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Our people contribute daily with their Energy and Heart to Drive a Better Tomorrow,
thus providing a more sustainable, inclusive future. Under this purpose, which
unites and characterizes us, we have identified a set of skills that enable us for this

challenging mission.

These skills are part of who we are and, above all, of who we want to be, committing
ourselves to their continuous development.

AtEDP...

We bring...

Speaks of our stamina, our track
record and what Drives us to
continuously Deliver green energy

Reflects our ambition and leader ship
in making change happen

We do this through...

Highlights our people and their key role
in delivering our commitment to our
clients, partners and communities

The reason why we work every day
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At EDP, we believe that building a truly sustainable future means putting people
at the heart of transformation. As a socially responsible company, Diversity,
Equity, Inclusion, and Belonging (DEIB) are fundamental principles that shape
our culture and practices.

We are committed to attracting, developing, and retaining diverse talent, ensuring
that each person feels represented, respected, and valued for their unique identity.
Fostering this diversity means creating a work environment where every individual,
regardless of background, gender, ability, or generation, can thrive with a strong
sense of belonging.

In 2020, we redefined our Diversity & Inclusion (D&l) strategic agenda

through the D& Roadmap to an Inclusive Workplace, identifying key indicators,
challenges, and targets, particularly in the areas of gender equality, inclusion

of people with disabilities, intergenerational collaboration, and cultural diversity.
This roadmap provided a clear, action-oriented path forward, with commitments
extended to 2025.

To ensure consistency across all our geographies, we launched the Global DEIB
Policy in 2022. This policy defines shared principles, roles, and responsibilities to
embed inclusion into our culture and to make the well-being and respect of every
person an organizational priority.

The year 2024 marked a significant turning point for EDP, with the implementation
of a matrix organizational model that transformed how we collaborate globally.
This shift brought us closer together and laid the foundation for a more agile,
connected, and collaborative company. While this transformation reshaped our
structure, we continued to strengthen our DEIB commitment, ensuring that this new
way of working remained people-focused.

In 2025 and 2026, we will have further deepened our efforts to ensure equal
opportunities for all. Our focus has grown even more intentional around three
key priorities:

as a foundation of fairness and a driver of performance
, to enrich perspectives in a globally connected workforce
,with a clear target of representation.

We actively promote a workplace where diversity of thought, experience,

and identity is not only accepted but celebrated. We believe these dimensions
of diversity are fundamental to innovation, adaptability, and sustaining our
leadership in the energy transition.

Today, EDP is more global and interconnected than ever. And as we continue

to grow and transform, we do so with the conviction that diversity is our greatest
source of strength - and that answering Earth’s call means building a future
where no one is left behind.
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31%

Women
employees

31%

Women employees
inleadership positions

31%

Women in top and junior
management positions

44.%

Womenin
STEM positions
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With more than 45 years of history, EDP has been steadily strengthening its
industrial operations in Portugal and transforming itself into a global company
at the forefront of the energy transition.

Today, we are present in 28 markets, with over 12,000 employees representing
70 different nationalities, and we supply electricity and natural gas to more than
9 million customers worldwide.

As a truly global organization, it is essential to understand gender diversity within
EDP in the context of our diverse workforce, the different geographies where

we operate, and the socio-economic environments that shape our people’s
experiences. Equally important is benchmarking our gender representation against
our peers in the sector to ensure we continue to grow with fairness and inclusion at
the core of our business.

Developing a clear understanding of our current reality is essential to defining the
right objectives and ensuring we make consistent progress towards gender equality
across the Group. Inrecent years, EDP has strengthened its commitment and
investment in driving greater gender balance and representation at all levels of the
organization.

Today, women represent 29% of our total workforce - a figure that stands out, given
that the energy sector has traditionally been made up of roles historically dominated
by men. This progress reflects not only the positive evolution we have seen within
EDP over the last few decades, but also our ambition to keep building a workplace
where opportunities are open to all, regardless of gender. While we recognize the
progress made, we also acknowledge the work that still lies ahead. By measuring
where we stand today, we can identify where to focus our efforts to accelerate
change, ensuring that our people, culture, and leadership continue to reflect our
commitment to fairness, equal opportunities, and inclusion.
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Woman at EDP in 2024

Globally

Globally in leadership positions
Executive Board of Directors
General and Supervisory Board
Top management positions
Junior management positions

STEM positions

New admissions

28.9%

25.7%

40%

28.6%

27%

23%

14.8%

30.3%

31%

31%

31%

31%

16%

Ensuring gender representation within organizations is essential not only because it
reflects the true diversity of the world we live in, but also because it helps break down
stereotypes that can limit individuals and hold back society. Greater representation
creates new role models and drives change.

At EDP, this commitment extends to our top leadership levels. Currently, women
represent 40% of our Executive Board of Directors and 28,6 % of our General

and Supervisory Board, figures that exceed the requirements set by applicable
legislation in some countries (e.g., Portugal). In addition to these governance
indicators, we continue to monitor and disclose gender representation and other key
social metrics across the Group each year through our Integrated Report.

These indicators, together with others that guide our actions in awareness,
prevention, and improvement, help us ensure that we are building not only a more
diverse company, but also a more inclusive and equitable one.
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83%  WSEZEN 77%

12%

lintend to stay My work gives me | would recommend
| feel proud with EDP for at least a sense of personal EDP as a great
to work for EDP the next 12 months accomplishment place to work




82%

| am comfortable
expressing opinions
that differ from

my team

718%

EDP gives me
job security
and stability

63%

The stress levels
atwork are
manageable

13%

| feel like Ireally
belong to our
company

SYAVS

| am given flexibility
to manage the
demands of work
and personal life

60%

My workload
isreasonable

34 %

Allemployees,
regardless of their
differences, are
treated fairly

14%

|am able to
balance my work
and personal life




77%

| have the
opportunity to do
challenging work

82%

Immediate
manager

65%

Performance
management

13%

My job makes good
use of my skills and
abilities

13%

Social
Responsibility

59%

Development
opportunities

714%

| feel encouraged
to come up with
new or better ways
of doing things

/6%

Ethics
and Integrity

714%

I have the authority
to make the
decisions
necessary to do
my job
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Strategy,
Leadership,
and Governance

04

Well-being
and Work-life
balance

03

Employee
journey

05

Monitoring,
Accountability,
and Community
engagement




It is a strategic action plan that guides how EDP operates across the various
dimensions of DEIB. This plan, which is reviewed annually, includes an internal
diagnostic and an action plan with specific initiatives.

The DEIB Council is a strategic governance body responsible for driving the
implementation, alignment, and continuous improvement of EDP’s DEIB initiatives
throughout the organization. It provides a forum for reflection, dialogue, and
decision-making, ensuring that DEIB principles are deeply embedded in our culture,
policies, and daily practices. The Council typically meets twice a year.

We aim to generate exceptional value at every stage of our people’s journey,
putting EDP’s vision, commitments, and strategy into practice in an exemplary way.
To achieve this, we align our actions with the guidelines defined in our policies and
principles, including:

- DEIB Policy
The DEIB Policy seeks to establish a common commitment, offering a set
of guidelines and mechanisms that apply to the entire Group, including the
Executive Board of Directors, Leadership, the People and Organization
professionals, and Employees who individually and jointly have the
responsibility and power to contribute to a more diverse and inclusive
workplace.

- Code of Ethics
It is a reference document that sets out how we work at EDP and how we
want to be recognized by our stakeholders: employees, shareholders,
customers, suppliers, and the community. To this end, our Sustainable

Development Principles and our Human and Labor Rights Policy translate
the application of the Universal Declaration of Human Rights, the
International Labor Organization Conventions, the United Nations Global
Compact, and the UN Guiding Principles on Business and Human Rights
(the Ruggie Framework).

- Code of Good Conduct
A complementary code to the Code of Ethics, focusing on the responsibility
and power of those called upon to take up Supervisory, Administrative, and
Senior Management roles within the EDP Group.

- Global People & Organization Policies
We have various global policies (e.g., Recruitment, Learning and
Development, among others) in place that support every stage of our
people’s journey within the organization. These policies are designed
to ensure ethical and responsible conduct throughout each step of the
employee experience.

Gender Equality Plans are instruments for consolidating action, investment, and
reporting on measures designed to ensure the principle of equal treatment and equal
opportunities among employees, and to prevent discrimination based on sex or

any other reason. This principle is embedded in all EDP’s people management and
organizational development policies, procedures, and processes. In Portugal, these
Plans are regulated by Law no. 62/2017 of August 1and by Article 3 of Normative
Order no.18/2019 of June 21; in Spain, they are governed by Royal Decree 901/2020
of October 13.
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The EDP Group firmly pursues a policy of transparency, giving a voice to anyone
who believes that a certain conduct does not comply with ethical principles, legal
provisions, or internal regulations. To this end, it provides different Speak Up
channels that meet legal requirements for reporting and ensure easy access for
anyone who wishes to use them. These principles are reinforced through our Code of
Ethics, which guides conduct and promotes an environment of integrity and respect.

We offer arange of training initiatives designed to raise awareness about ethics,
covering its fundamental principles and its significance for companies and their
reputation. These initiatives address key topics such as adherence to our code of
conduct, fostering open communication, and preventing harassment. Additionally,
engaging awareness materials, including illustrated content on ethics and
compliance, support the learning experience and reinforce our commitment to doing
what’sright. In 2024, we reached and engaged 7,487 employees through these
initiatives, strengthening our shared culture of integrity.

This essential training explores how we cognitively process information, build
stereotypes, and develop preconceived ideas that can lead to prejudice and
discrimination. Using real workplace examples, it helps participants deconstruct
these biases in practical ways. It is available as e-learning on the Online Campus
for all EDP employees and is particularly emphasized for team leaders through the
Lead Now program — an internal initiative for developing new leaders within the
organization. Since 2021, more than 9,686 people have completed this training.

At EDP, we mark key global observances throughout the year as an important way
to raise awareness, foster dialogue, and reinforce our commitment to diversity,
equity, inclusion, and belonging. Moments such as Pride Month, Multiculturalism
Day, International Women’s Day, and Girls in ICT Day are opportunities to celebrate
our differences, promote equal opportunities, and inspire reflection and action
across our teams. These dates bring our people together through campaigns,

talks, workshops, and other initiatives that give visibility to different realities and
strengthen our culture of respect and inclusion.

Affinity groups are spaces for sharing and developing interpersonal relationships, as
well as exchanging work ideas among EDP employees, to foster discussion and new
initiatives across various dimensions of DEIB, such as Gender Equality, Inclusion of
People with Disabilities, Generations, LGBTQIA+, among others. These groups take
ondifferent names in different geographies, such as Pride on the Move in Portugal or
SynERGy Groups in North America.
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At EDP, we use targeted employer branding to attract diverse talent, promoting
equal opportunities and inclusivity. Initiatives like the HerCTRL and STEMsuitsyou
programs highlight our commitment to encouraging women and underrepresented
groups in energy and STEM fields. Alongside these, we focus recruitment on female
professionals and people with disabilities, while raising awareness internally to
challenge stereotypes and support inclusive hiring practices.

At EDP, we believe in investing in the development of all our people, ensuring
access to learning opportunities that strengthen skills and careers at every stage. In
addition to this broad commitment, we actively support both internal and external
initiatives that specifically foster the growth and progression of women within the
organization, helping to close gaps and promote equal opportunities for leadership
and advancement.

Women Rising has been a transformative
experience for my career and personal
development. Its inspiring community and
focused design equipped me with practical
tools and deep self-awareness, giving me
the confidence to lead with purpose and
resilience.

Women Rising participant
EDP Spain
Spain
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Succession planning at EDP is a strategic process designed to identify and develop
internal talent to ensure leadership continuity and organizational resilience.

By proactively preparing high-potential employees for key roles, we aim to foster
career growth, retain critical skills, and support the company’s long-term success.
This process integrates diversity and inclusion principles to build aleadership
pipeline that reflects EDP’s commitment to equal opportunities and varied
perspectives.

Equal pay is an ongoing project at EDP that seeks to consolidate all legal and
regulatory aspects, international standards and practices, and internal initiatives
to ensure wage transparency and fairness. This comprehensive approach involves
actions across the short, medium, and long term to uphold these standards and
mitigate any potential pay inequalities. In 2022/2023, the Global Compensation

Framework was implemented to establish a unified remuneration strategy within the

EDP Group, aligning local practices with a global policy that promotes transparency,
equity, and meritocracy. This framework clarifies remuneration concepts,
organizational segments, and their relationship with the functional family’s matrix
and career paths, making it a cornerstone for sustaining pay equity. In addition,

EDP promotes inclusive benefits that support diversity and equality, addressing the

varied needs of our workforce. These benefits aim to foster work-life balance, health

and well-being, and equal opportunities for all employees, further strengthening an
inclusive and supportive workplace culture.

Over the past few years, EDP has been
working to build and communicate
policies that value merit and recognize
its people globally and transparently.

A culture based on principles of equity
reinforces a sense of belonging and trust
across the organization.

Compensation & Benefits, WB and Labor Executive Director
People & Organization
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A set of flexibility and conciliation measures designed to support our people in work

productivity and in reconciling day-to-day responsibilities materialized in the new

hybrid work model. This model considers the possibility of employees, in compatible

functions, working remotely two days a week.

work in a hybrid model

A global initiative across EDP aimed at developing self-knowledge and raising
awareness about the importance of promoting a culture of well-being, aligned
with the five dimensions of our well-being strategy: emotional, physical, social,
professional, and financial.

Taking as reference the World Mental Health Day, during that month, over the
years, EDP has promoted a set of initiatives that place mental health as a priority
for all people. Inline with the EDP Group’s global well-being strategy, this initiative

focuses on mental health and emphasizes the importance of approaching the topic

transparently, encouraging preventive behaviors through various global and local
actions aimed at promoting a healthier work environment and ensuring support
services worldwide.

EDP grants two additional days of holidays compared to what is provided for

by law in Portugal, granting the day of the employee’s birthday, and a day off

on days associated with Carnival, Christmas, and Easter, in Portugal. Launch of
the “Flex Friday” flexibility measure, allowing employees with flexible hours to
manage their Friday afternoon autonomously, once the working hours and weekly
objectives have been met (globalization of a measure that already exists in Spain
and the United States).

A platform that brings together all the information on the Conciliar Program
agreements, giving EDP employees access to special conditions for purchasing
products and services from partner entities across different sectors.

An initiative that allows pregnant employees to use designated parking spaces
at EDP’s buildings or nearby car parks during the last trimester of pregnancy.

We offer up to 15 additional calendar days of leave for pregnant employees in the
period immediately before the expected delivery date, with no impact on pay.

Gender Equality

EDP
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Diagnosis

At EDP, we believe a more inclusive culture is only possible when we create
intentional spaces for listening and diagnosis. These moments or tools help us better
understand our people’s experiences and continuously improve our actions.

The “Roadmap to anInclusive Workplace” project, which guides our DEIB
2023—-2026 action plan, included a comprehensive diagnostic phase. This
covered multiple dimensions of diversity and helped identify key challenges and
opportunities for improvement.

Throughout the entire employee lifecycle, we deploy targeted feedback
questionnaires to ensure we capture insights that strengthen our processes, culture,
and inclusion at every stage.

3

This is our main global, annual listening tool, designed to understand our employees
perceptions across factors that impact their daily well-being and engagement.

Conducted every two years (or as needed), this survey assesses how our ethical
values are embedded in the organization, the awareness of our Code of Ethics,
reporting channels, and reflection mechanisms, as well as the importance of ethical
leadership and emerging ethical concerns.

We regularly analyze and monitor all social and performance indicators, including
DEIB-specific metrics, to track progress and ensure we meet our goals.

Developed by the UN Global Compact, UN Women, and other partners, this
voluntary tool helps organizations assess their alignment with the Women'’s
Empowerment Principles.

This online tool supports our formal Gender Equality Plan reporting to CITE. It helps
EDP and its responsible teams assess the existence and impact of our measures to

foster an ethical, diverse, and inclusive company, attentive to employee well-being.

Gender Equality

EDP
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Action plan

The current Gender Equality Plan (‘the Plan’) brings together a set of actions
designed by EDP at both global and local levels across the markets where we
operate, fully aligned with the DEIB principles and commitments we stand by.

Its success relies on the active contribution of everyone, through concrete actions
such as:

understanding that each person has their own unique
experience and learning journey

recognizing one’s own unconscious biases,
andunderstanding how they can affect our ability
to be moreinclusive and collaborative, thereby
contributing to buildinga place that values and
protects individuality

motivating oneself and others, and implementing
concrete actions in daily life that contribute to an
organization’s free from discrimination and/or
microaggressions.

At EDP, we are committed to fostering an inclusive culture and developing initiatives
that respond to the needs of our people, partners and communities. We believe

that close collaboration and active participation, from design to implementation
and synergy building, are essential to accelerating our global equality goals and
delivering positive impact for our organization and society as a whole:

Our strategy for promoting gender equality is based on 5 pillars:

The included in various
dimensions with a global and local scope, namely in Portugal, with a
of the proposed measures.

Gender Equality
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O1

Strategy,
Mission Statement,
and Values

04 05

Equal Working Parental
Conditions Protection

06

Reconciling
Professional Life
with Family and
Personal Life

03

Initial and
Lifelong Training




Redefine the DEIB
strategy based on
external trends and the
new Business Plan.

Redefine the Diversity,
Equity, Inclusion &
Belonging Policy (DEIB)
toreflect external
trends, the new
Business Plan and the
recent organizational
transformation.

Appointment of a
dedicated Board-Level
DEIB Champion to
actively sponsor, oversee
and communicate the
DEIB strategy across the
entire organization.

Align DEIB priorities with
business strategy and
market trends to ensure
relevance, impact and
sustainability.

Ensure that the Policy
remains relevant

and strongly aligned

with the company’s
strategic directionand
transformation, actively
involving allemployeesin
its adoption.

Ensure top-level
governance,
accountability and
visibility for DEIB
commitments,
reinforcing the strategic
importance of equity and
inclusion as integral parts
of the business plan.

People & Organizational,
EDP;

Other internal
stakeholders.

People & Organizational,
EDP;

Other internal
stakeholders.

Executive Board of
Directors;

People & Organizational,
EDP.

Tobe
defined
according
toproject
needs.

N/A

N/A

To be defined according
to the new Business Plan
and P&O strategy.

Implementation of
awareness-raising and
training sessions on the
DEIB Policy (>2 year);
Development of content
on the DEIB Policy
(>2year).

Tobe definedin
alignment with the
Sponsor.

To be defined according
to the new Business Plan
and P&O strategy.

Number of
awareness-raising
sessions held;

Number of DEIP Policy
communications inour
media;

Number of interactions in
the Gender Equality Plan
communications.

Tobedefinedin
alignment with the
Sponsor.

Global

Global

Global

Information on the DEIB
targets at:
https://www.edp.com

Information on the DEIB
Policy at:
https://www.edp.com

N/A
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Creationand
maintenance of a
biannual internal
consultative body as a
space to create greater
internal involvement

in DEIP issues, giving
visibility to the company’s
best practices and
defining guidelines

for future action [DEIB
Council].

Disaggregation of all

data by gender inall the
company’s management
tools, namely in diagnoses
and reports.

Dissemination of

the Equality Plan,

its measures and
objectives, through
awareness-raising
sessions, dissemination
onthe company’s
website, intranet, emaiil,
and posting in highly
visible internal locations.

Ensuring the
implementation of the
Equality Plan and other
internal tools, their
monitoring, follow-up
and sustainability.

Ensuring the
implementation of

the DEIB strategy and
respective policies,
equality plan and action
plan, its monitoring,
follow-up and
sustainability.

To publicize the Gender
Equality Plan and its
strategic importance for
the company, as well as to
involve all our people inits
implementation.

Executive Board of
Directors;

People & Organization,
EDP.

People & Organizational,

EDP;
Reward & Analytics
Services, GSS.

People & Organization,
EDP;

Communication Global
Unit, EDP;

Brand Global Unit, EDP.

N/A

N/A

N/A

Atleast1session of the
Committee per year,
with clear progress on
the visibility of the DEIP
issue in the EDP as well
as the implementation
of concrete measures.

Continued increasein
the number of gender
or gender-segmented
indicators compared
to the previous year.

Updating the website and
Intranet with the measures
that make up this Plan
and/or the promotion

of Gender Equality.

Number of Committee Global
sessions;

Number of measures

implemented because of

the Committee’s sessions.

Number of gender or Global
gender segmented

indicators.

Level of updating Global
of internal/external

media (%).

N/A

Although this measure
has already been
implemented, we continue
to focus on the ongoing
development of tools for
collecting, processing

and analyzing data to
deepen our capacity for
evaluating and reporting
on Gender Equality.

N/A
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Disclosure of EDP
initiatives and good
management practices
in the field of equality
between women and men,
internally and externally,
onthe company website,
onthe intranet, by email,
and by posting in internal
places of recognized
visibility.

Celebrating globall
observances by
promoting milestone
initiatives throughout the
year on Gender Equality
and other dimensions of
diversity.

Establishing cooperative
relations with public
bodies and/or civil society
organizations that pursue
the goal of promoting
equality between women
and men.

Make a public
commitment (internally
and externally)

to promoting equality
between women

and men.

Ensuring a working
environment free from
discrimination based
on gender, parenthood
and/ or reconciling
professional, family
and personal life.

Ensure respect for the
principle of equality
between women and men
and non-discriminationin
external relations;
Promote and consolidate
external relations with
aview to promoting
equality.

People & Organization,
EDP;

Communication Global
Unit, EDP;

Brand Global Unit, EDP.

People & Organizational,
EDP;

Other internal
stakeholders.

People & Organizational,
EDP;

Other internal
stakeholders.

N/A

€14,100

€ 31,800

Updating the website and
Intranet with the measures

that make up this Plan
and/or the promotion of
Gender Equality.

Carry out global
campaigns associated
with diversity and
well-being (>2);
Celebrate global
observances, bothin
terms of awareness and
action (>2).

Establish or maintain one
or more partnerships for
each dimension of DEIB
worked by EDP.

Level of updating

of internal/external

media (%).

Number of sessions held;
Number of participants/
people impacted;

Level of impact

and satisfaction of
participants.

Number of partner
organizations and/or
projects;

Number of initiatives
developed in partnership
with partner entities and/
or projects.

Global

Global

Global

Information on DEIB at:
https://www.edp.com

Examples of global
campaigns are the Global
Diversity and Wellbeing
week/global observances
(Mind Your Mind: an
initiative that promotes
mental health).

Some examples: GRACE,
APPDI, The Hawthorn
Club, FérumiGen,
Engenheiras por umdia,
etc..
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Collaborate with
information technology
teams to create a digital
workplace that meets the
needs and desires of our
people.

Opening opportunities
for skills volunteering,

by maintaining or
establishing new
cooperation relationships
with public entities
and/or civil society
organizations that pursue
the goal of promoting
equality between women
and men.

Inspire and manage
inclusive internal and
external coommunications,
meeting the needs of
employees, partners,
suppliers and the wider
community.

Work with IT to enable
adigital workplace that
includes the needs and
desires of employees;
Establish aninclusive
remote working
environment with
accessible technology;
Meeting the technological
needs and requests of
diverse employees.

Establishing cooperative
relations with public
bodies and/or civil society
organizations that pursue
the goal of promoting
equality between women
and men.

Ensure communication
thatis accessible

toall and free from
discrimination in form
and content.

People & Organizational,
EDP;

Other internal
stakeholders.

People & Organization,
EDP;

Social Impact
Coordination Office, EDP.

People & Organization,
EDP;

Communication Global
Unit, EDP;

Brand Global Unit, EDP.

N/A

N/A

N/A

Working with IT to enable
adigital workplace that
includes the needs and
desires of our people;
Establishing an inclusive
remote working
environment with
accessible technology;
Meeting the technological
needs and requests of
diverse employees.

Maintaining or joining
competence-based
volunteer initiatives
associated with the
promotion of diversity
and gender equality.

Responding to media
coverage;
Communicate the
organization’s EVP
todiverse talent;
Promote inclusive
internal and external
communication.

Number of initiatives Global
carried out;

Level of impact and

satisfaction of the

measure’s beneficiaries;

Number of participants.

Number of initiatives Global
carried out;

Level of impactand

satisfaction of the

measure’s beneficiaries;

Number of project

participants and

volunteers.

Number of initiatives Global
carried out;

Number of improvements
implemented in the field of

inclusive communication.

Example initiatives:
Inclusive Design;
Inclusive Website

Information about

EDP Volunteering at:
EDPY.E.S.|edp.comorat
voluntariado.edp.com

Examples of initiatives:
Inclusive communication
guide;

Digital accessibility.
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Integration of aspects
relating to equality
between women and
men, reconciliation of
professional, family

and personal life,and
protection during
parenthood in instruments
for evaluating the
satisfaction of male and
female workers and the
organizational climate.

Ensuring a working
environment free from
discrimination based
on gender, parenthood
and/or reconciling
professional, family and
personal life.

People & Organization,
EDP;

Other internal
stakeholders.

Included in the estimated
cost for partnership and
platform management
for the Organizational
Climate Study project.

Maintaining or improving
the current consultation
tools and moments to
include, for example,
questions more oriented
towards aspects of equity,
inclusion and belonging.

Participationrate in Global N/A
consultation sessions
aimed at gauging
perceptions on these
issues;

Level of favorability (%)
(orequivalent) onissues
associated with Diversity
and Inclusion;

Number of
self-identifications
fields/ channels available
in people management
systems.
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Implementation of
employer branding
initiatives exclusively for
women, to counteract
structural barriers to
equality between women
and meninthe energy
sector.

Training sessions for
people responsible for
selection and recruitment
interviews on selection
and recruitment
procedures without
gender bias.

Pilot an Employee
Resource Group (ERG) for
Early Careers.

Counteract structural
barriers to equality
between women and
men;

Increase the pipeline of
women in recruitment
processes;

Contribute to a better
balance between women
and men in the company.

Contribute to a fairand
objective selectionand
recruitment process for
women and men.

Create adedicated safe
space for employees

at early career stages

to share experiences,
access peer support, build
networks and strengthen
their sense of belonging.

People & Organization,
EDP;

People Services,

EDP GSS.

People & Organization,
EDP;

People Services,

EDP GSS.

People & Organization,
EDP;

People Services,

EDP GSS.

To be defined
according to
project needs.

N/A

NVZAN

Employer branding
initiatives (ex.: workshops,
masterclasses, job
shadowing, etc.) (>2).

Making recruitment
guides available;

Holding atleast 3 training
sessions, 1for each target
audience of the Guides:
recruitment teams,

people management
professionals and leaders.

Create adedicated safe
space for employees
atearly career stages

to share experiences,
access peer support, build
professional networks and
strengthen their sense of
belonging.

Number of initiatives Global N/A
carried out;

Number of women

impacted.

Number of training Global N/A

sessions held;
Number of participantsin
training sessions.

Number of active Global N/A
members engaged in the

ERG;

Frequency and type of

ERG activities/events

organized.
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Implementation of
aglobal project hub
with multidisciplinary
teams focusing on the
dimensions of DEIB
[Inclusion Office].

Redefine the DEIB
learning journey, aligning
content and formats with
the new Business Plan,
organizational structure,

and updated DEIB Policy.

Promote projects that
guarantee intensive
learning days on DEIB
topics, as well as the
implementation of
concrete initiatives.

Ensure that training
effectively builds
awareness, skills and
inclusive behaviors,
fostering a culture of
belonging and equity
across dll levels.

People & Organization,
EDP;

Other internal
stakeholders.

People & Organization,
EDP.

To be defined
according to

project needs.

N/A

Accelerating the
implementation of the
DEIB strategy.

Promote the training of our
people in DEIB topics.

Number of projects Global N/A
opened and initiatives

implemented, during the

project;

Number of employees

involved and their

satisfaction with the

experience (NPS).

Number of employees Global N/A
who have completed

training;

Cover atleast 80% of

new hires at EDP and new

leaders.
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Promotion of mentoring,
counseling, coaching
initiatives and/or
development programs
for women.

Consolidationand
continuous improvement
of the Individual
Performance Model
[Holistic Assessment],
ensuring a more
meritocratic evaluation
process and promoting a
culture where “how” you
deliver is as important and
valued as “how much”
you deliver.

Promote internal mobility
of diverse talents.

Counteract structural
barriers to equality
between women and
men;

Contribute to a better
balance between women
and men in the company
and in decision-making
positions.

Ensure afairand
objective assessment
process for women and
men, promoting equal
opportunities.

Counteract structural
barriers to equality
between women and
men;

Contribute to a better
balance between women
and men in the company.

People & Organization, €125,544

EDP.

People & Organization, N/A

EDP;

Other internall

stakeholders.

People & Organization, Includedin

EDP. the cost of
managing
internal
mobility.

Provision of a type of
mentoring in the current
corporate mentoring
program oriented towards
the development of
female leadership;
Maintenance of other
programs already
supported by EDP for top
leadership segments, and
extension of support to
programs for intermediate
leadership segments.

Increase the level of
participation and
evaluation (%) inthe
Holistic Assessment;
Ensure adistribution of
assessments that is fair
and equitable by gender,
generation and segment,
minimizing unconscious
biases.

10% of internal mobilities
in2026.

Number of employees Global
involved in the program;
Participants’ level of

satisfaction.

Participationrate inthe Global
evaluation process;

Number of people

assessed annually;

Distribution of evaluations

by gender, generation,

segment.

Number of female internal ~ Global
mobility movements;

Satisfaction of the female

gender with the internall

mobility experience.

N/A

N/A

Information on DEIB at:
https://www.edp.com
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Creationand
implementation of
procedures to identify
under-represented
groups in senior positions
so that more diverse
succession plans can be
promoted.

Runinclusive leadership
workshops.

Consolidate all the legall
and regulatory aspects,
international standards
and practices, and all

the internal measures to
guarantee pay equity at
EDP, reducing situations
that could lead to inequity
and injustice.

Counteract structural
barriers to equality
between women and
men;

Contribute to a better
balance between women
and men in the company
and in decision-making
positions.

Equip leaders at alllevels
with practical skills to
recognize bias, foster
diverse teams and
actively promote inclusion
in daily management and
decision-making.

Ensure the principle of
equal pay for equal work
or work of equal value.

People & Organization,
EDP;

Other internal
stakeholders.

People & Organization,
EDP;

Other internal
stakeholders.

People & Organization,
EDP.

N/A

€4,500

To be defined
according to
project needs.

Ensure that the
under-represented
gender (women) is
represented by at least
35% of successors.

Equip leaders atall
levels with practical
knowledge and tools to
recognize unconscious
bias, foster diverse and
high-performing teams,
and actively promote
inclusion in everyday
management and
decision-making.

Delivery of the project with
clear results on the internal
pay equity analysis and
definition of an action plan
toreduce the pay gap, if
applicable.

Number of successors Global N/A
identified, with

information according to

gender.

Number of leaders/ Global N/A
managers trained (% of
target audience).

No. of measures Global N/A
implemented under the

project, if applicable;

Ratio of women’s pay to

men’s pay;

Ratio between women’s

and men’s basic salary;

Ratio between women’s

and men’s pay by career

segment.
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Updating the matrix

of functional families
inline with the new
organizational structure,
keeping the model
transparent to the Group
and anintegral part of
people management
processes.

Developing and
updating the existing
Global Compensation
Model, significantly
strengthening
transparency inall
aspectsrelated to the
topic.

Carrying out aninternal
verification, and review
(if necessary), of the
determination of benefits
for the entire EDP Group
and their communication,
torespect the principle

of equity and fairness
[EDP Global Benefits
Framework].

Keeping a matrix of
functional families up to
date and transparent,
inline with the current
organizational structure,
to ensure fair pay and
appreciation between
similar functions.

Improve the transparency
and effectiveness of the
Global Compensation
Model, ensuring na
equitable salary policy in
line with the principles of
gender equality.

Ensure the principle of
equal benefits forequal
work or work of equal
value.

People & Organization, N/A
EDP.

People & Organization, N/A
EDP.

People & Organization, N/A
EDP;

Other internal

stakeholders.

Making the functionall
families model a
recognized standard
and adopted inall people
management processes
within the Group.

Making the Global
Compensation

Model the Group’s
main remuneration
strategy, recognized
for its transparency and
fairness.

Consolidation and
approval of the

global benefits
framework, launch and
communication of the
global benefits package
to our people.

Number of actions per Global N/A
functional family;

Numiber of reports built

with functional families.

Level of compliance (%) Globall N/A
or number of geographies

and business units

making use of the Globall

Compensation Model.

Approval level (%) of the Globall N/A
project;

Number of globally

aligned benefits;

Number of

communication pieces

made and implemented.
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Parenthood Study I

- project to diagnose the
needs of our people with
parental functions.

Studying the impact
of parenthood on our
people’s professional
experience.

People & Organization,
EDP.

N/A

Diagnosis of the parenting
experience;

Action plan forimproving
the parenting experience.

Level of completion (%) of  Global
study;

Number of initiatives

implemented;

Satisfaction with the

parenting experience

at EDP.

2 edition of the
Survey.
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Implementation of the
organization’s well-being
strategy, promoting
ahealthy, energized

and prosperous work
environmentand a
people-centered
experience.

Implementing a hybrid
working model that helps
our people to conciliate
their professional and
family lives with their
well-being.

Implementing a flex Friday
model to help people
reconcile their work

and family life with their
well-being.

Ensuring aninclusive
and healthy work,
environment, free from
discrimination, which
promotes or supports
parenting and/or the
conciliation of
professional, family
and personal life.

Ensure that the
organization of working
hours considers the need
to conciliate our people’s
professional, family and
personal lives.

Ensure that the
organization of working
hours considers the need
to conciliate our people’s
professional, family and
personal lives.

People & Organization,
EDP;

Other internal
stakeholders.

People & Organization,
EDP;

Other internal
stakeholders.

People & Organization,
EDP;

Other internal
stakeholders.

€69,940

N/A

(\VZAN

Achieving global

efr certification and
integrating well-being
initiatives into EDP’s
structural programs.

Maintaining the hybrid
work model.

Maintenance of the flex
Friday model.

Completing and Global
achieving globall

certification;

No. of well-being

initiatives integrated

into internal processes/

structural programs.

Number of employees Global
with a hybrid work model;
Satisfaction with the

hybrid work model.

Number of employees Global
with access to the flex

Friday model;

Satisfaction with the flex

Friday model.

N/A

N/A

N/A

Gender Equality

EDP

The plan 2025/2026



Communication

channel where everyone
canreport unethical
conduct in the company,
including issues related

to harassment at work or
discrimination [Speak up].

Protocol for the prevention
and action in cases of
moral and/or sexual
harassment in the
workplace, through which
zero tolerance is shown
towards the occurrence
of any situation that

may constitute sexual

or gender-based
harassment, in any area of
the organization.

Availability of new
internal ethics training
courses, which include,
among other topics, the
importance of prevent
harassment.

Responding to possible
unethical conductinthe
company, guaranteeing
the safety and well-being
of all our people.

Improving the prevention
and combating of
harassment at work.

Raising awareness and
educating about the
practice of harassment at
work and other offenses
against the physical or
moral integrity, freedom,
honor or dignity of our
people.

Ethics & Compliance, N/A
EDP.
Ethics & Compliance, NVZN
EDP.

Ethics & Compliance, Tobe defined
EDP. according to
project needs

Zero unethical behaviors
reported.

Evaluate the cases of
harassment that come
to the ethics channel,
guaranteeing the
confidentiality and safety
of the reporting person;
Create an action plan
involving the entire
organizationwhena
case of harassmentis
confirmed as proven.

Making training available
toallemployees.

Number of unethical Global N/A
conducts reported.

Number of harassment Global N/A
cases reported to the
ethics channel;

Number of harassment
cases inthe ethics
channel that are
considered founded by
the compliance team;
Level of resolution (%)
and quality of treatment
of harassment cases
considered founded.
Number of employees Global N/A
who completed training.
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Monitoring of new
legislationrelated to the
issue of whistleblowing
management, particularly
the protection of
whistleblowers, in

the countries where
EDP operates to

review the procedure,
documentation and
respective training.

Guarantee the prevention
and combating of
harassment at work.

Ethics & Compliance,
EDP.

N/A

Promoting a culture of
transparency in which
everyone feels free to
speak up by providing
documentation to support
EDP’s new Complaints
Management System.

Review of documentation
and training in complaint
management.

Global

(\VZAN
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The measures outlined in the Plan are regularly assessed and monitored by EDP

to ensure compliance and identify opportunities for improvement. This is done
through decision-making and advisory bodies within our governance model, which
guarantee the timely resolution and oversight of issues that affect gender equality,
including matters reviewed by the Ethics Committee.

The implementation and follow-up of the Plan, together with the relevant
performance indicators, are periodically managed by the People & Organization
Development (P&OD) team and are discussed and approved annually by the

Executive Board of Directors and the People & Organization Committee. In addition,
a biannual global Council is planned to provide closer monitoring of topics related to

Diversity, Equity, Inclusion, and Belonging.

The EBD is the corporate body responsible for the management of the Company’s
activities, in accordance with the provisions of the Portuguese Companies’ Code
and the Company’s Articles of Association. The EBD is responsible, namely, for the
following, pursuant to Article 17 of the Company’s Articles of Association:

Setting the objectives and management policies of the Company and
the EDP Group

Preparing the annual operating and financial plans

Managing the Company’s business affairs and performing all the acts and
operations relating to the corporate purpose that do not fall within the duties
attributed to other bodies of the Company

Representing the Company in and out of court, as plaintiff or defendant, in which
capacity it may discontinue, reach a compromise, or accept liability in any legal
proceedings, and execute arbitration agreements

Acquiring, selling or, by any manner, transferring or creating encumbrances over
rights or real estate assets

Incorporating companies and subscribing for, acquiring, creating encumbrances
over and transferring stakes

Adopting resolutions regarding the issuance of bonds and other securities

in accordance with the law and the Company’s Articles of Association, in
compliance with the annual quantitative limits set by the General and Supervisory
Board

Establishing the technical and administrative organization of the Company and
the standard for internal operations, notably concerning personnel and their
remuneration

Granting powers of attorney, as deemed appropriate, including those of
sub-delegation

Appointing the Company Secretary and respective substitute

Engaging the external auditor appointed by the General and Supervisory Board in
accordance with Article (22) (1) (g) of the Company’s Articles of Association, and
removing him from such office upon indication from the General and Supervisory
Board

Performing all other duties granted by law or by the General Shareholder’s Meeting
Ensure that the Company’s risks are identified, evaluated, controlled and

managed, define targets in terms of risks, setting the risk profile of the Company
and coordinate decision related to the material risk management.

Information shown in the Internal Regulations of the Executive Board of Directors (“CAE” - EBD)
atedp.com, under the item About Us, Executive Board of Directors
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In accordance with its powers, the CGS’s main mission is to permanently:

Monitor and supervise the management activity of the Company and of its
Subsidiaries, cooperating with the CAE and with other governing bodies in the
pursuit of the Company’s interests

The CGS and its members shall guide their actions in strict compliance with

the Law, the Articles of Association, the Resolutions of the AGM, and these
Regulations, and shall take into account the recommendations regarding best
corporate governance practices, namely the Corporate Governance Code of the
Portuguese Institute of Corporate Governance (IPCG).

Information shown in the Internal Regulations of the General and Supervisory Board (CGS)
atedp.com, under the item About Us, General and Supervisory Board

Chairman of the People and Organization Committee

Sponsor for Diversity, Equity, Inclusion, and Belonging.

Information shown in the Internal Regulations of the General and Supervisory Board (CGS)
at edp.com, under the item About Us, General and Supervisory Board

It is an advisory board, comprised of members of the Executive Board of Directors
and Top Managers with responsibilities for People, Ethics, Sustainability, Social
Innovation, among other topics directly related to ESG matters, which meets 1to 2
times a year, depending on the needs and relevance of DEIB strategic topics, to:

Promote co-responsibility about what is being implemented; what are its outputs;
and to discuss the next strategic and tactical steps

Share knowledge, experiences, and best practices that ensure good decision
making.
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Guided by our commitment to people, People & Organization is dedicated to
continuously:

Ensures and monitors the implementation of initiatives, continuous improvement
plans, and measures related to DEIB

Sets up work teams or refers the implementation of adopted measures to the
appropriate organizational structures, and sets the respective deadlines

Ensures the dissemination of the various initiatives, continuous improvement
plans, and measures related to diversity, as well as their articulation with other
crosscutting interventions

Monitors the impacts of the DEIB policy through the analysis of specific
indicators.

Proposes multi-year Ethics Programmes and annual Plans, reviews execution
reports, and ensures alignment with the Group’s Ethics Policy

Promotes the Ethics Policy across companies and units, fostering a culture of
integrity and ethical behavior

Analyzes cases of Code of Ethics infringements, issues opinions on
ethics-related decisions and practices, and advises on codes of conduct
whenrequested

Regularly reviews and updates the Code of Ethics and related procedures
to keep them fit for purpose, ensuring transparency by disclosing the
Committee’s composition on EDP’s website.

EDP discloses its gender equality initiatives and indicators annually in its Integrated
Report. Certified for work-life balance and equality by Mdsfamilia Foundation and
recognized as a TOP Employer, EDP conducts biannual monitoring and annual
audits of its measures globally. The Inclusion Office drives DEIB efforts internally and
fosters partnerships and collaboration externally, promoting best practice sharing
and active employee involvement. All measures are supported by an annually
reviewed budget aligned with the people management strategy.
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- Conclusion




Leading the energy transition remains both a challenge and a steadfast
commitment, with clear ambitions set through 2026. As outlined in the business
plan shared with the market, EDP is pursuing this mission through three strategic
pillars - one of which is ESG (Environmental, Social, and Governance) excellence
and the development of a future-ready organization.

Within this pillar, we reaffirm key milestones: being coal-free by 2025, achieving
100% clean energy generation by 2030, and reaching Net Zero by 2040. Equally
central to this strategy is fostering a diverse and inclusive workplace. Our public
commitment to inclusion is reflected in our goal to reach 31% female representation
across our workforce and leadership roles.

These ambitions reflect EDP’s ongoing commitment to sustainable development
and our dedication to improving the quality of life for our people. We are focused on
removing barriers throughout professional journeys, promoting a healthy work-life
balance, and actively advocating for gender equality.

The Executive Board of Directors and the General and Supervisory Board of EDP
continue to play a critical role in overseeing and advancing this agenda. Their
support reinforces a strong culture of merit, continuous improvement, and a deep
belief that diversity and inclusion are essential drivers of long-term success, firmly
embedded in our people management strategy.

Inthe 2025/2026 Plan, EDP reaffirms its dedication to this path, expanding

our approach to diversity beyond gender. We believe that embracing diverse
perspectives is key to innovation and business value. The 35 measures defined for
this period, representing a global investment of approximately € 246K and involving
multiple stakeholders, reflect the importance we place on advancing gender
equality and inclusive culture.

We Choose Earth because we choose to foster a culture that attracts and nurtures
talent; that supports personal and professional growth; that embraces flexibility,
cooperation, and inclusion; that rewards excellence and values individuality. Above
all, we are building a workplace where respect, well-being, equal opportunity, and
productivity go hand in hand for everyone.

Lisbon, September1,2025
EDP — Energias de Portugal, S.A.
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Male
Female
Undeclared

Female employees in management positions

Male
Female

Undeclared

Male
Female

Undeclared

Male
Female

Undeclared

%

%

%

%

70.4%
28.9%
0.7%

25.7%

35

N

8,773
3,584

84

64

M

71.5%
28.5%
0%

28.4%

18

3,870

1529

18

24

68.5%
31.5%
0%

25.5%

1,406

647

74.2%
25.8%
0%

20%

17

2,245

784

65.5%

26.2%

8%

22%

652

265

84

42

13

63%

37%

0%

18.4%

382

223

61.6%

38.4%

0%

32.1%

218

136
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Male

Female

Undeclared

Male

Female

Undeclared

Male

Female

Undeclared

8,870
3,633

88

121

78

3,905

1557

49

33

1,406

647

2,262

788

32

26

694

278

88

33

13

382

225

221

138
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Male
Female
Undeclared

Female employees in management positions

Male
Female

Undeclared

Male
Female

Undeclared

Male
Female

Undeclared

%

%

%

%

70.8
28.8
0.4

29.2

40

14

9,039
3,645

51

67

51

71.6

284

32.3

21

N

4,025

1574

23

28

68.9

311

PASKS]

1,430

660

70.5

241

PAORS)

19

2,316

795

66.1

29.2

4.8

26.9

669

294

51

40

19

63.9

36.1

PAH|

341

181

64.8

35.3

293

258

141
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Male

Female

Undeclared

Male

Female

Undeclared

Male

Female

Undeclared

9144
3,708

51

105

85

4,068

1,61

40

31

1,430

660

10

2,335

798

31

34

709

313

51

24

13

343

185

259

141
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Male
Female
Undeclared

Female employees in management positions

\V/[o][<}
Female

Undeclared

Male
Female

Undeclared

\V/[o][<}
Female

Undeclared

Male
Female

Undeclared

%
%
%
%

721
27.49
0.4
28.36

37
16

9,416
3,555
53

74
60

9,526
3,626
53

72.27
27.73

32.39

VAl
l

4,084
1,544

YAS)
30

4131
1,580

70.65
29.35

27.44

1,495
621

1,497
622

75.45
24.55

2146

16

2,495
812

2,51
817

65.99
28.92

5.09
23.36

643
276
53

44
25

687
301
53

64.92
35.08

2319

307
163

308
167

73.82
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S
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34.38 -
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Male
Female

Undeclared

Male
Female

Undeclared

Male
Female
Undeclared

F/M ratio of new employees

Male
Female

Undeclared

Male
Female

Undeclared

#+ O H H

X

%
%
%

(e
81

1,216
642
206

0.53

1140
Z10[0)
13

1.97
11.02
2453

* Net values for the transition of employees from fixed-term contracts to permanent staff

44
28

302

219

0.73

336

138

8.13
8.71

M

175
97

0.55

102

33

6.81
5.31

36
34

437

158

0.36

370

n7

14.74
14.32

19
12

s
57
206
0.48

77
61
13

25.76
20.27
2453

13
48

0.42

31

18

10.03
10.78

71
63

0.89

124

33

31.63
23.74
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Male
Female
Undeclared

Salary ratio by gender

Male
Female

Undeclared

Male**
Female

Undeclared

Male
Female

Undeclared

(OO O]

X

3,630.60
3,824.61
4,232.47
1.053

397

228

236
223

98.33
98.67

3,226.96
3,542.49
0

1.098

153

81

84
81

100
100

** These figures do not include information on male employees who took parental leave in South America.

4,467.14
3,922.90
0]

0.878

79

39

79
39

95.71
96.97

1,876.69
2,023.39
0

1.078

s

79

29
77

100
98.7

10,622.75
10,161.80
4,232.47
0.957

24

16

24
13

95.83
100

4,205.95
3,281.95
0]

0.78

12
n

M

100
90.91

3,264.55
4146.85
0]

1.27

(i

(

100
100
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\V/[o][<}
Female

Female employees in management positions

Male

Female

Male

Female

Male

Female

Male

Female

Male

Female

%
%

73.34
26.66
26.47

42

16

8,898
3,228

34
18

8,967
3,222

40

73.39
26.61
29.09

22

N

453
1,497

20

13

4193
1517

72.44
27.56
26.57

1,454
556

10

1,460
530

27

75.73
24.27
19.91

20

2423
778

2,443
783

71.07
28.93
23.76

646
PASK

646
263

61.65
38.35
21.54

213
131

216
126

75
25
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\V/[o][<}

Female

\V/[o][<}
Female

F/M ratio of new employees

Male

Female

Male

Female

Male

Female

Salary ratio by gender

* Net values for the transition of employees from fixed-term contracts to permanent staff

%
%

98
81

1,047
552
0.53

1180
363

13.15
113

3,133
3,316

1.06

40
31

306
165
0.54

430
140

10.25
9.2

3,154
3,527

112

10

163
76
0.5

256
44

17.49
7.9

4513
3,963

0.88

34
33

291
143
0.49

333
122

13.63
15.58

1139
1,232

1.08

12

AR
103
0.48

136
47

21.05
17.87

7,025
6,905

0.98

75
62
0.83

25
10

1n.52
7.41

4,202
3,359

0.80

5,191
3,893

0.75
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\V/[o][<}
Female

Female employees in management positions

Male

Female

Male

Female

\V/[o][<}

Female

Male

Female

Male

Female

%
%

74
26
25

53

8,556

2,944

33

18

8,638
2,930

38

74
26
27

29

4,262
1,479

YAS)

15

4,317
1,494

72
28
24

1,101
420

1,101
390

30

77
23
15

24

2,463
759

2,487
761

73
27
23

563
209

563
209

68
32
24

167
77

170
76
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Male

Female

Male
Female

F/M ratio of new employees

Male

Female

Male

Female

\V/[o][<}

Female

Salary ratio by gender

* Net values for the transition of employees from fixed-term contracts to permanent staff

%
%

75
64

885
397
0.45

976
356

1.29
1.99

3,029
3,185

1.05

36
33

273
153
0.56

374
88

8.66
5.87

3,162
3,481

11

n

15
64
0.56

229
150

20.74
35.71

4,583
3,930

0.86

28
25

265
101
0.38

PAIS
66

8.64
8.67

1123
1174

1.05

174
55
0.32

92
26

16.34
12.44

7,038
6,817

0.97

58
24
0.41

66
26

38.6
32.5

4134
3,394

0.82
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\V/[o][<}
Female

Female employees in management positions

Male

Female

Male

Female

\V/[o][<}

Female

Male

Female

Male

Female

%
%

75
25
YAS)

51

8,549

2,900

24

22

8,730
2,885

40

76
24
26

29

4,370
1,413

23

(K]

4,422
1,425

70
30
28

1,205
505

1,208
476

32

77
23
15

22

2,410
724

2,433
725

73
27
24

484
179

484
179

69
31
26

180
79

183
80
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\V/[o][<}

Female

Male
Female

F/M ratio of new employees

Male

Female

Male

Female

\V/[o][<}

Female

Salary ratio by gender

* Net values for the transition of employees from fixed-term contracts to permanent staff

%
%

92
71

897
358
0.4

923
303

10.57
10.36

3,081
3,235

1.05

50
38

276
18
0.43

480
150

10.85
10.49

3127
3,443

11

13

81
58
0.72

74
18

6.1
3.54

4,489
3,845

0.86

29
25

345
121
0.35

264
83

10.85
1.45

1,400
1,467

1.05

138
38
0.28

85
27

17.56
15.08

7,043
6,767

0.96

57
23
0.4

20
25

10.87
30.12

4519
3,751

0.83
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Male
Female

Female employees in management positions

\V/[o][<}

Female

\V/[o][<}

Female

Male

Female

\V/[o][<}

Female

\V/[o][<}

Female

\V/[o][<}

Female

%
%
%

75
25
25

54

8,685

2,836

PAS

25

8,759

2,828

38

102
67

76
24
25

29

4,581
1,440

(K]

18

4,623
1,461

63
37

72
28
25

1,200
459

"

1,206
430

33

n

77
23
17

25

2,326
686

2,351
687

28
23

72
28
27

431
165

431
164

63
37
40

147
86

148
86
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\V/[o][<}
Female

F/M ratio of new employees

Male

Female

\V/[o][<}

Female

\V/[o][<}

Female

\V/[o][<}

Female

\V/[o][<}

Female

Male
Female

Salary ratio by gender

%
%

%
%

865
352
0.41

935
265

6.18
5.73

337
134

205
134

[0[0]
98

3,027
3,147
1.04

* Net values for the transition of employees from fixed-term contracts to permanent staff

319
143
0.45

547
133

707
6.81

140
43

135
43

(0[0]
[0[0]

3,130
3,394
1.08

68
39
0.57

74
19

1.82
1.89

36
38

35
38

100
[0[0)

4,337
3,691
0.85

284
13
0.4

220
81

6.17
5.27

126
30

n.d.
30

n.d.
93

141
1,436
1.02

154
29
0.19

72
18

9.05
6.78

27

27

100

100

6,536

6,245
0.96

40
28
0.7

22
14

3.66

10.71

14

14

[0[0]
93

4527
3,719
0.82
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Male
Female

Female employees in management positions

\V/[o][<}

Female

\V/[o][<}

Female

Male

Female

\V/[o][<}

Female

\V/[o][<}

Female

\V/[o][<}

Female

%
%
%

76
24
25

50

8,762

27772

38

32

8,846

2,773

34

ne
68

77
23
25

28

4,813
1,439

21

23

4,862
1,462

75
36

73
27
27

1,217
443

16

1,231
419

28

N

77
23
16

22

2,259
662

2,281
664

30
AS)

69
31
24

348
154

348
154

62
38
32

125
74

124
74
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\V/[o][<}
Female

F/M ratio of new employees

Male

Female

\V/[o][<}

Female

\V/[o][<}

Female

\V/[o][<}

Female

\V/[o][<}

Female

Male
Female

Salary ratio by gender

%
%

%
%

650
289
0.44

892
306

8.56
10.56

302
138

196
138

[0[0]
95

3,164
3,264
1.03

* Net values for the transition of employees from fixed-term contracts to permanent staff

205
106
0.52

373
77

5.81
6.29

138
57

134
57

99
[0[0]

3,165
3,386
1.07

84
44
0.52

224
15

1.83
16.53

31
31

30
31

[0[0)
[0[0)

4,358
3,685
0.85

232
86
0.37

244
87

10.39
13.07

101
31

n.d.
31

100
77

1,653
1,666
1.01

104
31
0.3

42
16

2314
16.04

AS)

25

100

100

7,165

6,382
0.89

25

22

0.88

M

14.05

22.3

13

13

[0[0]
100

7,322
6,015
0.82
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Male
Female

Female employees in management positions

\V/[o][<}

Female

\V/[o][<}

Female

Male

Female

\V/[o][<}

Female

\V/[o][<}

Female

\V/[o][<}

Female

% 76
% 24
% 25

50

9,076

2,798

37

28

9,157

2,796

33

128
68

78
22
24

29

5,042
1422

21

21

5,092
1,444

84
37

73
27
75

1,357
510

13

1,367
487

28

12

78
22
17

20

2,279
659

2,301
660

32
AS)

67
33
28

283
139

283
139

62
38
35

15
68

14
66
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\V/[o][<}
Female

F/M ratio of new employees

Male

Female

\V/[o][<}

Female

\V/[o][<}

Female

\V/[o][<}

Female

\V/[o][<}

Female

Male
Female

Salary ratio by gender

%
%

%
%

509
213
0.42

632
182

6.18
7.03

273
126

171
126

[0[0]
98

3,075
3,158
1.03

* Net values for the transition of employees from fixed-term contracts to permanent staff

157
75
0.48

292
85

4.35
5.52

109
44

107
44

(0[0]
[0[0]

3,139
3,343
1.07

52
23
0.44

45

3.55

2.96

40
33

39
33

100
[0[0)

4,427
3,779
0.85

215
80
0.37

234
73

9.71
1.69

101

38

38

n.d.
95

1,507
1547
1.01

70
24
0.34

47
12

21.63
13.64

13

13

100

100

7,565

6,503
0.86

15

n

0.73

14

12.29

12.03

10

10

[0[0]

100

4,408

3,316
0.76
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Male
Female

Female employees in management positions

\V/[o][<}

Female

\V/[o][<}

Female

Male

Female

\V/[o][<}

Female

\V/[o][<}

Female

\V/[o][<}

Female

% 77
% 23
% 23

51

9177

2,748

65

40

9,288

2,767

24

126
73

78
22
22

31

5143
1417

55

35

5,228
1,453

75
38

73
27
26

1,358
500

1,360
477

23

18

78
22
18

19

2,303
647

2,323
649

30
26

67
33
23

258
125

258
125

66
34
32

15
59

19
63
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\V/[o][<}
Female

F/M ratio of new employees

Male

Female

\V/[o][<}

Female

\V/[o][<}

Female

\V/[o][<}

Female

\V/[o][<}

Female

Male
Female

Salary ratio by gender

%
%

%
%

553
221
0.4

575
161

6.13
6.96

272
137

172
137

[0[0]
99

3,026
3,098
1.02

* Net values for the transition of employees from fixed-term contracts to permanent staff

201
82
0.41

279
53

4.55
4.69

91
44

90
44

(0[0]
[0[0]

3,085
3,271
1.06

42
38
0.9

66
16

3.87
5.49

48
52

48
52

100
[0[0)

4,471
3773
0.84

218
57
0.26

183
72

9.8
101

99
29

N/A
29

N/A
93

1,480
1529
0.85

78
32
0.41

36
10

2415
18.5

AS)

25

100

100

7,465

6,351
0.79

14
12
0.86

l
10

10.59
17.74

[0[0]
100

4,331
3,433
1.03
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