastructure and, to that extent, 

does not produce any equipment or technology. EDP purchases equipment and technology 

from brands and final manufacturers.  EDP also purchase turnkey services that include the 

installation of equipment.  

 

 

 

Suppliers Tier 1 

Labor accidents are frequent in the construction/demolition and maintenance of 

infrastructures . 

In the outsourcing of services and subcontracting, labor rights compliance must be 

systematically assessed. 

IT services must be managed to mitigate cybersecurity and data protection ris ks. 

Suppliers Tier 1 + n 

The manufacture of renewable technologies may consume mineral resources from regions 

with forced labor and child labor  evidence . Polysilicon, cobalt, aluminium production are 

industries with salient risks. 

Manufacturer activities, transports, mining, and energy facilities  are exposed to labor 

accidents . 

Working conditions and equality in the global economy are often disregarded.  
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POTENTIAL ISSUES 

TECHNICAL 
SERVICES AND 

CONSTRUCTION  

CORPORATE 
SERVICES AND IT 

ELECTRICAL/  
INDUSTRIAL 

TECHNOLOGY  
FUELS 

Salary arrears / non- payment  1 1 1 1 

Excessive overtime hours 2 2 2 2 

Excessive continuous work hours 2 2 2 2 

Violation of the right to weekly rest/vacation  1 1 1 2 

Wages below the legal/contractual minimum  1 1 1 2 

Inhibition of Collective Bargaining/association rights  1 1 1 2 

Child labour  1 1 1 1 

Youth work in hazardous activities  1 1 1 2 

Lack of training and protection/safety equipment  1 1 1 2 

Violation of the right to medical leave  1 1 1 2 

Violation of the right to care for one's family 1 1 1 2 

Forced labour situation  1 1 1 1 

Use of illegal workers 1 1 1 1 

Use of non- contract workers  1 1 1 2 

Inadequate conditions for posted workers  1 1 1 2 

Health & Safety risks 2 1 2 3 

Breach of personal data 1 1 1 1 

Gender discrimination in careers  1 1 1 2 

Gender discrimination in salaries and duties 1 1 1 2 

Racial/ethnic discrimination  1 1 1 2 

Sexual harassment 1 1 1 2 

Verbal harassment  1 1 1 2 

Physical violence 1 1 1 2 

Risk scales, from 1- Low exposure to 3 Ħ High exposure 

1 2 3 



 Human and Labor Rights  Report 2022  Risk mapping 028  

 

 

 



 Human and Labor Rights Report 2022   Human and Labor Rights Management 029  

 
 

 

Human and  
Labor Rights 
Management  
 

 

 

   

 

 



 Human and Labor Rights  Report 2022  Risk mapping 030  

 

 

Is the Climate a fundamental human right?  

EDP subscribes to the United Nations declaration that establishes climate as a fundamental 

human right. The right to a human and biodiverse, healthy and safe climate is the ultimate 

purpose of the decarbonization strategy.  

 

Does the energy transition undermine local community rights?  

The closure of fossil power plants creates unemployment, and the development of renewable 

infrastructure impacts the territory. However, through joint planning by stakeholders, negative 

impacts can be mitigated through active policies that ensure local value creation.  

 

Is it inevitable that fossil plant closures will generate unemployment? 

The closure plan for EDP's coal- fired power plants, which will be completed by 2025, includes 

the creation of new local jobs through investment in renewable projects. A positive balance in 

job creation is expected. The workers affected by the closure benefit from job protection and 

reintegration measures. 

 

Who are the stakeholders in a renewable energy project? 

A renewable infrastructure project is an investment with three "investors". The company, the 

community, the state. It is necessary to reach an agreement among all, knowing that for the 

same project there are multiple entities representing the community and the state. From the 

outset, it is crucial that there are clear rules and agreement between the state and local 

communities for companies to operate.  

 

 

Does EDP follow the Previous, Prior and Informed Consent? 

EDP follows the Previous, Prior and Informed Consent principles established by the United 

Nations in any country where it works, regardless of whether there is a legal obligation. The 

principles have been transposed to EDP's policies, especially its code of ethics, human rights 

policy and stakeholder relations policy.  

 

What measures generate value creation for local communities?  

There is local value creation whenever investment in new renewable energy projects favors 

the sustainable development of local communities by creating jobs, improving local 

infrastructure and the environment. In particular, EDP favors the promotion of access to 

renewable energy by local communities. However, the concrete measures that lead to value 

creation must result from the local dialogue process. 

 

What are the expectations of local communities in a negotiation pro-

cess? 

Communities want maximum preservation of their territories and cultures, avoid social 

imbalances, and improve their living conditions through access to energy, sanitation and 

water, access to communications and education, employment, and income. But each case 

has its own specificities.  

 

What is the most complex issue in a negotiation process? 

In the construction of wind farms and transmission lines, the definition of a project's area of 

influence and the identification of stakeholders is the most critical issue, insofar as if there are 

owners whose land receives the infrastructure, other people's rights may also be recognized, 

due to their proximity or uses. Hence the importance of prior studies and dialogue with 

structures representing local communities.  
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Are we seeing an accentuation of criticism towards renewable pro-

jects?  

The energy transition implies a strong growth of renewable infrastructures with an increase in 

the occupied areas and covering more communities. In this sense, there are more projects 

simultaneously, more dialogue processes and more news. In particular, when a project is 

inserted in a region with a high presence of other renewable energy projects, a contagion 

effect can be expected, given the magnitude of the whole government plan. Communities 

may react to the impact of a new project, but their opinion may reflect the overall impact of the 

government plan and other projects.  

 

Do renewable technologies rely on ores exposed to the charge of 

forced labor?  

In renewable energy, as for high- tech industries, the risks of forced labor are linked to the 

mining sector and are present in several countries. It is not only the renewable sector that is 

exposed to violation of human dignity and labor rights. Therefore, there is an individual, 

collective and multisectoral duty for companies to identify this risk, preventing and combating 

it. 

 

How does EDP identify the risk of forced labor? 

The risk of forced or child labor occurs in situations, activities and territories that are very well 

characterized. EDP closely monitors reports, complaints and news regarding human rights 

anywhere in the world, using reports from institutions such as the Bureau of International Labor 

Affairs of the United States government, and specialized platforms such as Reprisk. Based on 

this prior identification of risks, concrete measures are taken in the relationship with direct 

suppliers. 

 

 

How does EDP avoid exposure to the risks of forced labor? 

EDP acquires equipment previously available on the market, developed by large 

technological companies. To act against forced labor, EDP dialogues with its direct suppliers 

to establish specific contractual procedures and disclosures, w hich must be extended to 

second tier suppliers. The challenge of controlling the entire supply chain back to the origin of 

the raw materials is considerable since, in international trade, there is no traceability system 

that allows the identification of th e companies that participated in the value chain of a good.  

 

Should there be an international traceability system for materials?  

Yes, this is the position that EDP defends in the international organizations in which it 

participates. More importantly, EDP already applies traceability contractual rules, including 

audits, and identifies indirect suppliers. EDP co- funds the Solar Stewardship Initiative project, 

which aims to certify solar sector industries in Human Rights. Through the joint initiative of 

several companies in the sector, it is possible to leverage the protection of human rights. 

 

Is EDP in favor of the European Due Diligence Directive? 

Without hesitation. EDP started implementing Due Diligence in 2017. The Board of Directors 

made this decision in June 2016 and, in the specific case of suppliers, the standard is called 

the Sustainability Protocol. By 2022, the system was in application in all business units. EDP 

will have to adjust procedures according to the final text of the directive, but, in essence, the 

directive is already applied.  

 

Did the Due Diligence mechanism reveal EDP's association with hu-

man rights violations? 

No. But essentially because Due Diligence is a system of successive filters, continuous, 

multidimensional, that anticipates and prevents. For example, in the case of suppliers, we 
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have 5 due diligence levels of prevention. From the screening phase of counterparties to the 

continuous evaluation of contractual performance.  

 

What human rights criteria do you use in the due diligence process? 

EDP verifies compliance with international and national standards, acting by the principle of 

the most complete standard , subscribing to the conventions of the United Nations and the 

International Labor Organization, and implementing these criteria in the selection of 

counterparties and in contractual relations.  

 

Who manages the Human and Labor Rights Policy at EDP? 

Responsibility is assigned to the member of the executive board of directors responsible for 

Sustainability (Rui Teixeira) and executive management belongs to the corporate director 

responsible for the same area (Miguel Viana). But human and labor rights are also assigned to 

various corporate departments that can somehow influence the processes, as identified in the 

policy.  

 

How will EDP achieve the goal of zero serious occupational acci-

dents? 

The main causes of serious accidents are of a behavioral nature, due to non- compliance with 

existing and trained safety rules. Portugal and Brazil are the countries where the problem 

persists, but the entire organization is involved in the PlayItSafe program, and the goal belongs 

to all EDP employees and is especially monitored by the board of directors.  

 

What measures does EDP have to ensure Diversity, Equity and Inclu-

sion? 

EDP promotes collective bargaining that establishes the concrete principles of equal pay, 

career progression, non- discrimination, decent pay, health coverage, pensions, among 

others, ensuring the implementation of the ILO conventions rules. Additionally, EDP approved 

a new strategic DEI plan that aims to accelerate the commitment to diversity, equity and 

inclusion, both from the perspective of family and work reconciliation, as is the case with the 

MasFamilia certification, as well as establishing long - term goals for achieving gender 

balance, equality in professional development and valuing social inclusion measures.
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Forced labor 
Risk Identification   

The manufacture of renewable technologies may consume mineral resources from regions 

with forced labor and child labor  evidence . Polysilicon, cobalt, aluminium production are  

industries with salient risks. (see Risk Map: core supply chain) 

Exposure to Risk  

EDP's business is the development and management  of renewable energy generation 

infrastructure and, to that extent, EDP does not produce any equipment or technology. 

¶ EDP purchases equipment and technology  from brands and final manufacturers.  

¶ EDP also purchase turnkey services that include the installation of equipment.  

¶ EDP has no direct exposure to forced or child labor. 

Risk Management  

Forced and child labor risks are analysed at top management level, management procedures 

and training are implemented . 

Direct suppliers and subcontractors are qualified by EDP and 3rd parties to assure that indirect 

suppliers are also compliant  with  the fundamental human rights.  

¶ Suppliers are screened, assessed, audited before and during the contract  

¶ Contracts include human rights rules, transparency,  and traceability clauses 

¶ Contracts include obligations and expecta tions for second tier suppliers  

The renewable sector shall act together implementing traceability of the fundamental human 

rights respect , thus leveraging human rights through combined  action . 

¶ EDP participates in the global network for human rights  

¶ EDP supports industry traceability  and audit  standards  

Due Diligence to all 

EDP systematically scrutinises any evidence of human rights violations that may be related to 

any counterparty through a due diligence process on legal compliance, integrity, human and 

µoy»ËÆ Æ¬¨«ÊÇ Ê» z»Ë¹Ê ÆÃoÆÊ¬ Ç Ó¬Ê« } oµÇ oy»Ò  ńàãĖÞÞÞĕ Z«¬Ç ÃÆ»z ÇÇ z»Ò ÆÇ ççŒ »§ Ê« 

purchasing volume and results in the exclusion of those who do not guarantee compliance 

with national and international standards.  

Due Diligence to critical suppliers 

 }}¬Ê¬»¹oµµÖĖ §»Æ Ê«  ÇËÃÃµ¬ ÆÇ »§ Ê«   µ zÊÆ¬z¬ÊÖ Ç zÊ»ÆĵÇ ÒoµË  z«o¬¹Ė o¹} ozz»Æ}¬¹¨ Ê»specific 

risk maps, there is scrutiny on human rights, climatic and environmental issues, on skills and 

sustainability management practices, financial risks and business continuity, cybersecurity, 

prevention and safety management, and quality, among others . Once the contractual 

relationship has been established, where the ESG requirements are converted into 

contractual clauses, EDP monitors, audits and evaluates the performance of its critical 

suppliers. 

Due Diligence to 2nd tier suppliers 

Conducting audits  of the suppliers of suppliers is an emerging issue on the international 

agenda -  it requires time, a change in mentality, and collaborative work from companies. EDP 

is currently discussing with its suppliers exposed to risks, modifying contractual clauses, 

requesting equivalent commitments and the principle of independent auditing.  

Solar modules priority 

In this area, the photovoltaic panels sector is a priority, insofar as it is a strategic technology in 

EDP's business plan and is exposed to geopolitical conflict, is affected by accusations of 

forced labour, customs controls, price rises and logistical disruptions, generating significant 

medium/long term uncertainty.  

Supporting industry - led mechanisms 

Believing that extending the practice of d ue diligence to indirect suppliers depends on 

companies from each industry sector working together, EDP is a co- founder of the Solar 

Stewardship Initiative, a Solar Power Europe programme, which has established a code of 
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conduct and auditing principles spe cific to the solar sector. Auditing of companies, especially 

those exposed to charges of colluding with forced labour, is the action plan for 2023.  

Solar Modules procurement 

EDPR business case  

For EDPR, it is a priority to engage with its supply chain and, in particular, with strategic 

suppliers. Firstly, because of the important contribution they make as main partners in 

achieving the Company's business objectives; and on the other hand, to avoid, manage and 

mitigate any ESG risk situation that may arise in the supply chain. 

From 2022, the Company has launched an additional engagement process with strategic 

suppliers in sustainability matters. To this end, during the qualification phase, the Company 

shares its ESG priorities with suppliers in order to assess their performance, analyze their 

contribution to the EDP Group's goals and identify potential risks. This information analysis 

process is complemented by specific ESG and traceability meetings, in which both parties 

share their strategic priorities, commitments and targets regarding transparency, supply 

chain management and goal alignment: 1) Decarbonization; 2) Human and Labor Rights; 3) 

Circular Economy; 4) Health and Safety; and 5) Biodiversity.  

In addition, during this phase and during the execution of contracts, the traceability of the 

supply chain is a key issue to monitor and avoid potential human rights risks. The Company 

establishes as one of the main requirements of the agreements to know the supplier's supply 

chain management and to have a traceability map of the processes that take place upstream 

in its value chain. The localization and ownership of the upstream manufacture sites is the key 

factor in assuring the value chain traceability.  

Finally, EDPR includes ESG clauses in the contracting phase. These clauses refer to the 

measures necessary to avoid forced labour and other environmental, social or governance 

risks within the supply chain. In addition to ESG audits in the event that a risk situation is 

identified, during the execution of the contract, the Company requests other information that 

is essential for its own environmental and social performance, such as environmental 

information on products or information on health and safety.  
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Vulnerable communities  
Risk Identification  

The construction of renewable farms and power infrastructures always have physical impact 

on territories  and local populations . Local authorities, landowners or users, neighbors, 

environmental organizations, all shall express their opinion and be engaged in the project. In 

regions where communities use collective territory it is necessary to address additional issues, 

especially  tackling impacts on vulnerable communities.  Developing infrastructures  in 

indigenous Ã »Ãµ Çĵ territories demands extended agreements to assure local shared 

development.  (see Risk Map: vulnerable communities) 

Exposure to Risk  

EDP is exposed to vulnerable communities impacts in Brazil and Colombia. 

Risk Management  

La Guajira  
0.SVĵÇ ÃÆ»³ zÊÇ ¬¹ +»µ»¸y¬o 

Colombia is making historic strides toward the goal of being carbon neutral by 2050. As one 

of nine Latin American countries working toward a target of 70 percent renewable energy use 

by 2030, Colombia aims to contribute 4 gigawatts of renewable energy to its total energy  mix 

supporting the 2030 regional goal. With its renewable energy targets and a growing share of 

wind and solar resources, Colombia is designing a future power system that is fundamentally 

different from that of todayħone that uses new technologies, embraces new actors and 

investors, and creates new opportunities to enhance energy security, affordability, and 

reliability.  

In this context, and as a historic milestone, the first long- term auction of non- conventional 

renewable sources in Colombia was held in 2019, allocating 2.2 GW of solar and wind power 

generation capacity with the aim of the National Government to take a major step in the 

energy transition policy.  

At this auction organized by the Colombian Government, EDPR secured two 20- year 

contracts for the construction of two wind farms, allowing the Company to enter the 

Colombian market for the first time. The contracts refer to the Alpha (212 MW) and Beta (280 

MW) onshore wind projects, which are currently being developed.  

La Guajira regi»¹Ė «»¸  Ê» Ê«  Ç¬Õ oÓoÆ} } Ó¬¹} ÃÆ»³ zÊÇ ¬¹ Ê«  oËzÊ¬»¹ Ĭ¬¹zµË}¬¹¨ 0.SVĵÇ ÊÓ»

projects) and nearby to 4 GW of other registered non- hydro renewable energy projects, 

«¬ÇÊ»Æ¬zoµµÖ «oÇ y  ¹ ¸oÆ¨¬¹oµ¬Ù } o¹}  ¹ Æ¨Ö Ã»»Æĕ Z«  ÃÆ»Ò¬¹z ĵÇ  ¹ Æ¨Ö Ã»Ò ÆÊÖ «oÇ

trigg ered community opposition to large - scale renewable energy projects, and some projects 

have been halted. Renewable asset deployment in the region must therefore involve 

environmental and socio- economic impact assessments on local communities. This can be 

done by fostering local community participation, including consultation on project permitting 

and development.  

7ËÆÊ« Æ¸»Æ Ė Ç»¸  ÃÆ»³ zÊÇĖ ¬¹zµË}¬¹¨ 0.SVĵÇĖ oÆ  ¬¹ <¹}¬¨ ¹»ËÇ V Ç ÆÒoÊ¬»¹Ç oÆ oÇĦ 

territories of a collective nature in which projects can be developed through compensation 

agreed upon in prior consultations. Taking this into consideration, we have been in contact 

with the local communities since our entry in the Colombian market, working closely with them 

and participating in different initiativ es in the country. EDPR is especially active in the region 

of La Guajira in which the Wayuu (an Indigenous American ethnic group) are present, and 

where we have a social local team of 7 people with previous specific experience in relations 

and prior consultation with Wayuu communities, complemented by a team of 20 contractors 

of which 18 are Wayuus, ensuring we have a close connection and understanding of the 

reality.  

As stated, prior consultation is a fundamental right that ethnic groups in Colombia have in 

order to be able to decide on measures (legislative and administrative) or projects, works or 

activities that are going to be carried out within their territories, with the aim of protecting their 

cultural, social, and economic integrity, and guarantee the right to participation. It is a 

mandatory process that must be carried out before the execution of a project that may affect 

their living conditions through a two- way dialogue with the communities. Some commitments 

emerge from the prior consultation with the purpose of preventing, mitigating, correcting, or 

compensating the impacts generated by the project in the territories, which are determined 

through impact identification workshops.  

This process was followed by EDPR with the acquiescence and presence of the Ministry of 

Interior, complying with all legal obligations and applicable due diligence procedures such as 

impact studies and prior consultations with local communities, and making sure that the 
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+»¸Ão¹ÖĵÇ z»¹ÊozÊÇ o¹} §»Æ¸oµ o¨Æ  ¸ ¹ÊÇ Ó¬Ê« Ê«  z»¸munities were always made with 

the registered Traditional Authority.  

The projects are expected to have several other benefits for the local communities, such as 

local job creation (currently, 60% of the labour force is from the Department of La Guajira), 

o¹} ozz ÇÇ Ê» Æ ¹ Óoyµ   µ zÊÆ¬z¬ÊÖ ÇËÃÃµÖ Ê«Æ»Ë¨« ĲÇ»µoÆ z»¸¸Ë¹¬Ê¬ Çĳ ¬¹ Ç»¸  oÆ oÇĕ Z« 

distribution of energy in the region is the responsibility of the Colombian Government, but 

commitments wer e established within the prior consultation agreements for all stages of the 

project to help achieve this, such as the construction of solar plants in the community centre. 

In addition, resulting from the agreements made with the communities and in our efforts to 

support their development, we committed to a budget of 66 billion COP (~15 million USD) for 

30 years with the objective of increasing the quality of life of local communities and contribute 

to their continued socio- economic development. Accordingly , EDPR is working closely with 

local communities and participating in different initiatives in the country, especially in the La 

Guajira region. For example, EDPR contributed to the Colombian Food Bank in 2020 with an 

investment of 83 million COP (~19 thousand USD), and during the Covid- 19 pandemic EDPR 

played an active role in donating sanitary materials such as masks, gels, detection tests, 

among others, for the municipality of Uribia (La Guajira), amounting to 60 million COP (~14 

thousand USD). More recently, EDPR donated 100 million COP (~23 thousand USD) to the 

representation of the Colombian Red Cross in La Guajira to assist those affected by the winter 

wave affecting the municipalities of Uribia, Maicao and Albania.  

Please note that these agreements with the communities were initially determined 

considering the number of wind turbines installed, and even though there was a review of the 

license of the projects to change the number of turbines (to generate the same energy with 

fewer but larger wind turbines), there will be no adjustment to the commitment previously 

made. 

Therefore, by complying with the agreements reached between the community and the 

Company, we hope to strongly contribute to improving the quality of life of the areas 

surrounding the projects. We would also highlight that the Colombian State, through its 

Ministries (Ministry of the Interior, and Ministry of Mines and Energy), follows up and monitors 

the progress of the project and compliance with the agreements established with the 

communities. Government support in management and compensation to local communities 

is essential to accelerate the energy transition in Colombia and Latin America 

In conclusion, the Company has been continuously working together with the Government and 

the local communities so that our projects can start operating and so they can further benefit 

from them as soon as possible.  

Serra da Borborema 
0.SVĵÇ ÃÆ»³ zÊÇ ¬¹Brazil 

The new wind energy region in Brazil  

Last year there was a significant increase in criticism of wind farm projects in the Northeast 

region of Brazil. Z«  µoË¹z« »§ Ê«  ĲSoÆo ÅË ¸ Ç»ÃÆo¸ »Ç Ò ¹Ê»Çĳ İ7»Æ c«»¸ Ê«  c¬¹} *µ»ÓÇı

series, on the impact of wind farms in the Northeast region, created by the Cáritas e Misereor 

organization took pla ce in February 2022. The material included testimony from people who 

had been adversely impacted as well as those from academics against the implementation of 

such projects. Local and trade union movements organized actions in the Northeast region 

against the implementation of wind energy projects . Most NGOs and associations opposed 

to wind farms are focusing on the region of Paraiba, a state with numerous operating licenses 

in progress and the new wind energy region in Brazil. The movement is raising concerns both 

on environmental and social issues.  

Environment: i) The noise of the wind turbine propellers, both in terms of health and scaring off 

local fauna; ii) Interference in bird flight routes; iii) Risk of reduced access to water by the 

communities; iv) Construction of roads that will cause cracks in homes and cisterns; v) 

Excessive dust (health); vi) Concern regarding the transmission of radiation from the wind 

towers; vii) Mental health and hearing problems caused by the interference of the wind towers; 

viii) Degradation of the Caatinga [semi - arid tropical vegetation] due to the building of new 

roads. 

Social: i) Reduction of the area used for family agriculture, affecting food supply and nutrition. 

Harassment of women and girls by the non-µ»zoµ Ó»Æ´§»Æz  «¬Æ }ė Ĳ§¬µ«»Ç }» Ò ¹Ê»ĳ İz«¬µ}Æ ¹

of the wind]; ii) Payment dependent on wind changes Ħ abusive lease contracts; iii) Alterations 

»§ ÆËÆoµ o¹} Ã oz §Ëµ ÓoÖ »§ µ¬§ Ę ¬Òĭ <¸ÃozÊ »¹ µ»zoµ ÃÆ»}ËzÊ¬»¹ z«o¬¹ÇĘ Òĭ 0Õ¬ÇÊ ¹z  »§ ĲÓ¬¹}

yÆ»´ ÆÇĳĖwho negotiate contracts between residents and the company; vi) Potential conflicts 

among neighbors concerning land.  
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0.SVĵÇprojects  

On 05/27/2022 EDPR successfully won the bid for two Power Purchase Agreements 

ĬĲ+ 0Çĳĭ »§ ßã Ö oÆÇ ¬¹ Ê«  *ÆoÙ¬µ¬o¹ Æ ¹ Óoyµe energy auction (A- 4 2022) to sell clean energy 

produced by 93 MW in a wind farm with 124 MW of total installed capacity.   

These wind farms are in the municipality of Pocinhos, in the state of Paraíba, and are 

scheduled to start construction in December 2023.  The municipality of Pocinhos forms part of 

the region of Pólo da Serra da Borborema, comprising 15 municipalities in this mountainous 

region of the interior of the Northeast area of Brazil. Three municipalities of the Paraíba state 

fall within the Wind Power Generation and Transmission Lines of the Serra da Borborema 

Project: Pocinhos, Areial and Montadas (Wind farms) and Pocinhos, Puxinanã and Campina 

Grande (TL). The entire Wind Farm Complex is situated in the municipality. 

Z«¬Ç ¬Ç 0.SVĵÇ §¬ÆÇÊ ÃÆ»³ ct in the state of Paraíba and a social diagnosis was carried out in 

advance, in September 2022, aiming to plan the social and communication actions to be 

carried out in these communities. 

As a result of this diagnosis, the departments of Environment, Social and Public Affairs & 

Community Relations drew up an action plan to be executed throughout 2023, which 

included initiatives addressing (i) education and improvement of school environment, 

catering for almost 500 students in the municipal educational netw ork; (ii) cultural events 

throughout the year, with theater plays and movies in public spaces; (iii) sports events 

throughout the year designed to promote socio- emotional benefits of sport; (iv) development 

of rural enterprise to inject economic dynamism into socioeconomically deprived regions, 

through technology involving agroecological production, combating drought, water security 

and food supply safety; v) development of a social project to train young people for the job 

market; vi) Creation of a narrative aligned and coordinated with the rest of the industry and vii) 

preparation of a differentiated communication plan for the region.  

Moreover, the Social Communication Program for the region was launched in April 2023, 

involving the appointment of a local communication agent, physical and digital 

ombudsperson and regular meetings with local communities, public authorities, and other 

local stakeholders to ensure the transparency of business information.  

  



 Integrated  Annual Report 2022  Performance Sustainability  040  

 

Just Transition  
Risk Identification  

The closure of fossil fuel thermal power stations generates unemployment, negatively 

impacting local communities, especially in non - urban regions. (see Risk Map: vulnerable 

communities .) 

Exposure to Risk  

At the core of 0.SĵÇ green strategy is the commitme nt to the energy transition, working 

towards being coal - free by 2025 and achieving carbon neutrality by 2030 . This strategy 

implies the closure of 0.SĵÇfossil fuel power plants. 

Portugal Sines Closure: January 2021 

Spain 
Aboño 
Soto Ribera 
Los Barrios 

The decommissioning processes of Soto 3, Los Barrios and Aboño 1 are expected to be 
concluded until 2025, and Aboño 2 will be converted to a gas - fired power plant, 
guaranteeing the security of the electric system in the Asturias region 

Brazil Pecém Commitment to phasing out its ownership of the power plant until 2025  

0.SĵÇ z»oµ Ãµo¹ÊÇ  §§ zÊÇ »¹ ³»y zÆ oÊ¬»¹Ė oÊ Ê«  µ»zoµ  z»¹»¸¬z µ Ò µĖ »¹ Ê«  Ê» åŒ »§ Ê« 

population in the municipality of Carreno and 20% of the population of Ribera de Arriba, in 

Asturia s, as well as 2% of the population of Sines, in the Alentejo. Thus, considering this 

results, EDP set out a policy commitment to Just Transition.  

EDP's Just Transition Commitments  

¶ Plan the closure of coal plants in order to mitigate negative social impacts on their 

affected stakeholders  

¶ Invest in new job- creating renewable projects for affected stakeholders  

¶ Promote social dialogue and joint action with impacted stakeholder groups  

¶ Ensure social protection for unemployed direct and indirect workers  

¶ Promote the redeployment of affected workers to new employment opportunities, 

ensuring reskilling and mitigating their relocation  

¶ Defend public policies for social protection and reskilling of the affected direct and 

indirect workers  

¶ Support Access to energy Programs to vulnerable off- grid communities  

¶ Promote gender balance and the inclusion of vulnerable people in employment 

opportunities generated by renewable investment  

Likewise, in adopting its commitment to be Coal Free by 2025, EDP has also undertaken the 

responsibility of working together with governments and local authorities in promoting a Just 

Transition in the regions affected by the closure of its plants. 

Risk Management  

Closure of the Sines Power Plant 

In Portugal, the closure of the Sines Power Plant, which took place in January 2021, was 

prepared for throughout year 2020 and this included the drawing up of a plan to minimize the 

negative repercussions on local employment. To this end, EDP has identified stakeholders, 

including local authorities, trade unions, employment and professional qualification 

institutions, and service providers. EDP presented its direct employees with proposals for early 

retirement and transfer to other company activities, always assuring their social protection. To 

support indirect workers, it mapped out and listened to interested parties and established 

partnerships with the Municipality of Sines and other public and local entities. A local support 

office was created to clarify and help the pop ulation in finding  investments for green hydrogen 

production in Sines, as employment alternatives. The office has physical premises and direct 

contact lines to provide clarification, rechannel led interested parties and to handle 

complaints.  

The numbers evolved in 2022 showing the success of its implementation: EDP website public  

info on the Programme also disclosed at  Sines Municipality site on EDP social Programme. A 

support office was put together with the Municipality and the National Institute for Skilling and 

Employment (IEFP): 111 registrations were held there, from 128 ex- workers that were registered 

at the IEFP. 67% are now working; 4% still under support from the Institute; 9% retired or are 

under health leave, and 20% undertook reskilling programs. 19 social entities received 

material from the dismantle d plant; and 11 local ONG received from the Fund created to 

support the region, EDP Solidária Sines, a total of ßâßĖÞÞÞń. A reskilling program was created 

https://www.edp.com/pt-pt/noticias/2021/01/13/edp-lanca-projeto-futuro-ativo-sines-para-promover-iniciativas-de-apoio-a
https://www.edp.com/pt-pt/noticias/2021/01/13/edp-lanca-projeto-futuro-ativo-sines-para-promover-iniciativas-de-apoio-a
https://www.sines.pt/pages/396?news_id=2503
https://www.sines.pt/pages/396?news_id=2825


 Integrated  Annual Report 2022  Performance Sustainability  041 

 

and an entrepreneurship scholarship created: EDP website on the entrepreneurship skilling 

also public at Sines Public Technological school site, on the entrepreneurship skilling. 

The case study of Sines inspired and fed the World Economic Forum toolkit for the Coal to 

Renewables engagement . Presented at the Davos meeting in 2022, the Programme won the  

Community Involvement Program of the Year at Environmental Finance's Sustainable 

Company Awards 2022 . 

Preparing Spain coal abatement  

Throughout 2022, EDP Spain engaged in its path to a Just Transition. AÊ  y»º»Ė Ê«  ;à Ĳ§oÇ 

ßãÞHcĳ ÃÆ»z  }Ç Ó¬Ê« Ê«  Basic Project and has started the environmental processes ESIA 

and MS AAI.  The Natural Gas exchange is building its Basic Project, and already started the 

 ¹Ò¬Æ»¹¸ ¹Êoµ ÃÆ»z }ËÆ Ç 0W< o¹} HIW   <ĕ Z« Æ ĵÇ o WÖ¹zÆ»¹»ËÇ +»¸Ã ¹ÇoÊ»Æ y ¬¹¨

studied for implementation after Aboño 1 is definitely closed. Side- by- side with the technical 

transition, the social process was engaged to focus on communities: The municipalities of 

Carreño, Gozón, Corvera de Asturias, Llanera y Villaviciosa had an entrepreneur program 

called ENTAMA, previous to EDP Spain but now focused on the JT regions; the recovery of 

rural paths and ecosystem services was established by the Mi Entorno program (Mi Entorno 

ÃÆ»¨Æo¸ĭ oÊ W»Ê» }  V¬y ÆoĖ Ê«  ;à Ĳ§oÇ  ã Hcĳ «oÇ ¬ÊÇ *oÇ¬z SÆ»³ zÊ y ¬¹¨ z»¸Ãleted and 

has started the environmental procedures ESIA and MS AAI. The synchronous compensator 

is being studied and will only apply after the closing of Soto 3. Storage: several distinct long 

term technology approaches are being studied. Socially, over 18ĖÞÞÞń Ó Æ  ¬¹Ò ÇÊ } ¬¹

upskilling (EDP + Joven) through technological scholarships to 75 young men also on the 

municipalities of Ribera de Arriba, Morcín, Riosa, Quirós, Teverga, Mieres, Aller y Lena, along 

with other programs recovering the Nalón River or the planting of trees in Los Barrios and 

Puente Nuevo, those programs (EDP + cerca; ENTAMA; mi entorno) were also applied, in order 

to reinforce the social network and the communities affected by the energy transition. 

Scholarships for electrical skills were very much appreciated by young people in those areas. 

Working with European Union institutions 

EDP worked closely with the European Union institutions in to fasten the policy making, the 

funds and the acts protecting the energy transition.  Several steps were taken at stakeholder 

engagement level by the EDP group towards the policy makers of the European Union: 

July 2022: Joint letter with ENEL and Iberdrola, pushing for a rapid adoption of H2 Delegated 

Act. EDP on LinkedIn: Delegated Act -  Joint Letter  letter to the EC with EDP Positioning on 

RePowerEU: supporting RePowerEu strategy and calling for a rapid adoption of H2 Delegated 

Act  Æ ÇÃ»¹Ç  Ê» +»¸¸¬ÇÇ¬»¹ Æ »§ 0¹ Æ¨Ö Do}Æ¬ W¬¸Ç»¹ĵÇ Æ ÇÃ»¹Ç  Ê» 0.S µ ÊÊ Æ June 2022: 

EBD member meeting with Commissioner for Innovation and Research Mariya Gabriel 

October 2022: Letter with environment groups and civil society calling the EC to publish h2 

delegated act  

November 2022: Business Letter  Urging the Commission to Issue a Strong RFNBO Delegated 

Act promoted by Google and other partners 

In this letter, EDP claimed an hourly correlation of consumption with renewable electricity 

generation for electrolytic hydrogen to justifiably be named renewable, geographic 

correlation in terms that hydrogen and renewable electricity produc tion should occur within 

the same geography and the introduction of the principle of additionality.  

Meeting with the cabinet of VP for the EC, Frans Timmermans, on the H2 delegated act. 

Investing in new job- creating renewable projects  

Within the just transition action plan, we made progress in the transformation of our coal sites 

in Spain and Brazil into Green Hubs alongside 4 business streams: green hydrogen, 

renewables, storage and flexibility.   

https://www.edp.com/pt-pt/noticias/2021/12/28/programa-de-empreendedorismo-da-edp-apoia-17-ideias-de-negocio-em-sines-e
https://www.sinestecnopolo.org/programa-nau
https://initiatives.weforum.org/micee/ctr-toolkit-just-transition/aJY6800000000EDGAY
https://initiatives.weforum.org/micee/ctr-toolkit-just-transition/aJY6800000000EDGAY
https://www.environmental-finance.com/content/awards/sustainable-company-awards-2022/winners/community-involvement-program-of-the-year-emea-edp.html
https://www.environmental-finance.com/content/awards/sustainable-company-awards-2022/winners/community-involvement-program-of-the-year-emea-edp.html
https://www.linkedin.com/feed/update/urn:li:activity:6955090960003293184
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Labor rights 
Gender equality and inclusion goals 

In the past 10 years, EDP has been focusing on promoting an inclusive workplace, taking 

important steps regarding Diversity, Equity, Inclusion & Belonging (DEIB) topics. As a key part 

of delivering a best- in- class employee experience, several commitments and partnerships 

have been made in various markets that have helped to achieve a significant impact, 

increasing the diversity of our workforce.  

Through five public targets, 15 business- identified challenges,  and 30 initiatives, EDP 

established clear metrics to accelerate the progress on its main commitments: Gender 

Equality, Inclusion of People with Disabilities, Generations, and Culturalities. 

The defined action plan, highly focused on increasing diversity and representation, paved the 

way for a new focus on equity, inclusion & belonging going forward. The first step of this more 

holistic approach was the launch of the Diversity, Equity, Inclusion & Belonging Policy in 2022 

with the following principles:  

¶ Diversity: welcoming representation of traits and characteristics that make each person 

unique (e.g. goal of increasing underrepresented groups representation) 

¶ Equity: ensuring that all individuals have equal access to opportunities and are treated 

fairly (e.g. goal of driving bias- free employee experience processes) 

¶ Inclusion & Belonging: the psychological and social function of a higher perceived sense 

of acceptance and being valued in the workplace (e.g. goal of yearly assessing the 

subjective perception of inclusion & belonging) 

Specifically on gender equality, EDP has been focusing on increasing representation in the 

overall workforce and in leadership positions. 

This approach is complemented by a wide range of processes and initiatives that ensure 

equity, inclusion, and belonging on top of representation increase Ħ which can be consulted in 

0.SĵÇ 8 ¹} Æ 0ÅËoµ¬ÊÖ Sµo¹ àÞàà- 2023.  

 

 METRIC 2019  2020  2021  2022  
TARGETS 

2025  

Gender 

Equality  

% Female representation  

globally  

% Female representation in 

leadership  

25,0%  

 

24,7%  

25,6%  

 

24,6%  

26,7%  

 

26,5%  

27,4%  

 

28,4%  

30%  

 

30%  

Inclusion of 

People with 

Disabilities  

% People with disabilities  1,4% 1,2% 1,5% 1,5% 2%  

Generations % Gen Y in leadership positions 25,0%  30,7%  36,6%  42,0%  40%  

Culturalities  
% HC working outside of the 

country of origin 
2,2%  2,1% 2,2%  3,6%  5%  

 µ¬¨¹ } Ó¬Ê« 0.SĵÇ ¹ Ó *ËÇ¬¹ ÇÇ Sµo¹ §»Æ àÞàá- 2026, the DEIB agenda is currently being 

reviewed to continue promoting an inclusive Ó»Æ´Ãµoz  yoÇ } »¹ o z»¸¸»¹ ÃËÆÃ»Ç  ĬĲKËÆ

 ¹ Æ¨Ö o¹} « oÆÊ }Æ¬Ò  o y ÊÊ Æ Ê»¸»ÆÆ»Óĳĭ §»Æ 0.S 8Æ»ËÃĕ 

Currently under discussion for approval by the Executive Board of Directors, there are already 

three targets defined: 

¶ 31% of overall female representation by 2026  

¶ 31% of female representation in leadership positions by 2026  

¶ 2% of people with disabilities by 2026  

This new 2023 - 2026 Plan will be approved and implemented in the second semester of 2023.  

Reskilling 

In 2022, EDP organized digital learning programs focused on key topics, such as effective 

digital Leadership, Cybersecurity best practices, Agile methodologies, the fundamentals and 

applications of Artificial Intelligence, Cloud Computing, and leveraging digital tools for 

enhanced Productivity a nd Innovation. These engaging programs aimed to equip 

participants with the skills and knowledge required to navigate the rapidly evolving digital 

landscape, resulting in a total training volume of more than 340,000 hours and more than 820 

training courses. By embracing these technologies, EDP is positioned to continue driving 

digital transformation, fostering a culture of collaboration and agility, and achieving 

sustainable growth in the digital era. 
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Regarding renewable energies, the technical courses organized at EDP Renewables (EDPR) 

}ËÆ¬¹¨ àÞàà Æ Ò»µÒ } oÆ»Ë¹} ã Ê z«¹»µ»¨¬ ÇĖ ¹o¸ µÖ c¬¹}Ė Ó«¬z« «oÇ oµÓoÖÇ y  ¹ 0.SVĵÇ

strongest business; Solar PV, due to the considerable growth established by the new Business 

Plan; or more innovative technologies such as Green Hydrogen, covering aspects such as their 

fundamentals, markets, regulations, logistics, and production. Topics such as Hybridization 

and Storage were also addressed, focusing on how to involve the integration of technologies 

such as wind energy, solar energy, and storage. More than 14,600 hours of training volume 

were achieved through 545 training courses in 2022.  

Turnover 

Despite being a growing number in recent years (5.7% in 2022, an increase of 1.6 percentage 

points compared to 2021), the EDP Group continues to work hard to tackle voluntary turnover, 

through an attractive and engaging employee experience that allows it to retain its best talent. 

In fact, in the North American region where voluntary turnover figures are usually higher, for 

example, this figure has fallen by one percentage point compared to 2021. 

To mitigate these levels of voluntary turnover, the EDP Group's action has focused on the entire 

 ¸Ãµ»Ö   ³»ËÆ¹ ÖĖ ÇÊoÆÊ¬¹¨ Ó¬Ê« ¬ÊÇ zµ oÆ o¹} oÊÊÆozÊ¬Ò  ¨µ»yoµ ÃËÆÃ»Ç  ĬĲKËÆ  ¹ Æ¨Ö o¹} « oÆÊ 

}Æ¬Ò  o y ÊÊ Æ Ê»¸»ÆÆ»ÓĳĭĖ Ó«¬z« ¸»y¬µ¬Ù Ç oµµ ¬ÊÇ Ã »Ãµ  Ê»ÓoÆ}Ç o z»¸¸»¹ ¨»oµ o¹} Ó¬Ê« o¹

impact on all the core processes of people and organization. 

EDP has therefore invested in the implementation of a global onboarding experience to 

encourage faster  integration of new employees and foster their engagement with the 

company from day one. 

The Internal Mobility Policy in the EDP Group was also revised, as this is one of the aspects with 

the greatest impact on employee retention, considering the geographi cal distribution of the 

group in different markets around the world and that companies that excel at internal mobility 

oÆ  oyµ  Ê» Æ Êo¬¹  ¸Ãµ»Ö  Ç ¹ oÆµÖ ÊÓ¬z  oÇ µ»¹¨ oÇ z»¸Ão¹¬ Ç Ê«oÊ ÇÊÆË¨¨µ  Ó¬Ê« ¬Ê ĬE¬¹´ }<¹ĵÇ

Global Talent Trends 2020 Report). 

EDP also implemented a global compensation framework in 2022 to reinforce internal equity 

and external competitiveness. This framework makes it possible to clarify and standardize 

compensation concepts in all markets where EDP is present, as well as the organizational 

segments and their relationship with an organizational matrix, a tool that has provided global 

alignment in 2022 and makes it possible to ensure internal equity and define clear career 

paths within EDP. 

On the other hand, to enhance an even more impactful development environment, a Global 

Development Mindset was implemented in 2022 that takes a holistic view of each employee 

and is supported by regular development conversations. This allows not only to align 

individual and business needs but also to manage employee motivation and performance.  

To support this development- driven culture and employee retention, EDP, through its 

corporate university, has also invested in a vast portfolio of learning and development 

opportunities consisting of different t ypes of content adjusted to each person's needs and 

accessible anytime, anywhere, anyhow.  

This learning and sharing environment is also enhanced through 8 global EDP communities 

aiming to improve the employee experience and collaboration and sharing betwee n different 

business units and markets, connecting 36.5% of the global population in 2022 and 

exceeding the goal set for 2025 (30%).  

Another key aspect of retaining EDP employees also involves continuously promoting a work 

environment characterized by flexibility, balance, and inclusiveness, taking advantage of all 

the technological and digital innovations that improve their productivity.  

Fundamental Principles and Rights at Work 

At EDP, the labor legislation in force in each country applies, as well as the collective regulatory 

instruments in force there, which differ in terms of their scope and content, depending on the 

company or sector of activity to which they relate, and also what is contractually established 

individually. Due to the difference in legal regimes, collective regulations do not exist in all 

geographies. Both the law and the mentioned instruments provide specific rules regarding 

working hours and wages. 

Overall, 79% of the work force is covered by collective agreements. 

In addition, EDP recently disclosed internally its global compensation framework, which 

establishes a global compensation model applicable to all countries and which may 

constitute the company's global commitment to "wages" and other benefits. This model was 

widely promoted in different internal channels and made known individually to each 

employee.  
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Labor accidents  
Risk Identification  

Labor accidents are frequent in the construction/demolition and maintenance of 

infrastructures , manufacturer activities, transports , mining, and energy facilities . (see Risk 

Map: core supply chain;) 

Exposure to Risk  

The EDP Group's activities  are exposed to high occupational risks  in the 

construction/demolition and maintenance of generation, energy distribution and building 

infrastructures, as well as the operational activities of energy supply and services. In the last 

10 years, there has been a significant number of fatal accidents in the sphere of the EDP Group 

activities , of which almost half are of recurrent origin and occur in key activities for the 

electricity sector. Portugal and Brazil are the geographies with the highest occurrence of 

serious and fatal accidents in energy transmission and distribution activities. It should be 

noted that most of these accidents are due to falls from height, electrical origin and interaction 

with objects/movement of loads.  

The main causes of these accidents are due to behavioral factors and non- compliance with 

safety rules. 

Risk Management  

This is why it has never been so important to talk about safety as it is now, both in a personal 

and professional context: it is no coincidence that this area has a prominent presence in the 

commitments pres ented in the strategic plan by the EDP Group. Recognizing this importance, 

the company launched the playitSAFE program, with the ambition of mobilizing the Group to 

meet the "zero accidents and no personal injury" target. 

We have already done a lot, but there is still a lot to do, and now we need a strong safety culture 

to help us face the challenges that lie ahead. Therefore, EDP created a program with several 

safety protocols to help identify and manage accident risks in the workplace: playitSAFE. This 

is a Group- wide project lasting four years, launched as part of the Changing Tomorrow Now... 

With You program (initiative #36), with the aim of ensuring accident prevention by promoting 

the continuous improvement of the company and its procedures. 

Of the various initiatives already implemented or being implemented, the SIF "Serious Injuries 

and Fatalities" stands out, with the aim of increasing the level of control/supervision of 

activities in the field.  

Service provider safety management is another initiati ve that stands out for the prevention of 

serious and fatal accidents. The main focus of this initiative was to define rules and an 

evaluation questionnaire for the pre- qualification and selection phases, as well as 

measurable criteria and a service provider evaluation form.  

Complementing the two initiatives mentioned above and currently under development is an 

initiative that will work on consequence management of behaviors that lead to "SIF". 

EDP uses Humanisation as one of its fundamental values and places people at the heart of its 

strategic agenda. Safeguarding the health and safety of employees (both inside and outside 

the group), suppliers, external service providers (ESP), customers and stakeholders, is an EDP 

group priority. For the group, no situation or emergency can justify endangering a person's life! 

In fact, EDP guides its action in this matter by the principles established in the Health and 

Safety at Work Policy, a binding document that covers all group employees and external 

service providers, making the entire hierarchical structure responsible. 

To this end, the EDP group requires everyone to adopt practices in line with the principles of 

this policy, in order to ensure continuous improvement. 
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Safety practices  

The implementation of EDP's annual occupational 

health and safety programme was based on a set of 

actions aimed at preventing occupational accidents, as 

measured by a reduction in the frequency rates and the 

seriousness of accidents and occupational illnesses, 

and included training for EDP employees and service 

providers, the ongoing evaluation and control of labour 

risks and the implementation of an internal and external 

inspection and audit programme of EDP facilities and 

works. 

The Plan of Strategic OHS Objectives contains the 

repository of commitments and initiatives undertaken by 

the different organisational units for the execution of the 

six vectors of intervention defined on a strategic and 

corporate level, concerning OHS approved for 2020/25: 

(1) Commitment of leaderships to OHS; (2) Behaviour, 

preventive activities and learning from mistakes; (3) 

Streamlining, digitalising and standardising OHS 

processes in the EDP group; (4) Skills; (5) Communication 

and involvement; (6) Management of OHS in the 

contracting of SHP. 

With regard to emergency preparedness and response, 460 simulated drills were carried out 

throughout the EDP group, covering various industrial, administrative and construction sites, 

in order to test the effectiveness of the planned response capacity in potential emergency 

situations. These drills included the participation of the civil defence force, the fire brigade, 

police and public safety authorities, as well as employees, service providers and the 

surrounding communities.  

In order to prevent electrical accidents involving third parties not involved in the group's 

activity, EDP ensures that the risks associated with its facilities and equipment are identified 

and communicated. However, in 2022 there were 41 accidents of electrical origin with third 

parties, which resulted in the deaths of 14 people. These accidents were the result of civil 

construction activities, tampering with the grid and leisure, among others.  

Safety indicators  

The Health and Safety at Work Policy within the EDP group demonstrates i ts commitment to a 

model of Health and Safety Work Management based on continuous improvement and the 

conviction that working in a safe, healthy environment is instrumental for employee 

satisfaction and provides added value for successful results. To improve management of the 

Policy objectives, EDP has a Corporate Safety Management System based on ISO 

45001:2018 and the ILO- OSH 2021 recommendation. This system can be adopted in its 

entirety by each of the companies, or, alternatively, taken as a reference for the 

implementation of their own systems. In 2022, the EDP group counted a total of 10,604 

employees covered by ISO 45001:2018 certification. The certification covers 96% of net 

installed power in production activities.  

In EDP group, 133 work- related acc idents occurred out of all EDP employees and service 

providers (ESP), representing a reduction of 13% compared with 2021.  The frequency rate 

(FR) amongst EDP employees and service providers in 2022 grew 3% compared with the 

previous year, consequently we were unable to achieve the target of 1.69 set for 2022. 

During 2022, there were six fatal accidents at work with service providers (fall from height, 

electrical origin) and one accident in commuting (road).  

Additional information visit www.edp.com . 

Accide nts that occurred due to interaction with objects are responsible for 33% of accidents, 

followed by incorrect movements or over- straining at 14%, 11% being falls from heights, 8% of 

electrical origin, and 20% attributed to other causes.  

Audits, inspections, visits 

and observations  

 

74,642  
 

Training  

EDP workers and esp  

 

349,741 h 
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TIPOLOGY OF ACCIDENTS AT WORK (%) 

Health promotion   

The health and well- being of the group's employees are promoted and protected through 

compliance with occupational health monitoring requirements, in accordance with applicable 

legislation.  

Health monitoring progra mmes guarantee fulfilment of the regular medical examinations 

plan, workplace inspections, participation in the Occupational Health and Safety and Internal 

Accident Prevention Committees, and the implementation of a range of preventive 

campaigns.  

During 2022, 10,311 medical exams, 1,175 consultations with employees who have nutrition 

programmes, 1,105 cardiovascular screenings and 3,776 vaccination programmes against 

influenza, pneumococcal infection, hepatitis B and yellow fever, which covered 1,212 

employees, were carried out in the EDP group. Also, within the scope of occupational medicine 

activities, 11 screening sessions for alcohol and drugs were carried out. EDP group monitors 

and follows up the occurrence of occupational diseases.  

In 2022, two cases of occupational illness were recorded. 

 

 

 

 

 

8%

11%

14%

6%

32%

5%

14%

1%
8%

Electrical origin

High-level falls

Lower-level falls (includes same level falls)

Earth covers/Splints

Interaction with objects

Road accidents

Incorrect movement/overstress

Fire/explosion

Others
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Human Rights Goals 2023 - 2026  
On the 2023 - 2026 horizon, the EDP Group's main human rights objectives are structured along six axes. 

 2023 - 2026 GOALS  

Human Rights Due Diligence All critical direct suppliers implementing Human Rights due diligence and 
traceability  

Forced Labor Forced labor risk is not present in the indirect supply chain   

Diversity and Inclusion Accelerating diversity and inclusion targets and achievements  

Vulnerable Communities  The principles of free, prior, and informed consent and shared value are applied in 
all new projects impacting communities  

Just Transition  Renewable investments are implemented in regions impacted by coal - fired power 
plants abatement  

Safety  Zero fatal accidents (employees and contractors)  
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Human and Labor Rights Indicators  
ETHICS AND COMPLIANCE  UN 2022  2021 2020  2019 

CLAIMS          

Total claims  1 # 427  344  464  588  

Claims before the Ethics Commission 2 # 321 146 147 150 

Client  # 22  10 8 7 

Citizen  # 15 20  22  16 

Employee # 153 33  27 25  

Supplier # 26  9 8 2 

Anonymous  # 105 74 82  100 

Claims by category           

Fairness of solutions # n.a. n.a. 19 7 

Neglect or disrespect # n.a. n.a. 103 111 

Transparency  # n.a. n.a. 0 10 

Use of information or assets # n.a. n.a. 8 10 

Environment and responsibility towards society  # n.a. n.a. 0 1 

Fraud, corruption and bribery # n.a. n.a. 17 11 

Employee well- being # 140 46  n.a. n.a. 

Health and Safety # 19 6 n.a. n.a. 

Company representation  # 0 0 n.a. n.a. 

Diversity and inclusion # 7 4 n.a. n.a. 

Harassment3 # 47 24  n.a. n.a. 

Human Rights # 0 2 n.a. n.a. 

Relationship with shareholders # 0 0 n.a. n.a. 

Relationship with customers  # 2 4 n.a. n.a. 

Relationship with suppliers # 3 3 n.a. n.a. 
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ETHICS AND COMPLIANCE  UN 2022  2021 2020  2019 

Relationship with communities  # 1 3 n.a. n.a. 

Competition  # 0 1 n.a. n.a. 

Environment # 0 1 n.a. n.a. 

Energy transition # 0 0 n.a. n.a. 

Digital revolution  # 0 0 n.a. n.a. 

Entrepreneurship and cooperation  # 0 0 n.a. n.a. 

Personal data protection and privacy 3 # 5 0 n.a. n.a. 

Use of company information  # 34  18 n.a. n.a. 

Conflict of interests  # 32  17 n.a. n.a. 

Corruption and bribery  # 20  12 n.a. n.a. 

Money laundering and countering the financing of terrorism  # 0 1 n.a. n.a. 

Use of assets # 8 4 n.a. n.a. 

Gifts and entertainment  # 0 0 n.a. n.a. 

Manipulation in financial statements and/or management reports  # 3 0 n.a. n.a. 

Other # 1 0 n.a. n.a. 

Actions deliberated/determined by the Ethics Commission  # 38  52  39  58  

Revisions/improvements of procedures  # 1 26  14 40  

Compensation of damages  # 0 1 0 2 

Disciplinary action  # 16 13 25  16 

Training # 0 12 0 0 

Other # 21 0 0 0 

1 Entries registered in the complaint channels Ethics of EDP Group.  
2 The remaining complaints were dealt with expeditiously with the Business Units involved. 
3 One of the complaints has two inherent categories, "harassment" and "personal data protection and privacy", which justifies the fact that there is one more category (322) when compared to the total of complaints entered ( 321). 

 



 Integrated  Annual Report 2022  Performance Sustainability  052  

 

PEOPLE EXPERIENCE UN 2022  2021 2020  2019 

EMPLOYEES # 13,211 12,236 12,180 11,660 

Female % 27.5  26.7  25.2  25.0  

Male % 72.1 73.3  74.8 75.0 

Not declared  % 0.4  n.d. n.d. n.d. 

EMPLOYEES DISTRIBUTION BY PROFESSIONAL CATEGORY           

EBD # 5 5 9 9 

Female # 2 2 2 2 

Male # 3 3 7 7 

Not declared  # 0 n.d. n.d. n.d. 

Senior Management  # 386  962  861 827  

Female # 104 265  215 199 

Male # 281 697  646  628  

Not declared  # 1 n.d. n.d. n.d. 

Supervisors # 1,323 865  777 783  

Female # 380  218 188 199 

Male # 939  647  589  584  

Not declared  # 4 n.d. n.d. n.d. 

Specialists  # 6,469  5,276  4,717 4,528  

Female # 2417 2010 1773 1649 

Male # 4027  3266  2944  2879  

Not declared  # 25  n.d. n.d. n.d. 

Technicians  # 5,028  5,128 5,246  5,513 

Female # 728  767 790  876  

Male # 4277  4361 4456  4637  

Not declared  # 23  n.d. n.d. n.d. 
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PEOPLE EXPERIENCE UN 2022  2021 2020  2019 

EMPLOYEES DISTRIBUTION BY AGE GROUP           

Ó 50  # 2,910 2,971 3,117 3,445  

Female # 646  649  652  683  

Male # 2,261 2,322  2,465  2,762  

Not declared  # 3 n.d. n.d. n.d. 

[30 - 50[  # 7,973 7,213 6,556  6,324  

Female # 2,239  1,973 1,750 1,709 

Male # 5,712 5,240  4,806  4,615 

Not declared  # 22  n.d. n.d. n.d. 

< 30 # 2,328  2,052  1,937 1,891 

Female # 746  640  566  533  

Male # 1,554 1,412 1,371 1,358 

Not declared  # 28  n.d. n.d. n.d. 

PERCENTUAL DISTRIBUTION OF EMPLOYEES           

Age group           

Ó50  % 22  24  27 30  

[30 - 50[  % 60  59  56  54  

<30  % 18 17 17 16 

Geography            

Portugal  % 43  47 50  50  

Spain % 16 17 13 15 

South America  % 25  26  28  27 

North America  % 8 7 7 6 

Rest of the Europe % 4 3 2 2 

APAC % 4 0 0 n.a. 

Employees with special needs % 1.45 1.46 1.20 1.40 
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PEOPLE EXPERIENCE UN 2022  2021 2020  2019 

FEMALE EMPLOYEES IN MANAGEMENT POSITIONS           

In the total workforce  % 28.4  26.5  24.6  24.7  

In EBD and Senior Management positions % 27.1 27.6  23.5  22.1 

In Supervisory positions % 28.7  25.2  24.2  25.4  

In revenue- generating positions  % 16.7 15.8 14.5 16.2 

In STEM positions 2 % 33.3  31.1 32.7  32.2  

ELIGIBLE EMPLOYEES FOR RETIREMENT           

EBD           

next to 5 years  # 0 0 3 3 

next to 10 years # 0 0 5 5 

Senior Management            

next to 5 years  # 32  85  88  104 

next to 10 years # 47 146 162 165 

Supervisors           

next to 5 years  # 84  39  42  53  

next to 10 years # 114 90  84  91 

Specialists            

next to 5 years  # 298  292  326  322  

next to 10 years # 478  476  518 526  

Technicians            

next to 5 years  # 812 967  1,188 1,370 

next to 10 years # 992  1,258 1,450 1,713 

RATIO EDP MINIMUM WAGE/NATIONAL MIMINUM WAGE           

Portugal x 1.47 1.79 1.84 1.75 

Spain x 1.55 1.17 1.19 1.24 

South America  x 1.49 1.09 1.15 1.41 



 Integrated  Annual Report 2022  Performance Sustainability  055  

 

PEOPLE EXPERIENCE UN 2022  2021 2020  2019 

North America  x 1.39 2.21 2.21 2.07  

Rest of the Europe x 1.37 0.00  0.00  n.d. 

APAC x 1.01 n.a. n.a. n.a. 

TYPES OF ENTRIES           

New entries # 2,064  1,599 1,282 1,255 

Gender            

Male # 1,216 1,047 885  897  

Female # 642  552  397  358  

Not declared  # 206  n.d. n.d. n.d. 

Age Group            

<30  # 854  749  598  636  

[30 - 50[  # 1,069 777 633  568  

Ó50  # 141 73 51 51 

Professional category            

Technicians  # 596  443  403  n.d. 

Specialists  # 1,327 1,104 809  n.d. 

Supervisors # 91 18 30  n.d. 

Senior Management  # 50  34  40  n.d. 

Geography            

Portugal # 521 471 432  415 

Spain # 272  229  185 150 

South America  # 595  434  366  466  

North America  # 381 316 229  176 

Rest of the Europe # 161 137 84  80  

APAC # 134 12 0 0 

Employees with special needs (new entries)  #  18 25  0  3 
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PEOPLE EXPERIENCE UN 2022  2021 2020  2019 

Vacancies filled by internal candidates  # 809  947  1,186 n.d. 

Gender            

Male # 555  690  850  n.d. 

Female # 254  257  336  n.d. 

Not declared  # 0 n.d. n.d. n.d. 

Age Group            

<30  # 286  130 159 n.d. 

[30 - 50 [  # 444  564  625  n.d. 

Ó50  # 79 253  402  n.d. 

Professional category            

Technicians  # 123 341 413 n.d. 

Specialists  # 566  381 472  n.d. 

Supervisors # 65  115 149 n.d. 

Senior Management  # 55  110 152 n.d. 

Geography            

Portugal # 382  280  973  n.d. 

Spain # 74 329  77 n.d. 

South America  # 281 168 100 n.d. 

North America  # 52  168 30  n.d. 

Rest of the Europe # 6 2 6 n.d. 

APAC # 14 0 0 0 

Employees with special needs  #  9  0  0  n.d.  

REASONS FOR LEAVING           

End of fixed- term contracts  % 3 2 2 2 

Terminated by mutual agreement  % 1 9 4 4 

Terminated by employee  % 48  34  20  26  
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PEOPLE EXPERIENCE UN 2022  2021 2020  2019 

Dismissals % 20  24  14 18 

Early retirements % 7 21 21 39  

Age/invalidity retirement  % 8 7 5 6 

Other reasons for leaving % 14 4 35  5 

SALARY RATIO F/M BY PROFESSIONAL CATEGORY           

Technicians            

Portugal x 1.29 1.29 1.25 1.23 

Spain x 0.92  0.87 0.83  0.80  

South America  x 0.93  0.97  0.96  0.98  

North America  x 0.88  1.00 1.04 1.08 

Rest of the Europe x 0.98  0.00  1.70 1.11 

APAC x 0.97  0.00  0.00  0.00  

Specialists            

Portugal x 0.89  0.93  0.92  0.94  

Spain x 0.88  0.91 0.92  0.93  

South America  x 0.86  0.81 0.82  0.81 

North America  x 0.96  0.97  0.93  0.92  

Rest of the Europe x 0.85  0.89  0.91 0.90  

APAC x 0.93  0.75 0.00  0.00  

Supervisors           

Portugal x 0.95  0.98  0.99  0.97  

Spain x 0.89  0.86  0.87 0.84  

South America  x 0.97  1.05 1.05 1.03 

North America  x 0.92  0.97  1.06 0.96  

Rest of the Europe x 0.92  0.88  1.26 1.03 

APAC x 0.96  0.00  0.00  0.00  
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PEOPLE EXPERIENCE UN 2022  2021 2020  2019 

Senior Management            

Portugal x 1.00 0.94  0.92  0.93  

Spain x 0.91 0.82  0.85  0.83  

South America  x 1.32 0.89  0.93  0.87 

North America  x 1.18 0.99  0.95  1.00 

Rest of the Europe x 0.00  0.79  0.75 0.92  

APAC x 1.05 0.00  0.00  0.00  

EMPLOYEES SATISFACTION           

Engagement  % 84  76 80  73 

Gender            

Female % 86  78 83  74 

Male % 83  76 79 73 

Not declared  % 94  n.d. n.d. n.d. 

Age Group            

<30  % 82  76 79 72 

[30 - 50 [  % 83  76 81 75 

Ó50  % 87 76 78 71 

Professional category            

Technicians  % 82  75 78 75 

Specialists  % 84  74 79 69  

Supervisors % 88  81 86  78 

Senior Management  % 92  88  90  84  

Geography            

Portugal % 80  73 76 67 

Spain % 81 71 78 71 

South America  % 91 84  86  86  
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PEOPLE EXPERIENCE UN 2022  2021 2020  2019 

North America  % 86  79 84  74 

Rest of the Europe % 84  73 76 64  

APAC % 81 90  0 0 

Employees with special needs  % n.d.  n.d.  74  71 

Empowerment 2 % 72 76 80  71 

Gender            

Female % 73 71 75 69  

Male % 72 71 73 72 

Not declared  % 87 n.d. n.d. n.d. 

TURNOVER % 12 13 11 11 

Gender           

Female % 11.97 13.15 11.29 10.57 

Male % 11.02 11.13 11.99 10.36 

Not declared  % 24.53  n.d. n.d. n.d. 

Age group           

< 30 % 14.40 12.72 9.86  8.46  

[30 - 50[  % 9.80  7.85 8.76  5.55  

Ó 50  % 15.31 24.10 18.19 20.75  

Professional category            

Technicians  % 10.72 12.85 11.48 12.62 

Specialists  % 12.78 12.24 11.89 9.43  

Supervisors % 7.94  5.78 10.94 6.26  

Senior management  % 20.97  6.65  9.66  6.53  

Geography            

Portugal % 8.29  9.97  7.94  10.77 

Spain % 6.37  14.84 24.87  5.35  
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PEOPLE EXPERIENCE UN 2022  2021 2020  2019 

South America  % 14.63 14.10 8.65  10.99 

North America  % 24.11 20.13 15.28 16.89 

Rest of the Europe % 10.29 9.94  36.65  16.85 

APAC % 29.57  0.00  0.00  n.a. 

Employees with special needs % 9.42  13.97 24.46  15.34 

VOLUNTARY EMPLOYEE TURNOVER % 5.69  4.13 2.27  2.70 

Gender           

Male % 5.57 3.94  2.70  2.40  

Female % 5.76  4.63  2.13 3.59  

Not declared  % 22.64  n.d. n.d. n.d. 

Age group           

< 30 % 9.79  8.58  4.34  6.03  

[30 - 50[  % 6.21 4.34  2.58  2.94  

Ó 50  % 1.00 0.54  0.35  0.46  

Professional category            

Technicians  % 2.55  2.13 1.30 1.31 

Specialists  % 8.10 6.67  3.65  4.59  

Supervisors % 4.84  2.89  1.42 2.68  

Senior management  % 9.21 1.87 1.49 1.81 

Geography            

Portugal % 2.97  1.75 0.91 1.09 

Spain % 3.49  1.68 1.44 1.10 

South America  % 5.38  5.73 2.92  3.26  

North America  % 17.68 18.70 10.75 14.93 

Rest of the Europe % 8.82  4.54  4.38  11.79 

APAC % 19.40 n.d. n.a. n.a. 

Employees with special needs % 3.14 0.01 0.01 0.00  
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PEOPLE EXPERIENCE UN 2022  2021 2020  2019 

HC ROI ń 6.51 5.92  6.46  6.96  

TRAINING VOLUME h 309,936  337,296  273,873  400,504  

Volume of mandatory training per employee  h 206,310  245,716 176,196 n.d. 

Gender            

Male h 167,019 201,172 133,234 n.d. 

Female h 39,292  44,544  42,962  n.d. 

Age group            

< 30 h 44,339  47,126 n.d. n.d. 

[30 - 50[  h 119,604 152,358 n.d. n.d. 

Ó 50  h 42,367  46,232  n.d. n.d. 

Professional category            

Technicians  h 98,160 124,967 77,486  n.d. 

Specialists  h 71,222 78,194 69,560  n.d. 

Supervisors h 27,229  23,556  15,417 n.d. 

Senior Management  h 9,700  18,999 13,732 n.d. 

Geography            

Portugal h 119,264 120,518 117,444 n.d. 

Spain h 47,979  36,056  20,415 n.d. 

South America  h 25,072  79,648  27,981 n.d. 

North America  h 9,216 5,401 7,848  n.d. 

Rest of the Europe h 3,661 3,998  2,508  n.d. 

APAC h 1,120 95  n.a. n.a. 

Volume of non- mandatory training per employee  h 103,626  91,580 97,677 n.d. 

Gender            

Male h 74,742  64,749  73,782  n.d. 

Female h 28,884  26,831 23,896  n.d. 
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PEOPLE EXPERIENCE UN 2022  2021 2020  2019 

Age group            

< 30 h 14,934 10,395 n.d. n.d. 

[30 - 50[  h 70,996  64,642  n.d. n.d. 

Ó 50  h 17,696 16,543 n.d. n.d. 

Professional category            

Technicians  h 23,900  20,110 33,842  n.d. 

Specialists  h 46,687  44,496  40,625  n.d. 

Supervisors h 19,318 11,314 11,383 n.d. 

Senior Management  h 13,721 15,660 11,828 n.d. 

Geography            

Portugal h 21,645 28,064  27,386  n.d. 

Spain h 38,168 30,994  23,374  n.d. 

South America  h 24,119 12,590 31,549 n.d. 

North America  h 13,235 15,107 11,434 n.d. 

Rest of the Europe h 6,170 4,821 3,935  n.d. 

APAC h 288  4 n.a. n.a. 

DIRECT INVESTMENT WITH TRAINING BY EMPLOYEES ńĢÃ 287  303  280  322  

Investment in mandatory training per employee  ńĢÃ 1,949,792 1,635,444 1,325,491 n.d. 

Gender            

Male ńĢÃ 1,490,993  1,213,787 983,598  n.d. 

Female ńĢÃ 458,799  421,657 341,892 n.d. 

Age group            

< 30  ńĢÃ 295,464  174,975 n.d. n.d. 

[30 - 50[  ńĢÃ 1,246,565 1,134,684 n.d. n.d. 

Ó 50  ńĢÃ 407,763  325,785  n.d. n.d. 

Professional category            
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PEOPLE EXPERIENCE UN 2022  2021 2020  2019 

Technicians  ńĢÃ 585,649  308,374  275,175 n.d. 

Specialists  ńĢÃ 719,732 650,960  493,354  n.d. 

Supervisors ńĢÃ 488,517 336,156 214,700 n.d. 

Senior Management  ńĢÃ 155,894 339,954  342,261  n.d. 

Geography            

Portugal ńĢÃ 835,207  737,557 593,235  n.d. 

Spain ńĢÃ 699,026  595,895  430,401 n.d. 

South America  ńĢÃ 81,110 113,752 52,692  n.d. 

North America  ńĢÃ 258,554  125,667 230,805  n.d. 

Rest of the Europe ńĢÃ 36,407  62,573  18,357 n.d. 

APAC ńĢÃ 39,488  n.d. n.d. n.a. 

Investment in non- mandatory training per employee  ńĢÃ 1,887,386 2,068,303  1,924,421 n.d. 

Gender            

Male ńĢÃ 1,289,407 1,383,758 1,340,749 n.d. 

Female ńĢÃ 597,978  684,545  583,672  n.d. 

Age group            

< 30 ńĢÃ 275,834  231,019 n.d. n.d. 

[30 - 50[  ńĢÃ 1,293,843 1,519,167 n.d. n.d. 

Ó 50  ńĢÃ 317,709 318,117 n.d. n.d. 

Professional category            

Technicians  ńĢÃ 244,982  356,821 292,106  n.d. 

Specialists  ńĢÃ 886,667  977,110 964,897  n.d. 

Supervisors ńĢÃ 453,859  359,099  295,390  n.d. 

Senior Management  ńĢÃ 301,877 375,273  372,027  n.d. 

Geography            

Portugal ńĢÃ 413,999  593,859  709,309  n.d. 
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PEOPLE EXPERIENCE UN 2022  2021 2020  2019 

Spain ńĢÃ 881,228 862,803  570,044  n.d. 

South America  ńĢÃ 149,300 184,642 279,986  n.d. 

North America  ńĢÃ 371,333 351,541 336,283  n.d. 

Rest of the Europe ńĢÃ 61,371 75,458  28,800  n.d. 

APAC ńĢÃ 10,154 n.d. n.a. n.a. 
1 STEM Positions (Science, Technology, Engineering e Mathematics). 
2 As part of the Organisational Climate, the Empowerment dimension was assessed in 2022 to replace the Enablement dimension previously assessed, as part of the evolution of the employee consultation model at EDP. 

 

HEALTH & SAFETY UN 2022  2021 2020  2019 

EMPLOYEES          

Accidents at work 1 # 28  21 17 29  

Fatalities  # 0 0 0 0 

Frequency rate2 Fr 1.13 0.92  0.77 1.50 

Severity rate3 Sr 65  69  60  90  

CONTRACTORS          

Accidents at work 1 # 105 132 115 82  

Fatalities  # 5 7 3 2 

Frequency rate2 Fr 2.18 2.09  2.12 1.84 

Severity rate3 Sr 144 109 100 88  

1 Accidents occurred at the place and working time or on a journey, with one or more days of absence and fatal accidents. 
2 Number of accidents at work in service with absence/fatalities, per million hours worked.  
3 Number of calendar days lost due to work accident per million hours worked, in the reference period. 
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CRISIS MANAGEMENT  UN 2022  2021 2020  2019 

INFORMATION SECURITY / CYBER SECURITY          

Information security incidents 1 # 3,172 4,043  3,397  4,631 

Fines for breach of privacy and loss of customer data # 0 0 4 3 

Fines for breach of privacy and loss of customer data ÞÞÞń 0 0 51 36  

1 The evolution is explained by the greater robustness in the detection capacity of this indicator and the larger number of cyberattacks.  

 

RESPECT AND ADVOCATE FOR HUMAN RIGHTS UN 2022  2021 2020  2019 

HUMAN AND EMPLOYMENT RIGHTS          

Human Rights due diligence process y/n  y y y y 

 

SUPPLIER MANAGEMENT UN 2022  2021 2020  2019 

SUPPLIERS          

Number of Suppliers by purchase region # 4,199 13,385 13,185 16,686 

Portugal # 1,052 3,649  3,923  4,200  

Spain # 549  1,421 2,552  1,966 

South America  # 1,053 3,749  4,720  4,353  

North America  # 357  654  594  763  

Rest of the Europe # 1,381 3,916 1,559 5,404  

APAC # 0 1 0 0 

Purchase volume by purchase region Hń 10,074 5,724  4,738  5,391 

Portugal Hń 3,003  1,395 965  1,078 

Spain Hń 1,500 722  615 1,047 

South America  Hń 596  887  617 753  

North America  Hń 3,010 1,268 1,376 1,182 
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SUPPLIER MANAGEMENT UN 2022  2021 2020  2019 

Rest of the Europe Hń 1,965 1,429 1,165 1,331 

APAC Hń 0 23  0 0 

Local Suppliers volume of purchases          

Portugal % 27 58  76 92  

Spain % 40  51 58  88  

South America  % 99  99  99  99  

North America  % 99  100 100 100 

Rest of the Europe % 82  100 45  92  

APAC % 0 0 0 0 

Critical Suppliers 1          

ISO 14001 or equivalent % 81 25  69  82  

OHSAS 18001 or equivalent % 80  36  55  65  

Assessed by ESG criteria % 97 100 100 n.d. 

Service providers with audited ESG risks % 63  45  53  n.d. 

Human and labour rights due diligence   % 100 100 100 n.d. 

ORIGIN OF FUEL          

Coal Origin          

Colombia  % 58  100 100 76 

USA % 2 0 0 13 

South Africa  % 0 0 0 0 

Russia  % 10 0 0 8 

Australia  % 3 0 0 0 

Kazakhstan  % 27 0 0 0 

Ukraine % 0 0 0 3 

Gas Origin          

USA % 57 81 n.d. n.d. 
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SUPPLIER MANAGEMENT UN 2022  2021 2020  2019 

Russia % 0 12 n.d. n.d. 

Equatorial Guinea % 6 5 n.d. n.d. 

Nigeria  % 0 2 n.d. n.d. 

Trinidad and Tobago  % 37 0 n.d. n.d. 

PURCHASE CATEGORY          

Materials and Equipment  % 13 22  24  n.d. 

Corporate Services and IT % 16 18 14 n.d. 

Construction and technical services  % 41 40  53  n.d. 

Fuels % 31 20  9 n.d. 

1 Critical Suppliers exposed to environmental or health and safety risks. 
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GRI INDICATORS 2022  

2022  UN GROUP PORTUGAL SPAIN 
SOUTH 

AMERICA  
NORTH 

AMERICA  
REST OF THE  

EUROPE 
APAC  

EMPLOYMENT                

Employees # 13,211 5,716 2,119 3,328  1,041 476  531 

Executive Board of Directors # 5 5 0 0 0 0 0 

Senior Management  # 386  182 88  30  52  7 27 

Supervisors # 1,323 520  291 189 192 62  69  

Specialists  # 6,469  2,733  1,180 1,475 477 391 213 

Technicians  # 5,028  2,276  560  1,634 320  16 222  

Male employees % 72.1 72.3  70.6  75.5 66.0  64.9  73.8 

Female employees % 27.5  27.7 29.4  24.5  28.9  35.1 26.2  

Not declared employees % 0.4  0.0  0.0  0.0  5.1 0.0  0.0  

Females in management position % 28  32  27 21 23  23  34  

Senior management hired from the local community  % 88  99  81 90  75 86  67 

Employees by types of contract  # 13,211 5,716 2,119 3,328  1,041 476  531 

Executive bodies  #  53  32  0  21 0  0  0  

Male # 37 21 0 16 0 0 0 

Female # 16 11 0 5 0 0 0 

Not declared  # 0 0 0 0 0 0 0 

Permanent workforce  #  13,024  5,628  2,116 3,307  972  470  531 

Male # 9,416 4,084  1,495 2,495  643  307  392  

Female # 3,555  1,544 621 812 276  163 139 

Not declared  # 53  0 0 0 53  0 0 

Fixed - term contracts  #  134 56  3 0  69  6  0  

Male # 74 26  2 0 44  2 0 

Female # 60  30  1 0 25  4 0 
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2022  UN GROUP PORTUGAL SPAIN 
SOUTH 

AMERICA  
NORTH 

AMERICA  
REST OF THE  

EUROPE 
APAC  

Not declared  # 0 0 0 0 0 0 0 

Employees by occupational contract  # 13,211 5,716 2,119 3,328  1,041 476  531 

Full - Time  #  13,205  5,711 2,119 3,328  1,041 475  531 

Male # 9,526  4,131 1,497 2,511 687  308  392  

Female # 3,626  1,580 622  817 301 167 139 

Not declared  # 53  0 0 0 53  0 0 

Part - time  #  6  5 0  0  0  1 0  

Male # 1 0 0 0 0 1 0 

Female # 5 5 0 0 0 0 0 

Not declared  # 0 0 0 0 0 0 0 

Employees with special needs # 191 72 18 70 31 0 0 

Male # 110 44  11 36  19 0 0 

Female # 81 28  7 34  12 0 0 

Not declared  # 0 0 0 0 0 0 0 

Foreign employees # 480  91 114 18 56  84  117 

New employees2 # 2,064  521 272  595  381 161 134 

Direct admissions to permanent workforce  # 1,831 443  271 588  311 102 116 

Admissions with fixed - term contracts  # 71 70 1 0 0 0 0 

Other admissions # 162 8 0 7 70 59  18 

Male # 1,216 302  175 437  118 113 71 

Female # 642  219 97 158 57 48  63  

Not declared  # 206  0 0 0 206  0 0 

<30 years # 854  275  123 186 161 68  41 

[30 - 50 years[  # 1,069 236  140 357  170 84  82  

Ó50 years  # 141 10 9 52  50  9 11 
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2022  UN GROUP PORTUGAL SPAIN 
SOUTH 

AMERICA  
NORTH 

AMERICA  
REST OF THE  

EUROPE 
APAC  

F/M new admissions rate  x 0.53  0.73  0.55  0.36  0.48  0.42  0.89  

Employees leaving # 1,553 474  135 487  251 49  157 

Male # 1,140 336  102 370  177 31 124 

Female # 400  138 33  117 61 18 33  

Not declared  # 13 0 0 0 13 0 0 

<30 years # 333  76 29  90  70 7 61 

[30 - 50 years[  # 779 144 70 290  149 40  86  

Ó50 years  # 441 254  36  107 32  2 10 

Turnover  % 11.76 8.29  6.37  14.63 24.11 10.29 29.57  

Male % 11.97 8.13 6.81 14.74 25.76  10.03 31.63 

Female % 11.02 8.71 5.31 14.32 20.27  10.78 23.74  

Not declared  % 24.53  n.a. n.a. n.a. 24.53  n.a. n.a. 

<30 years % 14.40 8.00  12.83 15.33 25.27  6.14 38.36  

[30 - 50 years[  % 9.80  4.70  5.63  12.09 25.82  12.23 25.22  

Ó50 years  % 15.31 14.91 5.54  31.20 27.12 5.71 32.26  

Average age of workforce  years 41 43  44  38  37 37 35  

Average age of new admissions years 34  31 33  36  35  34  36  

Average age of leaving  years 42  49  42  41 37 38  33  

Average seniority of employees  years 12 16 14 9 4 3 2 

Average seniority of leaving  years 12 23  12 10 3 4 1 

Absenteeism rate  % 3.00  3.49  3.87 1.38 3.46  8.14 2.26  

Employees entitled to parental leave # 625  234  118 197 40  23  13 

Male # 397  153 79 118 24  12 11 

Female # 228  81 39  79 16 11 2 

Not declared  # 0 0 0 0 0 0 0 
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2022  UN GROUP PORTUGAL SPAIN 
SOUTH 

AMERICA  
NORTH 

AMERICA  
REST OF THE  

EUROPE 
APAC  

Employees that took parental leave3 # 459  165 118 106 37 20  13 

Male3 # 236  84  79 n.a. 24  9 11 

Female # 223  81 39  77 13 11 2 

Not declared  # 0 0 0 0 0 0 0 

Retention rate of employees who took parental leave % 98  100 94  99  98  96  100 

Male3 % 98  100 96  n.a. 96  100 100 

Female % 99  100 97 99  100 91 100 

Not declared  % 0 0 0 0 0 0 0 

Annualized average base salary                 

Male ń 3,631 3,227  4,467  1,877 10,623 4,206  3,265  

Female ń 3,825  3,542  3,923  2,023  10,162 3,282  4,147 

Not declared  ń 4,232  0 0 0 4,232  0 0 

Pay ratio by gender (F/M) x 1.05 1.10 0.88  1.08 0.96  0.78 1.27 

Ratio of the annual total compensation for the 
»Æ¨o¹¬ÙoÊ¬»¹ĵÇ «¬¨« ÇÊ- paid individual to the average 
annual total compensation for all employees (excluding 
the highest- paid individual)  

x 12.99 6.34  7.86  11.80 4.69  5.22  9.76  

TRAINNING                

Total hours of training hours 309,935  140,908 86,147 49,191 22,451 9,831 1,407 

Sustainability                 

    Environment hours 1,648 886  483  94  19 165 1 

    Social and Economic  hours 225  194 5 1 0 24  1 

Ethics hours 5,714 1,037 582  3,620  349  32  93  

Quality  hours 1,721 904  195 17 149 455  0 

Languages  hours 20,212 3,356  14,050 1,285 299  1,221 0 

Information systems hours 28,900  6,927  16,888 2,002  1,428 1,467 186 

Other hours 251,515 127,604 53,942  42,172 20,206  6,466  1,126 
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2022  UN GROUP PORTUGAL SPAIN 
SOUTH 

AMERICA  
NORTH 

AMERICA  
REST OF THE  

EUROPE 
APAC  

Average total training  h/p  24  25  41 15 23  21 3 

Executive Board of Directors  h/p  5 5 n.a.  n.a  n.a.  n.a  n.a  

Male h/p  5 5 n.a. n.a. n.a. n.a. n.a. 

Female h/p  5 5 n.a. n.a. n.a. n.a. n.a. 

Senior Management  h/p  60  50  118 20  39  136 7 

Male h/p  61 51 112 21 42  136 6 

Female h/p  58  47 140 15 33  n.a. 9 

Supervisors  h/p  36  41 63  23  8 19 4  

Male h/p  36  39  73 21 8 12 4 

Female h/p  34  44  38  29  10 36  5 

Specialists  h/p  18 18 33  10 14 19 3 

Male h/p  19 19 35  10 16 20  3 

Female h/p  16 17 29  8 11 19 3 

Technicians  h/p  24  26  34  18 43  8 1 

Male h/p  26  29  35  20  50  4 1 

Female h/p  14 11 29  11 14 9 2 

Employees with training  % 100 91 100 100 100 87 100 

LABOUR RELATIONS                

Collective employment agreements  % 79 99  61 98  0 36  0 

Trade union membership  % 27 31 20  40  0 1 0 

Union Structures  # 29  15 5 9 0 0 0 

Hours lost due to strikes  hours 964  964  0 0 0 0 0 

Staff engaged in further study  # 83  83  0 0 0 0 0 

Professional internships  # 476  280  0 137 47 0 12 

Academic internships  # 199 9 190 0 0 0 0 
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2022  UN GROUP PORTUGAL SPAIN 
SOUTH 

AMERICA  
NORTH 

AMERICA  
REST OF THE  

EUROPE 
APAC  

HEALTH AND SAFETY (H&S)                

Certification (installed capacity)  MW  24,754  8,244  5,325  3,115 6,370  1,700 0 

Certification (installed capacity)  % 96  98  100 95  96  95  0 

Employees                

Covered by certification  # 10,604 6,049  2,092  1,767 380  316 0 

Covered by certification  % 81 100 100 49  37 99  0 

Work - related injuries 4                

Recordable work- related injuries 5 # 51 12 11 13 7 1 7 

High- consequence work - related injuries 6 # 0 0 0 0 0 0 0 

Fatal work- related injuries  # 0 0 0 0 0 0 0 

Work - related ill health                 

Recordable ill health # 2 2 0 0 0 0 0 

Fatalities as a result of ill health # 0 0 0 0 0 0 0 

Accidents with lost workdays 7                

Male # 25  9 2 6 0 1 7 

Female # 3 1 0 2 0 0 0 

Total lost days due to accidents8 # 1,594 971 188 155 210 1 69  

Hours worked hours 24,673,057  9,966,930  3,667,344  7,262,008  1,744,415 576,374  1,455,986 

Rates                

Frequency rate 9 Fr 1.13 1.00 0.55  1.10 0.00  1.73 4.81 

Male Fr 1.34 1.24 0.76  1.11 0.00  2.66  5.57 

Female Fr 0.50  0.37  0.00  1.07 0.00  0.00  0.00  

Severity rate 10 Sr 65  97  51 21 120 2 47  

Male Sr 84  132 71 27 120 3 55  

Female Sr 4 5 0 5 0 0 0 
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2022  UN GROUP PORTUGAL SPAIN 
SOUTH 

AMERICA  
NORTH 

AMERICA  
REST OF THE  

EUROPE 
APAC  

Overall severity rate 11 oSr 69  109 51 21 120 2 47  

Male oSr 90  146 71 27 120 3 55  

Female oSr 6 9 0 5 0 0 0 

Work - related injuries 4                

Recordable frequency rate  RFr 2.07  1.20 3.00  1.79 4.01 1.73 4.81 

High consequence frequency rate (excluding fatali-
ties) 

HFr 0.00  0.00  0.00  0.00  0.00  0.00  0.00  

Fatal frequency rate  FFr 0.00  0.00  0.00  0.00  0.00  0.00  0.00  

Contractors                 

Covered by certification  # 20,689  7,699  2,839  6,215 549  517 0 

Covered by certification  % 81 100 100 49  37 99  0 

Work - related injuries 4                

Recordable work- related injuries  # 161 55  33  64  9 0 0 

High- consequence work - related injuries (excluding 
fatalities)  

# 10 5 3 2 0 0 0 

Fatal work- related injuries  # 5 3 0 2 0 0 0 

Work - related ill health                 

Recordable ill health # 0 0 0 0 0 0 0 

Fatalities as a result of ill health # 0 0 0 0 0 0 0 

Accidents with lost workdays 7 # 105 50  23  32  0 0 0 

Hours worked hours 50,470,660  15,213,865 5,609,617 25,063,733  2,933,039  1,030,850 619,556 

Rates                

Frequency rate9 Fr 2.18 3.48  4.10 1.36 0.00  0.00  0.00  

Severity rate10 Sr 144 208  361 79 0 91 0 

Overall severity rate11 oSr 749  1,412 361 566  0 91 0 

Work - related injuries 5                

Recordable Frequency Rate  RFr 3.19 3.62  5.88  2.55  3.07  0.00  0.00  
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2022  UN GROUP PORTUGAL SPAIN 
SOUTH 

AMERICA  
NORTH 

AMERICA  
REST OF THE  

EUROPE 
APAC  

High consequence Frequency Rate HFr 0.20  0.33  0.53  0.08  0.00  0.00  0.00  

Fatal Frequency Rate  FFr 0.10 0.20  0.00  0.06  0.00  0.00  0.00  

EDP employees and contractors                

Rates                

Frequency rate9 Fr 1.84 2.50  2.69  1.30 0.00  0.62  3.37 

Severity rate10 Sr 118 164 239  66  45  59  33  

Overall severity rate11 oSr 526  896  239  443  45  59  33  

Near accidents  # 471 135 85  107 125 19 0 

People outside the activity                 

Electrical accidents involving third parties 12 # 41 12 0 29  0 0 0 

Fatal electrical accidents involving third parties 13 # 14 2 0 12 0 0 0 

Representatives elected in H&S Commissions                 

EDP employees represented14 % 75 87 56  77 44  66  16 

0¸Ãµ»Ö  ĵÇ Æ ÃÆ Ç ¹ÊoÊ¬Ò  # 9,782  5,183 1,162 2,772 455  210 6 

H&S TRAINNING                

Employees                

Awareness actions  # 5,398  405  724  3,328  784  145 12 

Employees # 36,152 8,423  6,335  13,101 7,549  673  71 

Training hours hours 176,500 28,112 21,239 115,553 8,888  2,457  251 

Contractors                 

Awareness actions  # 9,388  5,880  109 3,194 0 198 7 

Employees # 35,432  24,817 1,171 8,674  0 610 160 

Training hours hours 173,241 50,903  153 120,377 0 180 1,628 
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1 Data including employees of Viesgo companies acquired in December by the EDP Group.    
2 Net values of the employees transfer from fixed- term contracts to permanent workforce.  
3 These values do not include information about male employees that took parental leave at South America.  
4 Accidents at the workplace in worktime and accidents on the way to or from work, with an absence of one more calendar days and fatal accidents.  
5 Includes accidents: fatal, absence from work (TTI -  Temporary Total Incapacity), with TPI (Temporary Partial Incapacity) or PPI (Permanent Partial Incapacity); Without absence, with use of non- prescription medication at prescription strength; without abs ence, with use of wound 
closing treatment, such as suture, staples; without absence, administering immunization vaccines; without absence, with use of devices with rigid stays/others designed to immobilization; without absence, with physical therapy treament; without absence, wit h loss of consciousness. 
6 An accident at work in which a serious injury has resulted and from which the worker does not recover, or may not fully recover, or from which it is not expected to recover in less than 6 months. Excludes fatal accidents. 
7 Accidents occurred at the place and working time or on a journey, with 1 or more days of absence and fatal accidents. 
8 Sum of the number of absence calendar days resulting of work accidents occurred in the reference period, plus the number of days lost by accidents in the previous period, which lasted until the reference period without interruption. The lost time is measured from the day following 
the accident to the day right before the return to work. 
9 Number of accidents at work in service with absence/fatalities, per million hours worked.  
10 Number of calendar days lost due to work accident per million hours worked, in the reference period. 
11 Number of calendar days lost due to work accidents per million hours worked, in the reference period, including days for permanent disability and a portion of 6,000 days for each fatal accident.  
12 Accidents involving persons outside EDP's activity, including fatal accidents.  
13 Accidents involving persons outside EDP's activity. It should be noted that in 2021, there were 14 fatal accidents, two of which had two victims. 
14 Numbers of EDP employees represented by the total number of EDP employees. 
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GRI INDICATORS 2021 

2021 UN GROUP PORTUGAL SPAIN 
SOUTH 

AMERICA  

NORTH 

AMERICA  

REST OF THE 

EUROPE 
APAC  

EMPLOYMENT                

Employees # 12,236 5,716 2,021 3,226  909  352  12 

Executive Board of Directors # 5 5 0 0 0 0 0 

Senior Management  # 962  519 208  89  117 29  0 

Supervisors # 865  332  285  127 85  36  0 

Specialists  # 5,276  2,414 961 1,144 463  282  12 

Technicians  # 5,128 2,446  567  1,866 244  5 0 

Male employees % 73.3  73.4  72.4  75.7 71.1 61.7 75.0 

Female employees % 26.7  26.6  27.6  24.3  28.9  38.4  25.0  

Not declared employees % n.d. n.d. n.d. n.d. n.d. n.d. n.d. 

Females in management position  % 26  29  27 20  24  22  0 

Senior management hired from the local community  % 92  100 76 89  64  67 0 

Employees by types of contract  # 12,236 5,716 2,021 3,226  909  352  12 

Executive bodies  #  58  33  0  25  0  0  0  

Male # 42  22  0 20  0 0 0 

Female # 16 11 0 5 0 0 0 

Not declared  # 0 0 0 0 0 0 0 

Permanent workforce  #  12,126 5,650  2,010  3,201 909  344  12 

Male # 8,898  4,153 1,454 2,423  646  213 9 

Female # 3,228  1,497 556  778 263  131 3 

Not declared  # 0 0 0 0 0 0 0 

Fixed - term contracts  #  52  33  11 0  0  8 0  

Male # 34  20  10 0 0 4 0 

Female # 18 13 1 0 0 4 0 

Not declared  # 0 0 0 0 0 0 0 

Employees by occupational contract  # 12,236 5,716 2,021 3,226  909  352  12 

Full - Time  #  12,189 5,710 1,990  3,226  909  342  12 

Male # 8,967  4,193 1,460 2,443  646  216 9 

Female # 3,222  1,517 530  783  263  126 3 
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2021 UN GROUP PORTUGAL SPAIN 
SOUTH 

AMERICA  

NORTH 

AMERICA  

REST OF THE 

EUROPE 
APAC  

Not declared  # 0 0 0 0 0 0 0 

Part - time  #  47  6  31 0  0  10 0  

Male # 7 2 4 0 0 1 0 

Female # 40  4 27 0 0 9 0 

Not declared  # 0 0 0 0 0 0 0 

Employees with special needs # 179 71 17 67 21 3 0 

Male # 98  40  10 34  12 2 0 

Female # 81 31 7 33  9 1 0 

Not declared  # 0 0 0 0 0 0 0 

Foreign employees # 263  70 104 22  42  24  1 

New employees2  # 1,599 471 229  434  316 137 12 

Direct admissions to permanent workforce  # 1,497 405  215 418 316 131 12 

Admissions with fixed - term contracts  # 60  44  11 0 0 5 0 

Other admissions # 42  22  3 16 0 1 0 

Male # 1,047 306  153 291 213 75 9 

Female # 552  165 76 143 103 62  3 

Not declared  # 0 0 0 0 0 0 0 

<30 years # 749  302  86  186 123 51 1 

[30 - 50 years[  # 777 157 129 236  168 76 11 

Ó50 years  # 73 12 14 12 25  10 0 

F/M new admissions rate  x 0.53  0.54  0.50  0.49  0.48  0.83  0.33  

Employees leaving # 1,543 570  300  455  183 35  0 

Male # 1,180 430  256  333  136 25  0 

Female # 363  140 44  122 47 10 0 

Not declared  # 0 0 0 0 0 0 0 

<30 years # 261 90  20  89  54  8 0 

[30 - 50 years[  # 566  80  56  293  113 24  0 

Ó50 years  # 716 400  224  73 16 3 0 

Turnover  % 12.61 9.97  14.84 14.10 20.13 9.94  0.00  

Male % 13.15 10.25 17.49 13.63 21.05 11.52 0.00  
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2021 UN GROUP PORTUGAL SPAIN 
SOUTH 

AMERICA  

NORTH 

AMERICA  

REST OF THE 

EUROPE 
APAC  

Female % 11.13 9.20  7.90  15.58 17.87 7.41 0.00  

Not declared  % 0.00  0.00  0.00  0.00  0.00  0.00  0.00  

<30 years % 12.72 9.35  11.90 14.64 23.08  10.26 0.00  

[30 - 50 years[  % 7.85 2.75  4.61 12.92 20.29  9.60  0.00  

Ó50 years  % 24.10 21.73 35.16 20.80  13.56 12.50 0.00  

Average age of workforce  years 42  43  45  38  37 37 36  

Average age of new admissions years 33  30  35  33  34  35  36  

Average age of leaving  years 47 53  55  39  36  37 0 

Average seniority of employees  years 13 17 14 9 4 3 1 

Average seniority of leaving  years 19 27 28  8 4 3 0 

Absenteeism rate  % 2.66  3.02  2.95  2.00  2.50  n.d. n.d. 

Employees entitled to parental leave # 504  218 60  165 48  13 0 

Male # 350  152 36  115 37 10 0 

Female # 154 66  24  50  11 3 0 

Not declared  # 0 0 0 0 0 0 0 

Employees that took parental leave3  # 320  149 60  50  48  13 0 

Male3 # 167 84  36  n.d. 37 10 0 

Female # 153 65  24  50  11 3 0 

Not declared  # 0 0 0 0 0 0 0 

Retention rate of employees who took parental leave % 94  100 100 82  100 100 0 

Male3 % 100 100 100 n.d. 100 100 0 

Female % 94  100 100 82  100 100 0 

Not declared  % 0 0 0 0 0 0 0 

Annualized average base salary   0 0 0 0 0 0 0 

Male ń 3,133 3,154 4,513 1,139 7,025  4,202  5,191 

Female ń 3,316 3,527  3,963  1,232 6,905  3,359  3,893  

Not declared  ń 0 0 0 0 0 0 0 

Pay ratio by gender (F/M) x 1.06 1.12 0.88  1.08 0.98  0.80  0.75 

Ratio of the annual total compensation for the 

»Æ¨o¹¬ÙoÊ¬»¹ĵÇ «¬¨« ÇÊ- paid individual to the average 
x 11.13 6.12 5.55  20.05  5.09  3.66  2.23  
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APAC  

annual total compensation for all employees (excluding the 

highest - paid individual)  

TRAINNING                

Total hours of training hours 337,051 148,582 67,050  91,993 20,508  8,819 99  

Sustainability   0 0 0 0 0 0 0 

    Environment hours 3,513 1,160 1,457 448  75 372  1 

    Social and Economic  hours 414 363  31 0 0 20  0 

Ethics hours 6,892  2,749  1,402 1,699 871 162 8 

Quality  hours 3,049  1,021 683  645  504  193 3 

Languages  hours 15,937 3,220  10,358 1,486 0 874  0 

Information systems hours 37,687  22,078  10,296 3,273  941 1,078 20  

Other hours 269,560  117,990 42,824  84,442  18,117 6,120 67 

Average total training  h/p  28  26  33  29  23  25  8 

Executive Board of Directors  h/p  0  0  n.a.  n.a  n.a.  n.a  n.a  

Male h/p  0 0 n.a. n.a. n.a. n.a. n.a. 

Female h/p  0 0 n.a. n.a. n.a. n.a. n.a. 

Senior Management  h/p  23  20  39  14 9  34  0  

Male h/p  24  22  41 14 10 36  0 

Female h/p  18 14 34  15 5 28  0 

Supervisors  h/p  55  89  38  41 18 25  0  

Male h/p  53  84  37 41 20  23  0 

Female h/p  7 104 40  42  10 30  0 

Specialists  h/p  23  25  33  15 11 24  8 

Male h/p  25  26  35  18 13 29  10 

Female h/p  20  24  30  12 7 17 4 

Technicians  h/p  28  19 28  37 53  16 0  

Male h/p  30  20  29  40  63  0 0 

Female h/p  17 17 24  13 20  16 0 

Employees with training  % 100 97 100 100 100 85  100 

LABOUR RELATIONS                

Collective employment agreements  % 83  99  56  98  1 46  0 
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Trade union membership  % 30  34  21 42  0 0 0 

Union Structures  # 29  15 5 8 0 1 0 

Hours lost due to strikes  hours 734  734  0 0 0 0 0 

Staff engaged in further study  # 70 70 0 0 0 0 0 

Professional internships  # 382  253  0 129 0 0 0 

Academic internships  # 171 59  112 0 0 0 0 

HEALTH AND SAFETY (H&S)                

Certification (installed capacity)  MW  26,041 9,603  4,716 2,755  7,564  1,403 0 

Certification (installed capacity)  % 100 100 100 100 100 100 0 

Employees  0 0 0 0 0 0 0 

Covered by certification  # 10,441 5,921 1,644 1,738 874  257  7 

Covered by certification  % 82  100 80  29  100 98  100 

Work - related injuries 4  0 0 0 0 0 0 0 

Recordable work- related injuries 5 # 32  18 4 2 6 2 0 

High- consequence work - related injuries 6 # 2 2 0 0 0 0 0 

Fatal work- related injuries  # 0 0 0 0 0 0 0 

Work - related ill health   0 0 0 0 0 0 0 

Recordable ill health # 1 1 0 0 0 0 0 

Fatalities as a result of ill health # 0 0 0 0 0 0 0 

Accidents with lost workdays 7  0 0 0 0 0 0 0 

Male # 20  12 3 0 3 2 0 

Female # 1 1 0 0 0 0 0 

Total lost days due to accidents8 # 1,567 1,095 110 0 356  6 0 

Hours worked hours 22,832,738  9,995,959  3,545,053  7,073,065  1,732,120 477,317 9,224  

Rates  0.00  0.00  0.00  0.00  0.00  0.00  0.00  

Frequency rate 9 Fr 0.92  1.30 0.85  0.00  1.73 4.19 0.00  

Male Fr 1.16 1.64 1.13 0.00  1.73 6.40  0.00  

Female Fr 0.18 0.37  0.00  0.00  0.00  0.00  0.00  

Severity rate 10 Sr 69  110 31 0  206  13 0  

Male Sr 90  148 42  0 206  19 0 

Female Sr 3 5 0 0 0 0 0 
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Overall severity rate 11 oSr 73 121 31 0  206  13 0  

Male oSr 96  163 42  0 206  19 0 

Female oSr 3 5 0 0 0 0 0 

Work - related injuries 4  0 0 0 0 0 0 0 

Recordable frequency rate  RFr 1.40 1.80 1.13 0.28  3.46  4.19 0.00  

High consequence frequency rate (excluding fatalities)  HFr 0.09  0.20  0.00  0.00  0.00  0.00  0.00  

Fatal frequency rate  FFr 0.00  0.00  0.00  0.00  0.00  0.00  0.00  

Contractors   0 0 0 0 0 0 0 

Covered by certification  # 27,529  7,504  2,002  5,966  2,065  887  50  

Covered by certification  % 82  100 80  29  100 100 100 

Work - related injuries 4  0 0 0 0 0 0 0 

Recordable work- related injuries  # 187 49  32  86  14 6 0 

High consequence work- related injuries (excluding fa-
talities)  

# 9 6 0 2 0 1 0 

Fatal work- related injuries  # 7 1 1 5 0 0 0 

Work - related ill health   0 0 0 0 0 0 0 

Recordable ill health # 0 0 0 0 0 0 0 

Fatalities as a result of ill health # 0 0 0 0 0 0 0 

Accidents with lost workdays 7 # 132 45  18 57 6 6 0 

Hours worked hours 66,388,297  14,830,005  4,945,024  40,648,122  4,128,270 1,787,334 49,542  

Rates  0 0 0 0 0 0 0 

Frequency rate9 Fr 2.09  3.10 3.84  1.53 1.45 3.36  0.00  

Severity rate10 Sr 109 225  221 41 147 316 0 

Overall severity rate11 oSr 753  680  1,435 779 143 316 0 

Work - related injuries 5  0 0 0 0 0 0 0 

Recordable Frequency Rate  RFr 2.82  3.30  6.47  2.12 3.39  3.36  0.00  

High consequence Frequency Rate HFr 0.14 0.40  0.00  0.05  0.00  0.56  0.00  

Fatal Frequency Rate  FFr 0.11 0.07  0.20  0.12 0.00  0.00  0.00  

EDP employees and contractors  0 0 0 0 0 0 0 

Rates  0 0 0 0 0 0 0 

Frequency rate9 Fr 1.79 2.38  2.59  1.30 1.54 3.53  0.00  
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Severity rate10 Sr 99  178 142 35  164 252  0 

Overall severity rate11 oSr 579  455  849  663  165 252  0 

Near accidents  # 565  105 88  183 169 19 1 

People outside the activity   0 0 0 0 0 0 0 

Electrical accidents involving third parties 12 # 39  19 0 20  0 0 0 

Fatal electrical accidents involving third parties 13 # 18 6 0 12 0 0 0 

Representatives elected in H&S Commissions   0 0 0 0 0 0 0 

EDP employees represented14 % 81 86  41 61 51 75 22  

0¸Ãµ»Ö  ĵÇ Æ ÃÆ Ç ¹ÊoÊ¬Ò  # 310 70 11 147 71 11 1 

H&S TRAINNING                

Employees  0 0 0 0 0 0 0 

Awareness actions  # 1,501 186 484  154 594  81 2 

Employees # 33,622  11,493 4,399  5,243  12,136 341 10 

Training hours hours 92,357  9,534  15,126 55,201 10,581 1,905 9 

Contractors   0 0 0 0 0 0 0 

Awareness actions  # 5,845  4,510 58  1,132 0 144 1 

Employees # 24,684  9,283  1,871 12,965 0 558  7 

Training hours hours 58,870  2,218 116 56,334  0 146 56  
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1 Data including employees of Viesgo companies acquired in December by the EDP Group.   
2 Net values of the employees transfer from fixed- term contracts to permanent workforce.  
3 These values do not include information about male employees that took parental leave at South America.  
4 Accidents at the workplace in worktime and accidents on the way to or from work, with an absence of one more calendar days and fatal accidents.  
5 Includes accidents: fatal, absence from work (TTI -  Temporary Total Incapacity), with TPI (Temporary Partial Incapacity) or PPI (Permanent Partial Incapacity); Without absence, with use of non- prescription medication at prescription strength; without abs ence, with use of wound 

closing treatment, such as suture, staples; without absence, administering immunization vaccines; without absence, with use of devices with rigid stays/others designed to immobilization; without absence, with physical therapy treatment; without absence, wi th loss of consciousness. 
6 An accident at wor k in which a serious injury has resulted and from which the worker does not recover, or may not fully recover, or from which it is not expected to recover in less than 6 months. Excludes fatal accidents. 
7 Accidents occurred at the place and working time o r on a journey, with 1 or more days of absence and fatal accidents. 
8 Sum of the number of absence calendar days resulting of work accidents occurred in the reference period, plus the number of days lost by accidents in the previous period, which lasted until the reference period without interruption. The lost time is measured from the day following the 

accident to the day right before the return to work. 
9 Number of accidents at work in service with absence/fatalities, per million hours worked.  
10 Number of calendar days lost due to work accident per million hours worked, in the reference period. 
11 Number of calendar days lost due to work accidents per million hours worked, in the reference period, including days for permanent disability and a portion of 6 ,000 days for each fatal accident.  
12 Accidents involving persons outside EDP's activity, including fatal accidents.  
13 Accidents involving persons outside EDP's activity. It should be noted that in 2021, there were 14 fatal accidents, two of which had two  victims.  
14 Numbers of EDP employees represented by the total number of EDP employees. 
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0.SĵÇ ;Ë¸o¹ o¹} Eoy»Æ V¬¨«ÊÇ
Model  
EDP has four policies to cover human and labor rights. One to specify the commitment to 

respect Human and Labor Rights and establish the framework methodology. Another to 

define the relationship approach with its stakeholders. Another to define the expectations for 

EDP itself and its employees and representatives, and another to define the expectations for 

suppliers. In addition, EDP has developed specific policies that focus on promoting rights. 

In short, Human and Labor Rights Policy:  

Is approved by the Executive Board of Directors, informed by international benchmark and 

establishes its operationalization through the UN Guiding Principles on Business and Human 

Rights. It is directed by a senior manager and assigned to the CSO. 

+»Ò ÆÇ oµµ ÇÊo´ «»µ} Æ ¨Æ»ËÃÇ o¹} ÇÊ¬ÃËµoÊ Ç Ê«   ¹Ê ÆÃÆ¬Ç ĵÇ «Ë¸o¹ Æ¬¨«ÊÇexpectations of 

personnel and partnerships through the Code of Ethics and expectations of suppliers through 

the Supplier Code of Conduct. 

Is a binding document in employment contracts and a contractual clause for contractors and 

suppliers. Is a reference document in setting up joint ventures and acquisitions.  

Is published in Portuguese, English and Spanish and available online. Is extended through 

versions for regional or sectorial purposes (geographies, customers, new infrastructures, coal 

suppliers). 

Is taught and discussed in workshops and e- learning. 

Is incorporated into risk analysis, qualification and performing evaluation of counterparties, 

assessment systems, stakeholder management, operational procedures, audits and KPIs. 

All policies of the EDP Group are approved by the executive board of directors, after technical 

preparation by a working group that includes the performance of international benchmarking 

and the engagement of the business units, as well as validation by the various regulatory 

bodies of the company. 
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Working Committee  
Annual Assessment of Procedures  

The Human and Labor Rights Working Committee is an operational committee composed by 

the directors of the corporate departments that have action related to human and labor rights. 

The Working Committee is chaired by the CSO and directed by the corporate Human and 

Labor Rights director. 

Once a year, the Committee has a special meeting to assess the performance of the year, 

identify and analyze the changes that must be made to the procedures and standards and 

approve the action plan for the following year. 

On top of the due diligence measures in all its Business Units Ħ including new projects and 

acquisitions, suppliers, contractors, joint ventures, agents, customers and employees Ħ 

annually, the Group develops a transversal monitoring process aimed at verifying effective 

practices, assessing the degree of compliance with the principles and commitments 

assumed, particularly of the risks identified as most relevant, identifying new potential risks, 

developing the necessary corrective actions and taking new management decisions to 

change any procedures in need. 

This procedures assessment or monitoring process takes evidence  from the ensemble of due 

diligences processes.
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UN Due Diligence Implementation 
The full due diligence process is described in the flowchart on this page. What is particular 

oy»ËÊ Ê«  «Ë¸o¹ Æ¬¨«ÊÇ §Æo¸ Ó»Æ´ ¬Ç Ê«  µ¬¹´ y ÊÓ  ¹ ÃÆ»yµ ¸ o¹} ozÊ¬»¹ĕ 0.SĵÇ }Ë 

diligence model transposes the Ruggie model literally. This diagram does not dispense with 

reading the original framework, especially the comments without whic h it is not possible to get 

the picture. 

The due diligence model developed by the OECD extends the United Nations model enlarging 

the scope to environment and looking  more specifically to  different layers of the value chain.
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Supply chain due diligence 
implementation  
EDP pays much attention to the due diligence to suppliers. Through criticality analysis, the 

EDP group identifies and segments the potential risks associated with each type of procured 

activity . The analysis is carried out using the Sustainability Matrix (EDP Sustainability 

Protocol), which combines the relevant risks of the activity, identified by consulting 

stakeholders , media, analytics, experience, and attributable to country/sector/industr y levels, 

merged with  the characteristics of the tender specificatio ns.  

Before scouting suppliers, every purchase > 25 k is analyzed through a set of 

country/sector/industry risks an d tender specifications:  financial, business relevance and 

continuity; dependence and autonomy; access to data; facilities; customers; local 

communities; cybersecurity; emissions potential; waste; environmental accidents; accidents 

at work; integrity and compliance; human and labour rights. Once the risks of each type of 

purchase have been identified, non- negotiable clauses are included in the specifications that 

establish the minimum qualifications that suppliers must meet, as well as the rules for 

monitoring execution of the contract. Suppliers that submit proposals only enter the 

negotiation phase after due diligence of integrity, legal and ethical, financial, technical, social 

and environmental compliance is carried out.  

Through the application of Go/No - go rules in the selection of suppliers and contractual 

clauses that include monitoring, audits and performance assessment, EDP ensures that it 

works with low- risk suppliers with skills appropriate to each activity´s inherent risks. 

The criticality concept  

In the operationalization process of due diligence, the definition of the critical contract plays a 

crucial role. In fact, considering that EDP has more than 4 thousand suppliers at any one time, 

ESG CRITICALITY MATRIX  

1 Supply category (value chain country/sector/activity level risks)  

2 Purchase amount (EUR) 

3 Duration of the contract and frequency of supplies 

4 Importance for operation, innovation and investment  

5 Consequence of sudden supply interruption  

6 Irreplaceability of suppliers  

7 Supplier access to equipment/facilities  

8 Supplier access to customers 

9 Supplier access to protected personal data  

10 Supplier access to reserved data and Cybersecurity  

11 Risks of occupational accidents from the contracted activity 

12 Environmental risks from the contracted activity 

13 Ethical, human and labour rights of the contracted activity 

2017- 2022  

EDP started implementing ESG Due Diligence in 2017, in accordance with the United 

Nations Ruggie methodology  and the upcoming OECD guidelines and ISO 20400 . As of 

2020, with the approval of the first amendments to the Human Rights Policy and the ESG 

Protocol for Suppliers, the Due Diligence process was extended to all business units. The 

process includes all ESG dimensions. 

Double Due Diligence  

1st step Ħ DUE Diligence to the activity Ħ this procedure is implemented before scouting 

suppliers. Country, sector, industry and specific service or good risks are identified, and 

risk mitigation measures as well. 

2nd step Ħ DUE Diligence to each Supplier Ħ scouted suppliers must pass the first Due 

Diligence layer, the screening process, before invitation. But, additionally, for critical 

tenders, suppliers are directly assessed through questionnaires, sharing of evidence  and, 

for salient risks, direct verifications. 
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it is essential to segment supplies and suppliers by risk levels to allocate resources 

proportionally to specific risks.  

The criticality methodology aims to identify specific risks that may result from both the risk of 

the contracted activity, country risk, and the supplier's own risk. 

In this sense, the in- depth due diligence process applies to suppliers that are exposed to 

clearly identified risks. The system applied by EDP consists of 3 main filters, which guide the 

definition of mitigation measures and control procedures.  

The following charts explain and describe the due diligence methodology implemented by 

EDP.  

 

 

  



 Human and Labor Rights Report 2022   Due diligence implementation  093  

 

 

  



 Human and Labor Rights Report 2022   Due diligence implementation  094  

 

 

  



 Human and Labor Rights Report 2022   Due diligence implementation  095  

 

 

 

 

 

 

 

 

  



 Human and Labor Rights Report 2022   Extended Policies 096  

 
 

 

EDP 
Extended Policies  
 

 

 

 

 

 

Policy framework  97 

External Pledges and Commitments 98  

Stakeholder  Relationship Policy 104 

Supplier Code of Conduct 107 

Code of Ethics 110 

 

 

 

 

 

 

 

 

 

 



 Human and Labor Rights Report 2022   Extended Policies 097  

 

 

Policy framework  
EDP's policy architecture includes three different dimensions. One of a structuring, normative 

and operational nature, as is the case of the Human Rights Policy, and which incorporates the 

commitments present in the remaining dimensions; another of a declarative nature, which 

establishes principles and objectives for specific themes, with a more limited scope; and 

another, also declarative, which subscribes to principles common to several companies. 

The four structuring and interrelated policies on Human and Labor Rights are reproduced on 

the following pages . Policies are developed through regulations, systems, and procedures.  
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Working together  

Leveraging Human Rights for a 
sustainable power sector  
EDP actively participates in the activities of business associations that promote human rights 

and sustainability.  Working in cooperation allows us to address challenges that an isolated 

company does not have the leverage to do. 

In addition to the joint publication of position papers, EDP works in association with compa-

nies in the renewable sector to develop standards, audits, codes of conduct, traceability and 

transparency mechanisms  that ensure respect for human rights. 

 

Solar Energy Industries Association (SEIA) 

Solar Industry Forced Labor 
Prevention Pledge 
Link source 

Solar Industry Forced Labor Prevention Pledge We, the undersigned companies and 

organizations, state our firm opposition to the use of forced labor within the solar supply chain. 

We hereby commit to helping ensure that the solar supply chain is free of forced labor and 

raising awareness within the industry on this important issue. To assist in these efforts, we 

support the development of an industry - led solar supply chain traceability protocol as a tool 

for identifying the source of primary raw materials and inputs and tracking their inc orporation 

into finished products, including solar modules. 

As off 2023 February, more than 340 companies have signed this Pledge.  

The SEIA Traceability Protocol 
Link source 

 

The SEIA Traceability Protocol (Protocol) lays out a series 

of steps that a manufacturer can take to track the origin 

of material inputs through specified stage(s) of 

production, processing, and distribution, e.g., the factory 

location and production date of polysilicon used in a 

finished solar module. The Protocol aims at helping 

capture and making transparently a vailable to 

stakeholders which companies and facilities 

participated in the manufacturing of renewable energy 

products on the market. 

It is worth noting that the Protocol itself does not seek to 

determine other features of the product, such as product 

quality. Rather, it aims to equip stakeholders with 

trustworthy and transparent information about the supply 

chain. 

7»Æ  oz« ĲÇÊ Ãĳ »Æ Ĳµ¬¹´ĳ Ó¬Ê«¬¹ Ê«  ÇËÃÃµÖ z«o¬¹Ė Ê«  SÆ»Ê»z»µ Æ ÅË¬Æ Ç Ê«oÊ z ÆÊo¬¹ ¬¹§»Æ¸oÊ¬»¹

about the material inputs used within each production step is conveyed to the next step of the 

production process. In the event a step in the process includes multiple sources of materials, 

the Protocol asks for the producer to track which products use which input material and, if 

necessary, to segregate input materials.  

In a robust implementation of the Protocol, a supplier could show the provenance of, for 

example, polysilicon used in a crystalline silicon photovoltaic module. This information can be 

used, for example, to address inquiries from U.S. +ËÇÊ»¸Ç o¹} *»Æ} Æ SÆ»Ê zÊ¬»¹ ĬĲ+*Sĳĭ »Æ

customers regarding the source of material inputs. 

https://www.seia.org/sites/default/files/Solar%20Industry%20Forced%20Labor%20Prevention%20Pledge%20Signatories.pdf
https://www.seia.org/sites/default/files/2021-04/SEIA-Supply-Chain-Traceability-Protocol-v1.0-April2021.pdf
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The Protocol also recognizes that strong organizational controls must be in place to ensure 

z»¸Ãµ¬o¹z  o¹}Ė ¬¹ ÊËÆ¹Ė z»¹§¬} ¹z  ¬¹ o ÇËÃÃµ¬ ÆĵÇ zµo¬¸Çĕ 0Õo¸Ãµ Ç »§ such controls include: 

¶ Independent, third- party audits applied to internal processes and third - party suppliers; 

¶ Corporate social responsibility codes of conduct;  

¶ Security measures to safeguard information and prevent tampering of goods;  

¶ Due diligence and monitoring of suppliers; 

¶ Compliance programs;  

¶ Trainings of employees; and 

¶ Enforcement of policies and procedures along with corrective action plans.  

¶ Role of Manufacturers in the Application of the Protocol 

¶ Manufacturers along the supply chain are responsible for implementing the Protocol. 

 

Solar Power Europe 

Statement on Forced Labor 
Link source 

We strongly condemn the use of forced labour, and any such abuse of human rights, and are 

z»¸¸¬ÊÊ } Ê» ¬¹Ò ÇÊ¬¨oÊ¬¹¨ Æ Ã»ÆÊÇ Æ µoÊ } Ê» §»Æz } µoy»ËÆ ¬¹ Ê«  Ç»µoÆ ÇËÃÃµÖ z«o¬¹ ¬¹ +«¬¹oĵÇ

Xinjiang region, in order to better understand the context and production dynamic. We take 

these reports very seriously, and as a sector that strives for the highest standard of 

sustainability, we remain vigilant across our supply chain in meeting global human rights 

standards.  

We urge our members to respect the labour and human rights standards outlined in the ILO 

Declaration on Fundamental Principles and Rights at Work or the UN Global Compact, and to 

abide by existing guidelines and standards on sustainability practices, including labour 

practices, across the supply chain; such as the OECD Due Diligence Guidance for Responsible 

Mineral Supply Chains, or the UN Guiding Principles on Business and Human Rights. As for 

other European sectors impacted, this brings attention to the importance of increasing the 

transparency of global supply chains. We are actively contributing to the work o f the European 

Union in this regard, in particular on corporate governance, draft EU Taxonomy rules, and the 

public procurement framework. We are looking forward to further cooperation with the EU and 

national governments, and count on their support in addressing human rights violations. 

In parallel, we have been working with our members to improve supply chain transparency and 

due diligence policies, as well as the development of a Solar Sustainability Best Practices 

Benchmark, with the aim of producing industry standards for improved traceability and full 

disclosure of environmental and social aspects in the supply chain to ensure that the solar 

sector remains a champion of sustainability. Our goal of diversifying the solar supply chain 

means that we strongly support the strengthening of an EU solar industrial base to improve 

Europe's position in the supply chain, while remaining integrated in an open, global market for 

solar and other sustainable technologies. 

Solar Stewardship Initiative  
https://solarstewardshipinitiative.org/  

 

The Solar Stewardship Initiative 

(SSI) was set in motion by 

SolarPower Europe and Solar 

Energy UK in March 2021, as part of 

a programme established in 2015 

to promote responsible production 

in the solar value chain. 

The Solar Stewardship Initiative works collaboratively with manufacturers, developers, 

installers and purchasers across the global solar value chain to foster responsible production, 

sourcing and stewardship of materials.  

Over 50 organisations are behind the Initiative, which has the support of the International 

Finance Corporation (World Bank Group) and the European Investment Bank. 

The official launch of the SSI in September 2022 marks a critical milestone for the solar 

industry.  

https://www.solarpowereurope.org/advocacy/position-papers/statement-on-forced-labour
https://solarstewardshipinitiative.org/


 Human and Labor Rights Report 2022   Extended Policies 101 

 

 

Through our strategic Roadmap and Code the SSI puts into practice the shared commitment 

of over 50 companies to ensure the integrity of their supply chains and improve ESG 

performance. The Solar Stewardship Initiative has developed a consultation version* of the 

SSI Code relevant to the solar value chain based on internationally recognised standards, 

certifications and guidelines, including:  

¶ The United Nations Guiding Principles on Business and Human Rights (UNGPs) 

¶ United Nations Global Compact (UNGC) 

¶ OECD Due Diligence Guidance for Responsible Business Conduct 

¶ International Labour Organisation (ILO) Conventions 

¶ OECD Due Diligence Guidance for Responsible Supply Chains of Minerals from Conflict-

Affected and High - Risk Areas 

¶ WRI/WBCSD Greenhouse Gas Protocol 

¶ ISO 14001:2015 Environmental Management systems 

¶ ISO 14044:2006 Life cycle assessment 

By adopting this Code, companies in the solar value chain demonstrate a clear commitment 

to ethical and transparent practices in each area.  

Z«  W»µoÆ WÊ ÓoÆ}Ç«¬Ã <¹¬Ê¬oÊ¬Ò ĵÇ o¸y¬Ê¬»¹ ¬Ç Ê»  ¹«o¹z  ÊÆo¹ÇÃoÆ ¹zÖĖ ÇËÇÊo¬¹oyµ 

development and responsible production in the solar supply chain. Hearing from and 

incorporating the views and perspectives of stakeholders is key to the success of the Solar 

Stewardship Initiative.  

The Consultation Version of the SSI Code will be subject to a public consultation planned for 

mid2023. The development of and revisions to the Code are informed by international good 

practice guidance, including  ISEAL Code of Good Practice for Standard Setting. 

The Solar Stewardship Initiative Assurance System will recognise existing credible and 

equivalent third - party standards systems, reporting frameworks, and certifications in order to 

avoid redundancy, audit fatigue, and to promote the use of such programmes. 

The criteria, process and timeline for recognising and determining levels of alignment of third-

party sustainability standards systems with the SSI Code are under development and will be 

made public in the beginning of 2023. Our supporters have been implementing a range of 

sustainability standards and frameworks in their own value chains. As a starting point, the 

following sustainability standards systems, which are currently implemented by our 

supporters, are being assessed for recognition by and alignment with the SSI Code. 

¶ Aluminium Stewardship Initiative Performance Standard  

¶ Amfori BSCI Code of Conduct 

¶ CDP (for GHG) 

¶ ETI Base Code 

¶ ISO 20400 Sustainable Procurement  

¶ ISO 37001: Anti- bribery management system  

¶ ISO 14001: Environmental management system 

¶ ISO 45001: Health and safety management system 

¶ Responsible Business Alliance Code of Conduct 

¶ ResponsibleSteel Standard 

¶ SA8000: Social Accountability standard  

¶ Together for Sustainability  

Wind Europe 

Industry Principles for Supply 
Chain Sustainability  
Link source 

Link source 

In 2108, Wind Europe approved the Industry Principles for Supply Chain Sustainability, a 

document that establishes a Code of Conduct for companies in the wind energy sector and 

incorporates recommendations from the United Nations and the OECD. After five years, the 

document remains valid in all its instances. Human rights are covered on the following 

sections: 

¶ Due Diligence and Transparency 

¶ Non- discrimination and Harassment  

¶ Disciplinary Measures  

¶ Modern Slavery 

¶ Child Labor 

¶ Working Hours, Wages & Benefits 

¶ Freedom of Association & Collective Bargaining  

¶ Grievance Channels and Remediation Mechanisms  

https://aluminium-stewardship.org/asi-standards/asi-performance-standard
https://www.amfori.org/content/amfori-bsci-code-conduct-
https://guidance.cdp.net/en/guidance?cid=30&ctype=theme&idtype=ThemeID&incchild=1%C2%B5site=0&otype=Guidance&tags=TAG-587%2CTAG-605%2CTAG-599%2CTAG-600%2CTAG-13145%2CTAG-13135%2CTAG-13140
https://www.ethicaltrade.org/eti-base-code
https://www.iso.org/iso-37001-anti-bribery-management.html
https://www.iso.org/standard/60857.html
https://www.iso.org/standard/63787.html
https://www.responsiblebusiness.org/media/docs/RBACodeofConduct7.0_English.pdf
https://www.responsiblesteel.org/standard/
https://sa-intl.org/resources/sa8000-standard/
https://tfs-initiative.com/
https://windeurope.org/newsroom/news/wind-industry-commits-to-make-its-supply-chains-even-more-sustainable/
https://windeurope.org/wp-content/uploads/files/policy/position-papers/WindEurope-Industry-Principles-for-Supply-Chain-Sustainability.pdf
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¶ Health & Safety in the Workplace 

¶ Hazardous Materials  

¶ Operating in Conflict - affected Areas  

¶ Sourcing Conflict Minerals  

¶ Community Engagement & Development  

Bettercoal  

Bettercoal Code 
https://www.bettercoal.org/  

Link source 

Link source 

Companies that want to ensure the coal they purchase is produced to the highest international 

standards, join Bettercoal as Members. 

Bettercoal and its Members work to encourage increasing numbers of coal producers, from 

across the globe, to commit to the Bettercoal Code and so increase the network of businesses 

working towards a global, responsible coal supply chain: 

¶ PRINCIPLE 01 Business Integrity 

¶ PRINCIPLE 02 Policy and Management  

¶ PRINCIPLE 03 Transparency 

¶ PRINCIPLE 04 Mine Rehabilitation and Closure 

¶ PRINCIPLE 05 Human Rights 

¶ PRINCIPLE 06 Labour Rights 

¶ PRINCIPLE 07 Occupational Health and Safety (OHS) 

¶ PRINCIPLE 08 Communities and Stakeholders 

¶ PRINCIPLE 09 Water Stewardship  

¶ PRINCIPLE 10 Management of Emissions and Waste 

¶ PRINCIPLE 11 Greenhouse Gas Emissions 

¶ PRINCIPLE 12 Biodiversity and Land Use 

Continuous improvement  

Continuous Improvement is key to the way that Bettercoal works. This is embodied in the 

Continuous Improvement Plan (CIP) framework. Every coal producer in the Bettercoal network 

commits to  a  site assessment against the Bettercoal Code by an independent, third- party 

assessor, and the development of a CIP to ensure progress in meeting the provisions of the 

Code. 

Bettercoal Producers have committed to improving their Environmental, Social, and 

Governance (ESG) performance by assessing their operations against the 144 provisions of 

the Bettercoal Code. Each producer undergoes an independent, on- site mine assessment to 

assess how closely they meet the requirements of our Standard. Based on the assessment 

findings, actionable tasks / goals are set into a tailored Continuous Improvement Plan (CIP). 

This CIP supports the producer in working towards alignment with the 144 provisions of our 

Standard.  

Once the CIP is in place, the producer now officially becomes a Bettercoal Producer. They then 

regularly submit information to the assessors, to evidence the changes they are implementing 

in order to meet their CIP goals. Assessors verify whether changes meet the expectations of 

our Standard. In some cases, on- site verification is required to verify that expectations have 

been met. After 4 years, the CIP process starts afresh, with new assessments and a new 

tailored CIP created. The producer implements more changes and evidence submission starts 

again. 

 

 

https://www.bettercoal.org/
https://static1.squarespace.com/static/616d4f4a45c4cd5a0ed1a30d/t/61b757467619bc24846ecf9e/1639405383831/BettercoalCode2.0-English.pdf
https://static1.squarespace.com/static/616d4f4a45c4cd5a0ed1a30d/t/62df4c356f740b1ef54432ec/1658801206311/Bettercoal+Code+2.0+A+Guide+to+the+New+Standard+-+English.pdf
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An SDG Roadmap for Electric 
Utilities 
Link source 

Leading utilities establish global best practice on how their 

sector and its value chain can advance the ambitions of the 

Sustainable Development Goals (SDGs). The Sector 

Transformation: An SDG Roadmap for Electric Utilities 

provides utility business leaders worldwide with a flagship 

guide to driving transformative change. It explores the 

Ç zÊ»ÆĵÇ ¬¹Ê ÆozÊ¬»¹ Ó¬Ê« Ê«  W.8ÇĖ ¬} ¹Ê¬§¬ Ç ¹¬¹  ÃÆ¬»Æ¬ÊÖ

goals, and outlines seven key impact opportunity areas where 

the sector is well placed to drive transformation in line with the 

objectives of the SDGs. Each of these impact opportunities is 

underscored by a series of tangible actions that companies 

can take to maximize their potential for positive SDG impact 

across short- , medium-  and long- term time horizons. 

This roadmap has been developed by electric utilities with multinational operations spanning 

Asia- Pacific, the Americas, Africa, and Europe. The organizations who have demonstrated 

their leadership by producing the Roadmap are: ACCIONA, Celsia, CLP, EDF, EDP, Eletrobras, 

Enel, ENGIE, Iberdrola, Kansai Electric Power and Tata Power. 

The SDG Sector Roadmap for Electric Utilities identifies the following key opportunities for 

SDG impact across the main themes of climate and energy, people and communities, nature, 

and circular economy: 

¶ Decarbonize electricity generation in line with limiting global warming to 1.5°C.  

¶ Enhance electricity system flexibility, resilience and efficiency.  

¶ Ensure access to affordable, reliable, sustainable and modern electricity services for all. 

¶ Attract and retain a diverse and inclusive workforce.  

¶ Leave no one behind in the energy transition and respect human rights. 

¶ Protect, restore and promote sustainable use of ecosystems and drive net biodiversity 

gains. 

¶ Accelerate the transition to a circular  electric utility sector.  

CEO Guide to Human Rights 
Link source 

 

CEO leadership plays a crucial role in ensuring that human rights are taken seriously across 

their own companies and business relationships.  

The CEO Guide to Human Rights brings to life the business drivers for action and the tangible 

steps CEOs can take to ensure their companies go beyond compliance and drive 

ÊÆo¹Ç§»Æ¸oÊ¬Ò  z«o¹¨  ¬¹ Ã »Ãµ ĵÇ µ¬Ò Çĕ 

To support this, the CEO Guide highlights actions that executives can take to advance respect 

for human rights: 

¶ Know the most important human rights for your company;  

¶ Lead from the top; 

¶ Engage transparently with stakeholders;  

¶ Collaborate beyond your comfort zone.  

https://www.wbcsd.org/Programs/People-and-Society/Sustainable-Development-Goals/SDG-Sector-Roadmaps/Resources/Sector-Transformation-An-SDG-Roadmap-for-Electric-Utilities
https://docs.wbcsd.org/2020/10/WBCSD_CEO_Guide_to_Human_Rights.pdf
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EDP -  Stakeholder Relationship 
Policy 
EDP's objectives are to build and strengthen relationships of trust, to share knowledge and 

relevant information, to anticipate challenges and identify new opportunities for cooperation 

with our Stakeholders. 

General principles  

When creating a Stakeholder Relations Policy, the EDP Group is also adopting a value creation 

approach for the various Stakeholders of the geographical areas in which it operates. We 

seek to achieve this through four major Guiding Commitments: Understand, Communicate, 

Trust and Collaborate. These commitments embody a Policy that seeks to go beyond mere 

compliance with the formal requirements of the law in order to contribute to effective and 

genuine involvement of the Group's different Stakeholders. In order to support the 

implementation of this Relationship Policy, the Department of Institutional and Stakeholder 

Relations was established in April 2012, to act jointly and in coordination with the various 

Business Units in Portugal and in the other geographical areas, and with the various Corporate 

Centre departments, to enhance the effectiveness of the strategic relationship with the 

Company's Stakeholders. The EDP Group's Stakeholder Relationship Policy is based on four 

Priorities or Guiding Commitments: Understand, Communicate, Trust and Collaborate. 

1. Understand:  

We dynamically and routinely identify the Stakeholders that influence and are influenced by 

the Company and analysis and seek to understand their expectations and interests in the 

decisions that affect them directly.  

Understand: Include, Identify, Prioritize 

e. Be accountable to those who are impacted by the organization and those that have an 

impact on the organization, ensuring that minorities have the same capacity for 

involvement as other Stakeholders; 

f. Dynamically and routinely identify Stakeholders that infl uence and are directly and 

indirectly influenced by the company and its activities, as well as the issues identified as 

relevant by the Stakeholders; 

g. Prioritize, fairly, Stakeholders and the issues raised by them as relevant. 

2. Communicate:  

We are committ ed to Promoting two- way dialogue with Stakeholders, through information 

and consultation.  We listen, inform and respond to Stakeholders in a consistent, clear, rigorous 

and transparent manner in order to build close, strong and durable relationships. 

Communicate: Inform, Listen, Respond 

a. Guarantee access to information by establishing direct and efficient two - way 

communication channels, actively providing clear, understandable and accurate 

information to different Stakeholders;  

b. Consult and listen, proactively and continuously, to the concerns, interests and 

expectations of Stakeholders, prepare consultation plans and engagement strategies 

tailored to the characteristics of different Stakeholders;  

c. Respond to the relevant issues identified by Stakeholders within a reasonable time, given 

the characteristics of the Stakeholders involved.  

3. Trust:  

We believe that the promotion of a climate of trust with our Stakeholders is crucial for 

establishing stable long - term relationships. Our relationship with Stakeholders is based on 

values such as transparency, integrity and mutual respect. 

Trust: Transparency, Integrity, Respect, Ethics 

a. Establish a transparent relationship with Stakeholders, to ensure that they know and 

understand the Company's objective s; 

b. Inform Stakeholders about the economic, environmental and social impacts of the 

organization or of a particular project, that might have a significantly impact on them;  

c. Respect the opinions and rights of Stakeholders, treating them fairly, without 

discr imination, with respect for diversity and their legal rights; 

d. Guarantee that engagement actions are based on the values, policies and ethical 

principles of the EDP Group. 
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4. Collaborate:  

It is our ambition to collaborate with Stakeholders in building strategic partnerships that bring 

together and share knowledge, skills and tools, to promote the creation of shared value 

leading to competitive advantage.  

Collaborate: Integrate, Share, Cooperate, Report 

a. Integrate the relevant contributions identified by Stake holders in the company strategy; 

b. Share knowledge and skills with Stakeholders; 

c. Work in partnership to build solutions, establishing strategic partnerships that produce 

positive results for both parties; 

d. Share the company's performance results as well as the results of the different 

Stakeholder engagement processes, providing -  when appropriate -  verified 

performance information.  

Stakeholder categorization model   

EDP's Stakeholders are those entities or individuals that influence or are influenced by the 

activities, products and services of EDP.  The EDP Group's Stakeholders are organized into 

four categories: Democracy, Value Chain, Market and Social and Territorial Context 

1. Value Chain: Employees, Unions, Suppliers, Scientific Community, Customers, Consumer 

Associations and Business Associations. 

2. Market: Competition, Financial Entities, Shareholders and Investors. 

3. Democracy: Government, Public Bodies, Regulation, Parliament, Political Parties, 

International Institutions. 

4. Social and Territorial Context: NGOs, Local Com munities, Local Authorities, Media and 

Opinion Formers. 

 

Executive Board of Directors, November 2013. 
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EDP -  Supplier Code of Conduct 
1. The EDP Supplier Code of Conduct applies to entities that supply or intend to supply 

¨»»}Ç o¹} Ç ÆÒ¬z Ç Ê» o¹Ö »§ Ê«  0.S 8Æ»ËÃ z»¸Ão¹¬ Ç Ĭ« Æ o§Ê Æ ĲWËÃÃµ¬ Æĳ »Æ

ĲWËÃÃµ¬ ÆÇĳĭĖ Ó«¬z« ¬Ç }  ¸ } Ê» y  Ê«  ¨Æ»ËÃ »§ z»¸Ão¹¬ Ç ¬¹ o z»¹ÊÆ»µ »Æ ¨Æ»ËÃ

relationship with EDP, regardless of whether their headquarters are in Portugal or another 

country. 

2. Approval and compliance with the Code of Conduct is a contractual obligation. It is a 

binding annex of the bidding documents for EDP Group procurement as well as in 

contracts for the supply of services or sale of goods, to be signed by the supplier and any 

EDP Group company. The contracts to be signed by the EDP Group and Suppliers shall 

envisage that in case of serious or systematic breach of this code, the EDP Group may 

terminate the contractual relationship.  

3. This Code of Conduct does not establish commitments contrary to existing law, 

regulations or current contractual provisions, nor does it add or derogate from new rights. 

Its provisions and standards are supplementary in nature. 

4. Suppliers should promote the adoption of sustainability policies in procurement and 

make the best efforts to ensure that levels of demand equivalent to those of this Code are 

also respected in their own supply chains. 

Suppliers of the EDP Group agree to the following commitments, taking as reference the 

principle of highest demand:  

Compliance commitments  

a. Comply with national and international legislation in force that is applicable within the 

scope of the existing contractual relationship with the EDP Group, namely the laws, 

regulations, the operational, technical and sectoral rules and regulations, on matters such 

as: processing and protection of personal data, combating corruption, separation of 

activities in the sector, anti- trust, environment, health and safety, intellectual property 

rights, as well as the contractual arrangements established with the EDP Group 

companies.  

b. Not to pursue, permit, consent to or collude with any activity, practice or conduct likely to 

constitute or appear to be an act of bribery and/or corruption, criminally punishable under 

applicable law. Also, to institute procedures and implement necessary and appropriate 

measures aimed at preventing their occurrence. 

c. Respect internationally accepted corporate principles, values and best practices in 

matters concerning human rights, labor rights, workplace safety and health, prevention 

and combating corruption, and having measures in place to prohibit the practice of anti -

trust acts or acts seeking to restrict competition in the market. 

Ethical commitments  

a. Promote and respect the highest ethical, moral and human integrity standards, in 

particular the principles enshrined in the EDP Group Code of Ethics. 

b. Respect the principles and commitments with customers and communities, whenever 

acting on behalf of the EDP Group, working in their facilities or using their information. 

c. Inform, through the Ethics Ombudsman or other EDP Group Ethics channels, of the 

existence of potential conflicts of interests in relations with the EDP Group, whether of a 

business or personal nature. 

d. Refrain from offering gifts, goods or free services, or coerce or restrict EDP Group 

employees in any way to influence their business dealings with the EDP Group. 

e. Truthfully and accurately convey information concerning management practices.  

Environment al commitments  

a. Comply with national legislation and international standards for environmental 

protection, and obtain the environmental certifications required for their business 

activities.  

b. Identify, monitor and mitigate the environmental risks and impacts of their activities, 

products, materials and means of transport, promoting continuous improvement and 

conserving the environment. 

c. Promote the continuous streamlining of the consumption of energy and natural resources 

and the reduction of emissions and waste generated by the business activity.  

d. +»¸ÃµÖ Ó¬Ê« Ê«  0.S 8Æ»ËÃĵÇ  ¹Ò¬Æ»¹¸ ¹Êoµ Æ ÅË¬Æ ¸ ¹ÊÇ Ó« ¹ ozÊ¬¹¨ »¹ 0.S 8Æ»ËÃ

premises or facilities or acting on behalf of the EDP Group. 

Labor commitments  

a. Respect freedom of association and the collective bargaining of their workers, 

establishing mechanisms of dialogue free from any reprisals or discrimination.  

b. Ensure and promote the respect for free labor, based on fair and transparent contracts for 

workers, refusing to use and be complicit with forced labor, unjustified restrictions on free 

movement, misappropriation of documents and remuneration and human trafficking.  
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c. Respect diversity, promoting equality and non- discrimination based on race, age, gender 

and sexual or marital orientation, ethnic or national origin, name, disability, pregnancy, 

religion, politics, cultural or trade union orientation. Respecting also any other conditions 

that may be defined by contract or protected by applicable law.  

d. Ensure adequate remuneration to workers, in accordance accordance with current 

legislation and collective labor agreements, when applicable, which shall be paid on time, 

respecting the minimum wages established in each country, paying overtime and other 

compensation, social security contributions and taxes that ar e due. 

e. Ensure compliance with current labor legislation and collective labor agreements, when 

applicable, regarding the maximum normal and supplementary working hours, as well as 

the rest periods and rest days. 

f. Prevent any form of child labor, under national regulations and ILO 138 of the International 

Labor Organization.  

g. Establish disciplinary measures and procedures in accordance with the laws and 

international conventions, publicizing the standards and ensuring the hearing and 

defense by those accused of disciplinary breaches, and preventing in all cases any 

intimidation, verbal or physical abuse or aggression, or any other type of moral or physical 

harassment. 

Workplace Safety and Health commitments  

a. Comply with national legislation and international standards in force on workplace safety 

and health, as well as the EDP Safety Policy and the specific certifications required, 

observing the precautionary principle in all activities, promoting responsibility and the 

awareness of everyone involved. 

b. Identify, monitor and record all risks associated with their activity and specific work tasks, 

establishing prevention, reduction and continuous improvement measures.  

c. Train the workers and equip them with the means and equipment for their personal 

protection, ensuring they have adequate working conditions.  

d. Define accident management and emergency preparation measures appropriate to the 

type of activity, location and circumstances.  

e. +»¸ÃµÖ Ó¬Ê« Ê«  0.S 8Æ»ËÃĵÇ Wo§ ÊÖ o¹} ; oµÊ« Æ ÅË¬Æ ¸ ¹ÊÇ Ó« ¹ ozÊ¬¹¨on EDP Group 

premises or facilities or acting on behalf of the EDP Group. 

Community and Human Rights commitments  

a. Promote the consultation, respect and protection of human rights, the dignity of people 

and privacy of each individual, of the communities on which the business activities 

impact in their area of influence. 

b. Ensure that all business activities are conducted without recourse to violence or abuse 

and reject and refuse any complicity with human rights violations.  

Management commitments  

a. Adopt manageme nt procedures that permit compliance with this Code to be monitored. 

There is an obligation to report any serious breaches to EDP and to provide evidence of 

compliance when requested by EDP. 

b. Ensure that all persons employed, regardless of the nature of the legal relationship, 

comply with the provisions of this Code of Conduct and are informed, qualified and 

competent to perform their duties in accordance with its terms.  

 

Executive Board of Directors, May 2017 
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EDP -  Code of Ethics 
(excerpts) 

1.2 Health and Safety 

Occupational health and safety for all employees and suppliers is a priority for EDP, the 

»y³ zÊ¬Ò  y ¬¹¨ ĲÙ Æ» ozz¬} ¹ÊÇĳ o¹}Ė oÊ Ê«  Ço¸  Ê¬¸ Ė Ê«  »¹¨»¬¹¨ z»¹z Æ¹ Ê» ÃËÊ Ã »Ãµ ĵÇ

well- being before any operational need. No situation or urgency of service can justify 

 ¹}o¹¨ Æ¬¹¨ Ç»¸ »¹ ĵÇ µ¬§ Ė Ã«ÖÇ¬zoµ ¬¹Ê ¨Æ¬ÊÖ »Æ Ço§ ÊÖĕ 

EDP wants its workers to have working conditions favorable to their good health, and therefore 

encourages them to have healthy practices. EDP provides its workers with complementary 

medical protection and assistance. Based on the reinforcement of a vertically based culture 

of prevention and safety, EDP promotes the training and the briefing of all employees on the 

risks inherent to its activities and protects the facilities and equipment by adopting the best 

techniques, combined with the monitoring and updating of work procedures. The importance 

EDP attaches to these issues extends to the supply chain and goes beyond compliance with 

legal requirements, in all companies and in all regions in which it operates. The excellence 

required in this area can only be achieved with the involvement and accountability of all levels 

of management and the support and cont ribution of all employees, service providers and 

other stakeholders. 

We must  

1.2.1 Ensure that everyone, including suppliers and in particular those who act on our behalf, 

comply with the safety rules and practices and the labor legislation in force 

1.2.2 Ensure, both internally and externally, the continuous strengthening of a safe and healthy 

working environment, namely through awareness raising, training and the sharing of good 

practices.  

1.2.3 Monitor and assess risks and occurrences. 

1.2.4 Report any non- conformities detected, as well as the observation of incidents, whether 

accidents or near misses. 

1.2.5 Take permanent precautions to avoid putting ourselves or others at risk, whatever the 

circumstances  

1.2.6 Get to know the procedures applicable in the event of an emergency. 

1.2.7 Exercise the right of refusal in the event of unsafe conditions for carrying out the activity. 

We must not  

1.2.8 Fail to apply the same principles, policies and safety procedures in all activities and with 

all players 

1.2.9 Disregard the strict fulfilment of health and safety objectives. 

1.4 Diversity and Inclusion 

Today EDP has a global presence, integrating diverse people all over the world. We value and 

promote this diversity as a factor creating value and innovation.  

We recognize that multiplying differences is to go further, to bring together points of view and 

ways of seeing the world, to integrate all aspects, to be consciously inclusive, particularly by 

means of profiles, paths and experiences that bring value and enable us to do what we have 

to do best. We actively seek not to be influenced by any bias, conscious or unconscious, and 

we take steps to enhance an inclusive culture that makes everyone feel welcome. We foster 

diversity and inclusion by ensuring equal opportunities as an employer, which we also 

encourage in our suppliers. 

We must  

1.4.1 Promote mutual respect and equal opportunities in the face of diversity by providing an 

inclusive working environment free from prejudice and discrimination.  

1.4.2 Ensure an environment where all people feel respected and safe in being who they are. 

1.4.3 Encourage the inclusion of all expressions of human diversity 

1.4.4 Ensure that suppliers who act on behalf of EDP are aware of our commitments in this 

area. 
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We must not  

1.4.5 Determine nor constrain any type of decision based on discriminatory factors, namely, 

ancestry, age, gender, sexual orientation, gender identity, marital status, family situation, 

economic situation, education, origin or social condition, genetic heritage, reduced work 

capacity, disability, chronic illness, nationality, ethnic origin or race, place of origin, language, 

religion, political or ideological beliefs, trade union membership, or on the basis of job, activity 

or professional category. 

1.4.6 Discriminate, neither in the recruitment process or at any other time in the relationship 

between employees and the company, such as training, professional development, 

recognition and mobility within and between companies, among others.  

1.5 Harassment 

EDP promotes a culture free from any sort of harassment, understanding this to be 

systematically undesired behavior of a moral or sexual nature, in a verbal, non- verbal or 

physical form, which has the goal or effect of disturbing or embarrassing another person, or 

affecting their dignity or creating an intimidating, hostile, degrading, humiliating or 

destabilizing environment.  

Moral or sexual harassment can occur in any strata of society, context or place of work, 

affecting the person regardless of their ancestry, age, sex, sexual orientation, gender identity, 

marital status, family status, economic or cultural situation, education, social origin or 

condition, genetics, reduced working capacity, disability, chronic illness, nationality, ethnic 

origin or race, territory of origin, language, religion, political or ideological convictions, trade 

union membership or, in addition, job, activity or category. Harassing forms of behavior in a 

yËÇ¬¹ ÇÇ z»¹Ê ÕÊ Ò¬»µoÊ  Ê«  Ò¬zÊ¬¸Çĵ µoy»Æ Æ¬¨«ÊÇĖ o¹} ¸oÖ o§§ zÊ Ê« ¬r value as people and 

workers, causing harm that can have an impact on their self- esteem, physical and mental 

health, life project and family relationships. In addition to the legal obligations to which EDP is 

subject to, it is the duty of all workers to prevent, confront and report any and all behavior that 

may preclude a situation of harassment 

The duties and/ or principles laid down in specific legislation and in internal regulations shall 

apply to proxy holders, representatives and suppliers. 

We must  

1.5.1 Refrain from engaging in any form of behavior which may constitute harassment at work. 

1.5.2 Prevent and combat harassment at work 

1.5.3 Report harassment at work of which we are a victim or witness, through existing 

communication channels.  

1.5.4 Promote awareness actions on the subject. 

We must not  

1.5.5 Tolerate any form of behavior involving moral harassment, such as: systematically 

devaluing the work of co- workers or employees; promoting the social isolation of co- workers 

or employees; constantly ridiculing, directly or indirectly, a physical or psychological 

characteristic of coworkers or employees; establishing goals and objectives that are 

impossible to achieve or deadlines that are not feasible; assigning inappropriate functions to 

the professional category of employees; unjustifiably not assigning certain functions to 

employees; taking ownership of ideas, proposals, projects or work from co- workers or 

employees; sending persistent invitations to participate in social or recreational activi ties, 

when the target person has made it clear that the invitation is unwanted. 

1.5.6 Tolerate any form of behavior involving sexual harassment, such as: repeating 

suggestive remarks or comments about co-Ó»Æ´ ÆÇĵ Ç ÕËoµ oÃÃ oÆo¹z  »Æ »Æ¬ ¹ÊoÊ¬»¹Ę

systemati cally making phone calls and sending unwanted messages of a sexual nature; 

repeatedly sending sexual gifs, drawings, photographs or images; intentionally promoting 

unnecessary and unsolicited physical contact or approach; conditioning the hiring, 

professional progression or any other employment benefit, through unwanted activity of a 

sexual nature. 

1.5.7 Retaliate against plaintiffs or witnesses of harassing behavior 

1.6 Human Rights 

EDP respects and undertakes to promote Human Rights internally, in its suppliers, customers 

and the communities where it operates, namely in indigenous communities, by guiding its 

actions according to the Universal Declaration of Human Rights and international 
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conventions, treaties or initiatives, such as the Conventions of the International Labor 

KÆ¨o¹¬ÙoÊ¬»¹Ė Ê«  [¹¬Ê } IoÊ¬»¹Ç 8µ»yoµ +»¸ÃozÊ o¹} Ê«  ;Ë¸o¹ V¬¨«ÊÇ +»Ë¹z¬µĵÇ 8Ë¬}¬¹¨

Principles for Companies. In particular, EDP is against arbitrary detention, torture or execution 

and the sexual exploitation of children and adolescents; in favor of freedom of conscience, 

religion, organization, association, namely trade union, opinion and expression; it respects the 

principles relating to the safeguarding of human life, physical and mental integrity, health and 

safety at work, equality and non- discrimination, fair wages and the prohibition of child, youth 

and forced labor; it also recognizes the right to collective bargaining. The principle of applying 

Human Rights in all decisions, including investment decisions, is visible in the commitment to 

§Ëµµ Æ ÇÃ zÊ §»Æ ;Ë¸o¹ V¬¨«ÊÇ Æ o§§¬Æ¸ } yÖ 0.SĵÇ 0Õ zËÊ¬Ò  *»oÆ} »§ .¬Æ zÊ»ÆÇ ¬¹ àÞßçĖ Ê« 

Ö oÆ ¬¹ Ó«¬z« ¬Ê ÇËyÇzÆ¬y } Ê» Ê«  Ĳ+0KĵÇ 8Ë¬}  z»¹z Æ¹¬¹¨ ;Ë¸o¹ V¬¨«ÊÇĳ »§ Ê«  c»Æµ}

Business Council for Sustainable Development. The action points in this guide, in particular, 

involve knowing the most relevant Human Rights for EDP, leading from the top, engaging with 

stakeholders in a transparent manner and collaborating beyond its comfort zone.  

We must  

1.6.1 Respect and comply with the legal and regulatory rules on Human Rights in force in the 

jurisdictions applicable to the EDP Group, with reference to the principle of the highest 

requirement. 

ßĕäĕà 0¹ÇËÆ  Ê«  z»¸¸¬Ê¸ ¹ÊÇ §Æ  µÖ Ë¹} ÆÊo´ ¹ ¬¹ oµµ oÆ oÇ »§ 0.SĵÇ ¬¹Ê ÆÒ ¹Ê¬»¹Ė Æ ¨oÆ}µ ÇÇ

of the level of requirement of national and local legislation.  

ßĕäĕá 0¹ÇËÆ  z»¸Ãµ¬o¹z  Ó¬Ê« Ê«  z»¸¸¬Ê¸ ¹ÊÇ oÇÇË¸ } ¬¹ 0.SĵÇ Ĳ. zµoÆoÊ¬»¹ »§ Æ ÇÃ zÊ §»Æ

;Ë¸o¹ o¹} Eoy»Æ V¬¨«ÊÇĳĖ ¸o¬¹Êo¬¹¬¹¨ o ;Ë¸o¹ o¹} Eoy»Æ V¬¨«ÊÇ H»¹¬Ê»Æ¬¹¨ SÆ»¨Æo¸ Ê»

identify risks and to act in order to avoid, minimize or repair any negative impacts arising from 

Ê«  +»¸Ão¹ÖĵÇ yËÇ¬¹ ÇÇ o¹} ozÊ¬Ò¬Ê¬ Çĕ 

We must not  

1.6.4 Participate in or consent, actively or passively, by action or omission, to practices that 

may constitute any violation of Human Rights, reporting it whenever this happens. 

1.6.5 Accept any forms, no matter how subtle, of Human Rights violations by third parties who 

supply us with products or provide us services. 

1.6.6 Employ child, youth or forced labor, or engage in such practices by third parties who 

provide us with products or services. 

2.1 Relationship with Shareholders 

0.S ¬Ç z»¸¸¬ÊÊ } Ê» zÆ oÊ¬¹¨ ÒoµË  §»Æ ¬ÊÇ Ç«oÆ «»µ} ÆÇĕ Z«  ĲÇ«oÆ «»µ} Æ ÒoµË ĳ ¬Ç ÇËÃÃ»ÆÊ }

by strategic decisions that influence the sustainability of the variou s businesses of the 

company, the excellence of execution and the delivery of solid results according to plan. 

Shareholder confidence, decisive for investment in the development of the Company, is thus 

a counterpart to the crucial choices made, such as the anticipated investment in the massive 

production and use of renewable energies, together with a robust sustainability policy, 

materialized in particular through the active contribution of various international 

commitments in terms of human rights, labor, the environment and the fight against 

z»ÆÆËÃÊ¬»¹ĕ Z«  §»zËÇ »¹ Ĳµ o}¬¹¨ o¹  µ zÊÆ¬z §ËÊËÆ ĳ ¬Ç zËÆÆ ¹ÊµÖ o ¹ Ó z«oµµ ¹¨  Ê«oÊ Ê« 

Company once again embraces in anticipation, and which will enable it to continue to ensure 

sustainable and distinctive busines s in the energy sector. In complex and demanding contexts 

where factors such as regulation, government policies, the evolution of markets and 

 z»¹»¸¬ ÇĖ o¸»¹¨ »Ê« ÆÇĖ ÇÊÆ»¹¨µÖ z»¹}¬Ê¬»¹ Ê«  +»¸Ão¹ÖĵÇ Ã Æ§»Æ¸o¹z Ė 0.S «»¹»ÆÇ ¬ÊÇ

commitments to this importan t stakeholder through firm actions in which integrity and 

transparency are also essential. 

We must  

àĕßĕß <¹§»Æ¸ Ê«  ¸oÆ´ ÊĖ ¬¹ o ÊÆo¹ÇÃoÆ ¹Ê ¸o¹¹ ÆĖ oy»ËÊ Ê«  +»¸Ão¹ÖĵÇ Ã Æ§»Æ¸o¹z Ė Êo´¬¹¨

into account the legal obligations and the needs of the stakeholders, providing, in the 

information supplied, qualitative and quantitative elements identifying economic, financial, 

social, environmental and reputational risks, in a complete and clear manner and ensuring the 

quality of the information provided.  

2.1.2 Provide the market with due knowledge of the existence of any event regarding the 

company, the disclosure of which is likely to interfere with the respective economic, 

environmental or social situation. 

2.1.3 Establish policies and procedures that ensure the seÃoÆoÊ¬»¹ »§ 0.SĵÇ ¬¹Ê Æ ÇÊÇ §Æ»¸

those of its shareholders 
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2.1.4 Respect the principle of equal treatment for shareholders, and for all other stakeholders, 

providing necessary information in a timely, appropriate, truthful, transparent and accurate 

manner. 

2.1.5 Include the risk of bad ethical practices in the general management of corporate risk, 

identifying the respective warning signs.  

2.1.6 Systematically be aware of the expected economic performance of our areas of activity, 

actively seeking to contribute to achieving the goals set. 

We must not  

àĕßĕå [¹} ÆÊo´ Ė Ë¹} Æ o¹Ö z¬ÆzË¸ÇÊo¹z ÇĖ ozÊÇ Ê«oÊ ³ »ÃoÆ}¬Ù  0.SĵÇ Æ ÃËÊoÊ¬»¹Ė ¹o¸ µÖ ozÊÇ

related to financial matters, corruption and bribery, conflicts of interest, or use of information 

and assets. 

2.1.8 Stop challenging the adopted practices, always in a constructive context and given that 

it is of crucial importance to promote efficiency.  

2.2 Relationship with Customers  

EDP is a customer- focused company, which understands its specific and c hanging 

expectations and acts in a constant search to create solutions that guarantee their 

satisfaction, particularly through close relationships and a strong ability to listen. Customer 

satisfaction translates into greater loyalty and a better relationsh ip with the Company, which 

contribute to the growth of turnover and results. This logic of management based on 

ĲzËÇÊ»¸ Æ-ÒoµË ĳ ÃÆ ÇËÃÃ»Ç Ç Ê«  Ë¹} ÆÊo´¬¹¨ »§ z»¸¸¬Ê¸ ¹ÊÇ yÖ Ê«  +»¸Ão¹Ö ¬¹ Ê Æ¸Ç »§

establishing fair prices, clear and reliable communication  of information concerning the 

characteristics and advantages of the solutions being sold, and the provision of a high- quality 

service based on robust operations, among others. In addition, taking into account the 

demanding regulatory context of the sector , EDP has, whenever necessary, implemented 

mechanisms that ensure the scrupulous fulfilment of the duties to which it is obliged, that is, a 

universal public service, for economically vulnerable customers, of information transparency, 

»§ Ç ÃoÆoÊ¬»¹ »§ ĲÆ ¨ËµoÊ }ĳ o¹} Ĳ§Æ  ĳ ozÊ¬Ò¬Ê¬ ÇĖ o¸»¹¨ »Ê« ÆÇĕ 

We must  

2.2.1 Produce and present honest, transparent commercial proposals adapted to the needs of 

current and potential customers.  

2.2.2 Ensure that the advertising messages we transmit do not include discriminatory 

elements of any kind. 

2.2.3 Provide relevant, truthful and accurate information, in plain language and adapted to 

their needs, through responding to requests, doubts and complaints. 

2.2.4 Act with correctness, courtesy and professional pride in relat ions with customers, 

respecting their rights, sensibilities and diversity.  

2.2.5 Promote ongoing improvement in our performance, as well as the quality of the products 

and services we provide. 

2.2.6 Promote the adoption of responsible behavior by customers , and consumers in general, 

which has a positive impact on the environment and society 

2.2.7 Set up and maintain simple and effective contact channels.  

We must not  

àĕàĕæ [¹} Æ o¹Ö z¬ÆzË¸ÇÊo¹z Ç }¬ÇÆ ¨oÆ} Ê«  ÃÆ»Ê zÊ¬»¹ »§ »ËÆ zËÇÊ»¸ ÆÇĵ Ã ÆÇ»¹oµ }oÊoĖ

namely through not collecting information for marketing purposes without their express 

consent to do so. 

àĕàĕç 0ÕÃµ»¬Ê »ËÆ zËÇÊ»¸ ÆÇĵ µoz´ »§ ´¹»Óµ }¨  »Æ ÒËµ¹ Æoy¬µ¬Ê¬ Ç Ê» ÃÆ»¸»Ê  ¹ Ó ÃÆ»}ËzÊÇ o¹}

services. 

2.2.10 Include derogatory messages in formal and informal communication regarding our 

competitors and their products and services.  

2.2.11 Use stereotypes which diminish human dignity in advertising and marketing 

campaigns.  
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2.3 Relationship with Suppliers 

0.SĖ oÇ o¹ Ĳ ÕÊ ¹} }ĳ z»¸Ão¹ÖĖ zËÆÆ ¹ÊµÖ ¬¹z»ÆÃ»ÆoÊ s a set of partners, with whom it works 

and shares responsibilities, who act and speak on our behalf with customers, citizens and 

other stakeholders. Maintaining relations of trust with these companies is fundamental to 

0.SĵÇ ÇËzz ÇÇĕ Z«  ÇËzz ÇÇ »§ Ê«  Ãortnerships we build depends on how we choose them 

and the commitment we all show in strengthening such relationships. Our relationships with 

suppliers are based on criteria of impartiality, fairness and loyalty and we respect their 

independence and identit y. Under no circumstances does EDP use its possible dominant 

position in the market to gain advantages in its relationship with its suppliers. 

We must 

2.3.1 Select suppliers based on EDP policies and procedures which include ethical, technical 

and economic  selection criteria Ħ which are clear, impartial and pre- determined.  

2.3.2 Ensure that suppliers comply with health and safety standards and practices, 

environmental rules, labor law and Human Rights. 

àĕáĕá V ÇÃ zÊ  oz« ÃoÆÊ¹ ÆĵÇ »Ó¹ ¬} ¹Ê¬ÊÖĖ yËÊ Æ ÅË¬Æ them to fulfil, when entitled to act on 

0.SĵÇ y «oµ§Ė Ê«  }ËÊ¬ Ç Ç Ê §»ÆÊ« ¬¹ Ê«¬Ç +»}  

2.3.4 Ensure the confidentiality of information from suppliers and respect their intellectual 

property  

2.3.5 Ensure that suppliers do not become economically dependent on EDP by taking the 

necessary preventive measures. 

We must not  

2.3.6 Agree to participate in decision - making processes selecting suppliers, which may 

generate situations of a potential conflict of interests  

2.3.7 Impose unfair conditions on suppliers or fail to comply with agreed conditions, 

particularly in regard to payments.  

2.3.8 Maintain partnerships with suppliers which do not respect the commitments they made 

to EDP. 

2.4 Relationship with Communities  

EDP creates a positive impact on society by valuing not only its employees and partners, but 

also the communities in which it operates, through respecting their sensitivities and cultures. 

The promotion of sustainable development in the regions where we are present and with the 

communities with whom we interact is one of the pillars on which our business strategy and 

our reputation are based. We have developed a culture of corporate citizenship and 

involvement with society through cultural initiatives, such as promoting access to cul ture and 

art and protecting cultural heritage, but also socially, such as promoting social inclusion and 

the adoption of sustainable lifestyles, valuing energy inclusion and access to energy. 

We also promote environmental initiatives, such as the protection of natural heritage and 

biodiversity, but also, and above all, we promote energy efficiency, renewable energy and 

decarbonization.  

Understanding, communicating, trusting and cooperating are the guiding commitments for 

the active and transparent involveme nt that EDP continually promotes with local 

communities.  

We must  

2.4.1 Maintain an active relationship of proximity with local communities in the regions where 

we operate, engaging in regular, open and frank dialogue, seeking to learn about their needs, 

respecting their cultural integrity, seeking to contribute to improving the living conditions of 

local populations.  

2.4.2 Maintain appropriate communication channels to inform citizens about the 

environmental impacts of our infrastructures as well as the risks and dangers of energy, 

whether these result from its normal use or from its misuse, or from the exploitation of facilities 

and equipment under its responsibility.  

2.4.3 Promote access to energy for communities isolated from the electricity grids, effici ent 

energy use and the adoption of more sustainable lifestyles. 

2.4.4 Recognize the rights of ethnic minorities and indigenous peoples where appropriate.  
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We must not  

2.4.5 Involve ourselves, on behalf of EDP, in social actions that do not reflect our commitments 

and strategies of involvement with the community.  

2.4.6 Start any intervention without listening to stakeholders to assess possible social impacts 

and specify any necessary mitigation measures.  

3.1 Environment 

We look at the Environment as an asset and its preservation as a duty. A strong culture of 

environmental risk management is essential to reduce our ecological footprint. We are 

therefore committed to implementing the best solutions to avoid or mitigate the environmental 

impacts of our acti vity and to continuously improve our performance. We effectively address 

risks and opportunities by integrating environmental management into business processes, 

strategy and decision -  making, aligning them with other business priorities and incorporating 

environmental governance into its global management system. The success of our 

 ¹Ò¬Æ»¹¸ ¹Êoµ Ã»µ¬zÖ } Ã ¹}Ç »¹  Ò ÆÖ»¹ ĵÇ z»¸¸¬Ê¸ ¹ÊĖ Ê«  ÓoÖ Ó  Ê«¬¹´Ė ozÊ o¹}

influence. 

We must  

3.1.1 Act in accordance with the precautionary principle, when our activities may result in 

serious and irreversible damage to human health or the environment, even if uncertain but 

scientifically plausible. In these situations, we should take measures to avoid or mitigate these 

effects  

3.1.2 Align our activities with national and international environmental protection strategies.  

3.1.3 Promote environmental awareness by acting as mobilizing agents in the defense and 

protection of the environment.  

3.1.4 Deepen our knowledge of the environmental risks and impacts of our activity, to improve 

decision making.  

3.1.5 Actively promote the development of more environmentally sustainable technologies. 

3.1.6 Cooperate with environmental authorities and listen to other stakeholders in the quest for 

ongoing improvement in our environmental performance 

3.1.7 Promote our environmental policy internally and with our partners and other stakeholders 

áĕßĕæ SÆ»¸»Ê  o¹} z»µµoy»ÆoÊ  Ê» oz«¬ Ò  Ê«  [¹¬Ê } IoÊ¬»¹Çĵ WËÇÊo¬¹oyµ  . Ò µ»Ã¸ ¹Ê 8»oµÇĕ 

We must not  

3.1.9 Use or authorize materials/products, technical solutions and/or internal or 

subcontracted operational processes that endanger or degrade the Environment, when 

alternatives which are less harmful to the environment and economically competitive with the 

former are known. 

3.1ĕßÞ <¨¹»Æ  »Æ ¹ ¨µ zÊ Ç¬ÊËoÊ¬»¹Ç Ó«¬z« ³ »ÃoÆ}¬Ù  Ê«   ¹Ò¬Æ»¹¸ ¹ÊĖ Ê«  z»¸Ão¹ÖĵÇ µ ¨oµ

compliance or defraud the expectations and needs of stakeholders.  

3.1.11 Make it difficult to analyze accidents or near- accidents of an environmental nature by 

refusing to participate or omitting relevant information.  

3.2 Energy Transition 

The world is undergoing a profound process of transformation in search of sustainable 

development in where one of the major challenges is to slow down ongoing climate change 

while ensuring a fair energy transition. The escalation of climate change confronts mankind 

with the urgent need to reduce CO2 emissions. If global warming is not limited to a maximum 

of 1.5°C, extreme events, natural imbalances and rising oceans will have devastating effects 

on infrastructure and cities, jobs, health and social well- being. The consequences for the 

environment and biodiversity will also be incalculable and dramatic. Climate urgency requires 

all companies to take on the ethical duty to substantially reduce and eliminate, where possible, 

carbon dioxide emissions. We are committed to meeting ambitious CO2 reduction targets 

within the next decade and achieving carbon neutrality by 2050, cooperating with more than 

a hundred countries to limit global warming  Ê» ßĕã»+ĕ <¹ 0.SĵÇ Ò¬ ÓĖ ¬Ê ¬Ç ¹»Ê »¹µÖ  µ zÊÆ¬z¬ÊÖ Ê«oÊ

should be decarbonized. Through continuous innovation, renewable electricity production 

should increase to replace fossil fuel consumption in industry and transport. Through 

renewable electricity it  will be possible to produce green hydrogen and ensure the 

decarbonization of the planet.  
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We must  

3.2.1 Contribute to ensuring affordable, reliable and sustainable energy, promoting the 

adoption of more flexible, clean and efficient production technologies . 

3.2.2 Adapt infrastructures to ensure their efficient operation in conditions where extreme 

events resulting from climate change will be increasingly frequent and more intense. 

3.2.3 Promote the digitalization of the energy sector, guaranteeing the colle ction and 

handling of information, supporting greater inclusion of the various stakeholders, thereby 

ensuring digital inclusion for all. 

3.2.4 Develop technological solutions and products and low carbon and high efficiency 

services which facilitate and sup port the needs already identified in the market in areas such 

as mobility, storage, flexibility management and energy efficiency management in the 

community.  

áĕàĕã +»¹ÊÆ¬yËÊ  Ê» Ê«  ¬¹zÆ oÇ  »§ Ĳ ¹ Æ¨Ö µ¬Ê ÆozÖĳĖ y»Ê« ¬¹Ê Æ¹oµµÖ o¹}  ÕÊ Æ¹oµµÖĖ yÖ « µÃ¬¹¨

to place us, as well as the population in general, with greater and better capacity to intervene 

in a fair and equitable energy transition 

3.2.6 Promote the development of public measures to address energy poverty and the 

protection of vulnerable consumers. 

3.2.7 Stimulate the development of energy efficiency measures and services with customers.  

3.2.8 Contribute to the increased use of renewable energy in transport and industries. 

3.2.9 Contribute to the awareness on climate change and energy transition  

We  must not  

3.2.10 Implement solutions or make investments without prior analysis of climate, 

environmental and social impact and without ensuring compliance with the EDP Code of 

Ethics and Policies. 

3.2.11 Acquire products or services without assessing the production and supply chain and 

without ensuring the sustainability principles advocated by EDP.  

3.2.12 Move away, individually and collectively, from the fight for decarbonization and for a 

fair and inclusive energy transition for all. 

4.1 Personal Data Protection and Privacy  

Privacy is a fundamental right. With regard to the processing of personal data, its subjects are 

entitled to a series of precautions that will effectively preserve their privacy and protection. 

EDP collects, processes and retains personal data to the extent strictly necessary for the 

fulfilment of its purposes. EDP has policies and procedures in place that ensure the privacy, 

security and protection of the personal data of all its employees, suppliers and other 

subcontractors, customer s and stakeholders in general. Suppliers who are entitled to act on 

behalf of EDP must also provide guarantees of compliance with privacy of personal data 

protection requirements.  

We must  

4.1.1 Tailor the processing of personal data to duly legitimate purposes and ensure that access 

Ê» }oÊo ¬Ç ¸o}  »¹ o Ĳ¹  }-  to-´¹»Óĳ yoÇ¬Ç 

4.1.2 Respect the rights of data subjects and ensure that requests received are answered 

promptly.  

4.1.3 Provide the data subjects with all relevant information on the data processing carried out, 

in particular about the purposes for which the data will be used. 

4.1.4 Ensure that data processing and conservation are carried out securely, applying 

appropriate technical and organizational measures.  

4.1.5 Respond promptly and appropriately in the event of a breach of privacy and data 

protection.  

4.1.6 Ensure that suppliers who carry out the processing of personal data on behalf of EDP 

comply with the rules on security and protection of personal data. 

We must not  

4.1.7 Use personal data without any grounds for legitimacy.  
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4.1.8 Share personal data with third parties without the explicit consent of the data subject or 

any other Ensure that data ground of legitimacy. 

4.1.9 Transfer personal data outside the country of origin without first obtaining advice from 

the Compliance department  

4.1.10 Collect and process sensitive personal data such as health status, sexual orientation, 

political opinions, religion, racial origin, among others, outside the situations foreseen by law 

or without the explicit, free, informed and unequivocal consent of the data subject.  

4.1.11 Keep personal data from its subjects for longer than is strictly necessary. 

4.4 Corruption and Bribery  

Illicit acts such as corruption, influence peddling, money laundering or terrorist financing 

jeopardizes the peace, security and well - being of citizens, as well as the stability of markets. 

These practices also undermine democracy and the Rule of Law, diverting resources 

necessary for the growth and development of society, and promoting instability, insecurity 

and mistrust among citizens. Therefore, in a framework of zero tolerance, the prevention and 

fight against corruption and bribery has been widely and increasingly adopted at a global 

level, namely in the proliferation of legislation and promotion of cooperation between private 

entities and public authorities. EDP prohibits the practice of corruption and bribery, in active 

or passive forms, either through acts or omissions, or through the creation and/or maintenance 

of situations of favoritism through facilitation payments or other irregularities. EDP has 

measures to prevent, detect, correct and control all forms of corruption, conflict of interest, 

money laundering, terrorist financing and other illegal acts. 

We mu st 

4.4.1 Anticipate and clarify situations which may constitute or be perceived as corruption or bribery  

4.4.2 Respect, in the relationship with employees and those responsible for public entities, the 

duty of exemption to which they are subject, avoiding any action which, directly or indirectly, 

has a fraudulent, coercive, manipulative or deceptive influence, and refrain from giving them 

or promising any kind of benefit which is not due to them. 

4.4.3 Make known, comply with and enforce internal rules on facilitation payments, political 

contributions, donations and sponsorships  

4.4.4 Report any signs of alarm or actions which may be associated with a potential act of 

corruption, bribery and/ or other unlawful acts on the appropriate channels.  

4.4.5 Comply w ith internal rules regarding due diligence in the integrity identification and 

analysis (Integrity Due Diligence) of third parties before establishing business relationships, 

ensuring the adoption of planned and applicable risk mitigation mechanisms.  

We mu st not  

4.4.6 Accept or offer gifts, presents, loans, hotel stays, personal services or other gratuities, 

even if in the form of preferential treatment of customers, suppliers, a governmental authority 

»Æ o¹Ö »Ê« Æ Ã ÆÇ»¹ »Æ  ¹Ê¬ÊÖ Æ µoÊ } Ê» Ê«  +»¸Ão¹ÖĵÇbusiness, which may result in obtaining 

some kind of personal advantage, for the Company or for undue third parties. 

4.4.7 Accept or offer any equity advantage or its promise in return for any act or omission 

contrary to the functions performed and/or when  such advantages are not due. 

4.4.8 Make monetary or other contributions to political parties on behalf of the company.  

4.4.9 Make recommendations to customers, even if requested by them, of suppliers, 

or of companies which may even be indirectly related tƻ ǘƘŜ /ƻƳǇŀƴȅΩǎ ōǳǎƛƴŜǎǎΦ 

4.5 Money laundering and Countering the Financing of Terrorism 

0.SĵÇ Ó»Æ´ ¬Ç ¨Ë¬} } yÖ «¬¨«  Ê«¬zoµ ÇÊo¹}oÆ}ÇĖ yËÇ¬¹ ÇÇ ¬¹Ê ¨Æ¬ÊÖ o¹} ÇÊÆ¬zÊ Æ ÇÃ zÊ §»Æ o¹}

compliance with current legislation and regulations regarding the prevent ion of money laundering 

and the financing of terrorism. As such, EDP adopts all the necessary procedures to know the 

identity of the relevant counterparties of the businesses it intends to undertake and only finalizes 

these businesses after ensuring the legal origin of the funds handled by the counterparty. EDP has 

a set of policies and procedures Ħ namely contained in the Program for the Prevention of Money 

Laundering and Countering the Financing of Terrorism Ħ which encompass a set of measures 

aimed at responding to the legal duties and requirements associated with these matters, such as 

procedures for Due Diligence (DD) and Know Your Customer (KYC). Such policies and procedures 

establish concrete measures that must be adopted to comply with all the legal and regulatory 

obligations of EDP, taking into account the different characteristics of the different business areas 

and the potential risk of money laundering and financing of terrorism faced. In order to ensure the 

effective application of the procedures  laid down in this area, a governance model was 

systematized along with the specification of different functions and responsibilities in fulfilling the 



 Human and Labor Rights Report 2022   Extended Policies 119 

 

 

legal duties to which EDP is bound. EDP employees ensure the strictest compliance with both the 

legislat ion applicable to the different activities and jurisdictions in which we operate, as well as 

internal procedures which have been specified concerning this matter,  and undergo training to 

enable them to perform their essential functions in this area in the best way. 

We must  

4.5.1 Report all suspicious and/ or doubtful situations as soon as possible, through the 

channels internally provided for this and maintain strict confidentiality about them.  

4.5.2 Identify/get to know our counterparties, including their  respective actual owners, before 

entering into any business or transaction, in order to ensure that we are working with legitimate 

counterparties and that their funds do not originate from criminal activities.  

âĕãĕá V Ò¬ Ó Ê«  z»Ë¹Ê ÆÃoÆÊÖĵÇidentification elements at appropriate intervals and make 

sure that the funds involved continue to have a lawful origin. 

4.5.4 Only receive and make payments to and from entities previously subject to internal 

procedures of Due Diligence (DD) and Know Your Customer (KYC) and with which we have 

duly authorized contracts under the terms of the respective internal procedures. 

We must not  

4.5.5 Initiate a business relationship or carry out any transaction if the counterparty is 

suspected of being involved in money laundering or terrorist financing practices.  

4.5.6 Accept cash payments. However, when there is no other possibility, we will always have 

to respect the legally authorized maximum amount and we should first seek the necessary 

internal authorizations to  undertake this. 

4.5.7 Make payments without the respective clearances and without prior knowledge of the 

counterparty and associated transactions.  

 

Executive Board of Directors, September 2020 , 3 rd edition  
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