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EDP Renovaveis S.A. € uma entidade de direito espanhola, responsdvel por um grupo de sociedades
filiais e participadas de cardcter multinacional (denominadas “EDPR") que desde a sua origem se
identificaram com os principios de igualdade de género, de modo que desde 2008 e até a
atualidade, temos contado com um numero elevado de colaboradoras e diretoras.

H4, por parte da EDPR, um compromisso reforcado em promover o desenvolvimento do mérito,
assumindo como objetivo identitdrio o cumprimento escrupuloso das regras e recomendacoes
vigentes em termos de igualdade de género.

A valorizagdo das diferencas no foro empresarial equivale a reconhecer que homens e mulheres tém
papéis profissionais igualmente importantes, em condi¢des de igualdade de oportunidades e, por
conseguinte, possuem experiéncias e perspetivas diversificadas que podem beneficiar a
Sociedade, ao trazer uma abordagem mais completa a organizagdo. Como tal,a EDPR temum
objetivo publico incluido no seu de manter a percentagem de
mulheres na empresa em 36%, e a percentagem de mulheres em posi¢cdes de lideranca na empresa
nos 31%.

Para a EDPR, a igualdade de género reveste importdncia civilizacional enquanto coroldrio da
igualdade de direitos, de liberdades, de garantias, de oportunidades e de reconhecimento entre
homens e mulheres, permitindo ainda que se potenciem competéncias e conhecimentos pela
inclusdo de todos, promovendo um melhor ambiente de trabalho e motivagdo e, consequentemente,
maiores niveis de produtividade e de retenc¢do de talento.

Como descrito no seu novo € Nno novo compromisso com a Diversidade,a EDPR
compromete-se a promover o respeito mutuo e a igualdade de oportunidades perante a
diversidade, propiciando um ambiente de trabalho inclusivo, livre de preconceito e de
discriminagdo, sem determinar, nem condicionar, qualquer tipo de decisdo com base em fatores
discriminatérios, designadamente o género. Para além disso, a EDPR, assim como todo o Grupo
EDP, estd comprometida em garantir a promogdo e incorporagdo de uma cultura de diversidade e
inclusdo, baseada no respeito pelo ser humano e na igualdade de oportunidades, para que esteja
presente na identidade do Grupo EDP e na gestdo dos seus colaboradores, servindo como
referéncia para a atuacdo interna e externa da organizagdo.

Como resultado, a EDPR é reconhecida pelo Top Employers Institute como uma das melhores
empresas para trabalhar na Europa desde 2019, e ¢ membro do indice de Bloomberg Gender-
Equality Index (GEI) desde 2020, um indice de referéncia que seleciona as empresas cotadas mais
envolvidas no desenvolvimento da igualdade de género a nivel mundial.


https://www.edpr.com/sites/edpr/files/2023-03/EDPR_Business_Plan2023-2026.pdf
https://www.edpr.com/sites/edpr/files/2022-12/EDPR_CodigoEtica_2022.pdf
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O presente Plano para algualdade de Género (“Plano”) enquadra-se num conjunto de medidas
mais alargadas desenvolvidas pela EDPR, encontrando correspondéncia nos compromissos e
principios por si jad assumidos em matéria de diversidade, nomeadamente através:

e Dapromocgdo dorespeito mutuo e garantia da igualdade de oportunidades perante a
diversidade;

e Doreconhecimento das diferengas como fonte de fortalecimento do potencial humano e
de valorizagdo da diversidade na organizagdo, na gestdo e na estratégia empresarial; e,

e Daadopgdode medidas de discriminagdo positiva e de sensibilizagdo interna e, bem
assim, junto da comunidade, com vista a uma efectiva realizacdo e eficdcia da politica de
diversidade.

Globalmente no Grupo EDP, e sob o mote “Somar diferengas € ganhar futuro”, o objetivo € adotar
uma perspetiva e uma cultura mais diversificada e inclusiva, com metas especificas e medidas
quantificaveis.

O presente Plano pretende servir o propdsito de divulgar o conjunto de medidas adotadas pela
EDPR, tanto de forma independente, como na condigdo de membro do Grupo EDP, nos termos do
Guido para a Elaboracdo dos Planos para a lgualdade anuais, elaborado a luz do disposto no
Despacho Normativon.218/2019, de 21de Junho, pela Comissdo para a lgualdade no Trabalho e no
Emprego, abrangendo as seguintes dreas:

¢ |gualdade no acesso ao emprego;

e Formacgdo inicial e continua;

e |gualdade nas condi¢cdes de trabalho;
e |gualdade remuneratoria;

e Protecdo da parentalidade;

e Conciliagdo da atividade profissional com a vida familiar e pessoal.
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Tratando-se de uma empresa global, a diversidade de género da EDPR deverd ser analisadad luzdo
universo dos seus trabalhadores, assim como das geografias e dos respetivos sistemas
socioecondmicos onde se insere.

A forte aposta da EDPR no equilibrio de género traduz-se hoje numa realidade em que a finais de
dezembrode 2023, 34% dos colaboradores sdo mulheres, nUmero considerdvel tendo em contaum
sector que é tradicionalmente masculino. Também aumentdmos o nUmero de mulheres na drea
técnica para19%, de16% em 2020. Acresce ainda que arepresentagdo do género feminino em
posicoes de lideranca regista um aumento de 5 pontos percentuais nos ultimos 7 anos, de 23% em
2015 para 28% adezembro de 2023. Esta evolugdo resulta da aposta inequivoca da EDPR na
promog¢do e incorporagdo de uma cultura de diversidade e inclusdo.

Representatividade do Género Feminino em
Posicoes de Lideranca - EDPR

28% 28%
b o 26% 26% 27% 25% 24% 23% 23%

11111

2023 2022 2021 2020 2019 2018 2017 2016 2015
(3112) (31.07) (30.06) (3112) (3112) (3112) (3112) (3112) (3112)

Na Assembleia Geral de Acionistas realizada a 26 de marco de 2020, o Conselho de Administragdo
tornou publico o seu particular interesse em apoiar a diversidade de género de acordocomalLein.?
62/2017 de1de agosto, e comprometeu-se especificamente na sétima resolugdo daordem do diaa
promover que na primeira assembleia geral eletiva a realizar apds o final do atual mandato dos
membros do Conselho de Administragdo, a percentagem de membros correspondente ao género
menos representado seja 33,3%.

Consequentemente, na assembleia geral realizada a abrilde 2021, foram aprovadas as reeleicoes e
nomeacoes dos membros do Conselho de Administracdo que contribuem para uma estrutura de
direcdo corporativa mais dgil, independente e diversificada, alcangando a presenca de 33% de
mulheres.

Representatividade do Género Feminino no
Conselho de Adminstragdo - EDPR

33% 33% 33%

20%  20%  20%  qg
I I I | - = -

2023 2022 2021 2020 2019 2018 2018 2017 2016 2015
(31.12) (31.07) (12.04) (26.03) (11.04) (27.06) (03.04) (06.04) (14.04) (09.04)

Por fim, a finalde 2023, arepresentatividade do género feminino no Management Team da EDPR,
erade 25% (Top e Senior Management).
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Com o intuito de alcangar uma efetiva igualdade de tratamento e de oportunidades entre mulheres e
homens, promovendo a eliminagdo da discriminagdo em fungdo do sexo e fomentando a conciliagdo
entre a vida pessoal, familiar e profissional, a EDPR aprovou € implementou normas, politicas,
procedimentos e mecanismos internos.

A Direcdo Corporativa denominada HR inclui, nas suas atribui¢des, a definigcdo, coordenagdo e
implementacdo das politicas de gestdo de pessoas no dmbito da Diversidade e Inclusdo, de forma a
assegurar o principio da igualdade de oportunidades nas seguintes dreas:

* Recrutamento e seleg@io: A EDPR compromete-se arecrutar e selecionar valorizando de igual
forma competéncias, aspiragoes, necessidades e responsabilidades de mulheres e de homens;

» Formacdo e partilhade conhecimento na EDPR: A EDPR compromete-se a incentivar mulheres e
homens, de igual forma, a aprendizagem ao longo da vida e a utilizar plenamente as suas
capacidades e conhecimentos;

« Remuneracdo, beneficios sociais e de conciliagdo entre vida profissional e familiar/pessoal,
associados as diferentes fases da vida do colaborador: A EDPR compromete-se a assegurar, na
sua politica salarial, o cumprimento do principio de “saldrio igual para trabalho igual” entre os
colaboradores de ambos os géneros e segundo a apreciacdo do mérito;

» Gestdodacarreira: Nos processos de promocgdo e progressdo na carreira,a EDPR compromete-se
areconhecer, de igual modo, as competéncias dos colaboradores (habilitagdes literdrias,
formacdo e experiéncia profissional), independentemente do género.

Em 2020, a EDPR criouum Comité de Diversidade, Igualdade e Inclusdo, cujos principais objetivos
sdo refletir a estratégia da empresa em Diversidade e Inclusdo que integra a definicdo e o
desenvolvimento de iniciativas que contribuam para um plano de agdo global e planos de acdo
locais, e para promover a partilha de conhecimentos e melhores prdticas. Como consequéncia,
durante a pandemia melhoramos as medidas relacionadas com a lgualdade de Género, participando
em iniciativas como a "Generation Equality" das UN WOMEN, e promovendo através dos nossos
gestores a importancia da igualdade de género. Como resultado do seu desempenho e medidas
implementadas durante 2020 e 2021, a EDPR foi incluida pelo quarto ano consecutivo no Bloomberg
Gender-Equality Index (GEI) em janeiro de 2023.

Em anexo, sdo apresentadas, as medidas para a igualdade de género e respetivo estado de
implementagdo na EDPR, especialmente na EDPR PT, que vigoram ou entrardo em vigor, consoante o
respetivo caso, até 31de dezembro de 2025. Hd medidas adicionais no plano da EDP SA que serdo
aplicaveis atodo o Grupo EDPR.
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As medidas previstas no Plano para a lgualdade de Género sdo avaliadas e monitorizadas
periodicamente pela EDPR de forma a assegurar o seu cabal cumprimento e a identificar
oportunidades de melhoria.

Este acompanhamento é assegurado por uma equipa operacional de HR, cujas responsabilidades,
expressas na Compromisso de Diversidade da EDPR, sGo as seguintes:

» Garantire acompanhar aimplementacdo de iniciativas, planos de melhoria continua e medidas
em matéria de diversidade;

» Constituir equipas de trabalho ou remeter para as estruturas organizativas adequadas a
implementacgdo das medidas e definir os respetivos prazos;

» Garantir adivulgacdo das diversas iniciativas, planos de melhoria continua e medidas em matéria
de diversidade, bem como a sua articulagdo com outras intervengdes transversais, como o
Processo Etico ou o relacionamento com Fornecedores, entre outras;

* Monitorizar os impactos da politica de diversidade através da andlise de indicadores especificos.

O balango das iniciativas desenvolvidas e os indicadores internos de igualdade de género sdo
divulgados anualmente no Relatério Anual EDPR. Também o facto da EDPR ser uma empresa
certificada em matéria de conciliacdo e igualdade exige um acompanhamento semestral de todas as
medidas e indicadores no dmbito da igualdade de género, sendo esta monitorizacdo alvo de
auditorias anuais internas e externas.

Para além do esforco do Grupo EDP para implementar as medidas com as quais se compromete, a
EDPR tem vindo a unir esforgos junto de vdrias entidades, estabelecendo parcerias e colaboragdes,
integrando grupos de trabalho e participando em féruns e semindrios.

Esta abordagem conjunta fomenta a partilha de melhores prdticas entre empresas e entidades de
vdarios sectores a nivel nacional e internacional contribuindo, assim, para promover a igualdade de
oportunidades entre homens e mulheres nas diversas organizagdoes e na sociedade em geral.



Na EDPR, somar diferencas € ir mais longe, é juntar pontos de vista e formas de ver o mundo, é
integrar todas as dimensoes, € ser inclusivos de forma consciente e, assim, ganhar vantagem
competitiva.

Como empresa socialmente responsdvel, a EDPR incorpora nos seus valores e prdticas os principios
daDiversidade e Inclusdo. A Sociedade pretende atrair, desenvolver e reter diferentes fontes de
talento, assumindo a diversidade como potenciadora de inovagdo organizacional o que permite
adquiriruma visdo mais completa da propria sociedade onde nos incluimos.

A EDPR tem como principais objetivos contribuir para a melhoria da qualidade de vida dos
colaboradores do Grupo, eliminar barreiras de carreira, potenciar um maior equilibrio entre vida
pessoal e profissional e promover, sempre, a igualdade de género.

Para além do acompanhamento e compromisso do Management Team e do Conselho de
Administracdo da EDPR na melhoria continua das condi¢des laborais, e da aposta clara no mérito e
na eficiéncia; hd, por parte destes 6rgdos, um foco na diversidade e na inclusdo ao ponto em que tem
vindo a tornar-se um fator cada vez mais critico de sucesso, estando verdadeiramente presente na
agenda estratégica da gestdo de pessoas na EDPR.

A EDPR, assim como todo o Grupo EDP, continua determinada em percorrer este caminho, bem como
em reforcar a sua diversidade noutros par@metros, porque considera que € através da inclusdo dessa
diversidade que &€ possivel aportar novas abordagens e mais valor para o negdcio. Sendo uma
sociedade global, a EDPR conta hoje com mais de 68 nacionalidades e uma procura crescente pela
contratacdo de novos perfis mais analiticos e tecnoldgicos, alinhados com a transformacdo digital e
renovacdo geracional da Sociedade.

Pretende-se promover uma cultura que atrai e potencia talento, que estimula o desenvolvimento
pessoal e profissional, que aposta na flexibilidade, que reconhece e recompensa a excelénciae o
mérito, que valoriza a individualidade, e que cria um ambiente de bem-estar, de respeito, de
igualdade de oportunidades e de produtividade para todos.
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Estratégia, misstoe

valores doempresa

Estratégia, misstoe

valores doempresa

Estratégia, misstoe

valores doempresa

lguoldade noacessoa  Andncics,

FormagtioInicial e

parentalidode  gos partilhodas

Conciliagtio davida
profissional comovida

Congciliagto do vida
profissional com avida

Conciliagto da vida
profissional comovida

Prevengto da pratica
de ossédio no trabalho

MEASURE OBJECTVE DEPARTMENT RESPONSIBLE AND BUDGET TARGET INDICATORS OBSERVATIONS
STAKEHOLDERS
Implementagto doestratégiade DEIP no Implementagto deum plano de agdo People & Organizational Naooplicdvel  Aumentar na EDPR arepresentagto femining; Representagto femining; Informagdo sobre as metas
organizagao, de forma aatingiros objetivos tronsversol, e metos pdblicos concretas oté 2026. Development Global Unit, EDP; arepresentacdo femininana lideranga; o Representagta feminina na lideranca; deigualdade de género em:

relacionados com algualdade de Género [DEIB QOutros stakeholders internos.

Roadmap to an Inclusive Workplace].
Desogregogto de todos os dados por sexo em todos Assegurar aimplementagtio do People & Organizational Development
os instrumentos de gestiio do empresa, estrotégio paraa DEIP e respetivos politicas, plano Global
designodomente, nos diognésticos e relatérios (PEO paraaigualdode Unit, EDP.
Scorecard) & plono de agdo, o sua monitorizagdo,

ocompanhamento e sustentabilidode

Divulgagdo da Politico de Diversidade, Equidade, Dar aconhecer o politicoe o sunimportdnein People & Organizational Development

Inclustio e Pertenca (DEIP), dos respetivos medidase estrotégico paran Global
dos objetivos, otravés de sessbes de sensibilizagdo, organizagic; Unit, EDP; Communication Global Unit,
de divulgogtio no website Enwolver todas os nossos pessoos naimplementagio EDP;
daempresa, na intranet, por cormeio eletrénica, domesma. Brand Global Unit, EDP.
ecom afixogho em locais internos de reconhecida
visibilidade.
Realizagto de ogtes de formago dirigidos as Contribuir para um processo de selegto e People & Organizational Development
pessons responsdvels pelos entrevistos de selegio e recrutomento justo Global Unit, EDP;H2R, EDP GS.
recrutomento sobre procedimentos de e objetivo para mulheres
selectio & recrutamento sem enviesamento & homens.
de género

Continuagdo da formaggio do Enviesamento Promoveruma culturade igualdodenclocalde  People & Organizational Development

Inconsciente, bemcomo de oferta formativa frabalho, favorecendo praticos de gesttio e Global
complementar relacionoda com os temas DEIP. coloboradores Unit, EDP;
CONSONantes coma mesma.
Atualizogio do atual Promover o experiéncia de parentalidede naEDP;  People & Organizational Development
Kit Novos Pais. Garantir o direito oo gozo dos licengos de Global Unit, EDP; Salde e Bem-Estor,
parentalidode dos nossos pessoos; EDP Global Solutions
Incentivar os trabalhadores homens oo use
partilhada dalicenga.

Implementogtio do estratégia de bemestar na Assegurarum contexto de frabolhoinclusivee  People & Organizational Development
organizagdo, promovenda deum ambiente de souddvel, isentode Global Unit, EDP; Outros stokeholders
trabalho souddvel, energizado e prospero, 8 uma discriminago, que promove ou apoig internos
experiéncia centrada nas nossas pessoas aparentalidode e/ou do conciliogto entre avida
profissional, familiar
e pessoal.
Implementogtio de um modelo hibrido de trabalho, - Gorentir que o orgonizogto dos tempos de trabalho  People & Organizational Development
que auxilie as nossos pessoos naconciliogfodosua  contempla os necessidodes de conciliogoentrea  Global Unit, EDP; Outros stokeholders
vida profissional e familior bemcomooseubem-  vida profissional, familior e pessool dos nossos internos
aestar PESS00S.

Implementagtio deum modelo de flex friday,  Gorantir gue o orgonizogto dos tempos detrabalhe — Peaple & Organizational Development

queouxilieos nossas passoos na conciliogtio contempla Global Unit, EDP; Outros stokeholders
da suavido profissional e familiar bem como os necessidodes de conciliogto entre o vida internos.
05eu bem-estar. profissional, familiar e pessoal dos nossos pessoas
Manutengao do canal de comunicago, Dor resposto apossivels condutos ndo éticos no Ethics & Compliance, EDP

onde todos podem relatar condutas ndo éticas empresa, garantindo o seguranga e bem-estar
na empresa, incluindo temas relocionodos com de todos os nossos pessoas.
assédio no trabalho ou discriminagdio [Speak up].

género feminino nos dreas STEM Representogo femininanas dreos STEM.  https://www.edp.com/pt pt/pesscos/diversid

ade equidade-inclusa
Aumento continuo do Nimero de indicadores Nao obstante ser jdumamedida
nimero de indicadores de género ou segmentados implementada, continuamos focodos no
de género ou segmentados por género. desenvolvimento continuo de ferromentos de
por génera, foce oo ano recolho, fratomento e ondlise de dodos de
anterior modoa aprofundar o copacidode de
avaliogdo e reporte de gucldode de Génera.
Implementagtio de Nmero de sesstes Informogéo sobre o Politica DEIB em:
sessies de sensibilizago de sensibilizagto https:/fwww.edp.com > Pessoas »
ecopacitagdo sobrea desenvaolvidos; Diversidode,
Politica de DEIB (>2); Equidade e Incluséio

Sempre que possivel, ossegurar que Nimero de sesstes de formagto realizodas;
condidaturas sejom deum génaro sub- Nimero de participantes nos sesstes de
representodo. Disponibilizagto dos guias de formagto.
recrutomento; Realizagto de sessbesde
formagtio, 1 por coda plblice-alvo dos Guios:
equipos de recrutormento, profissionais dos
treas da gestdo pessoos e lideres.
Promover acapacitogdo Ntmero de coloborodares que completoroma Em 2023, 0 e-leaming foi introduzido pelo
tos nossos pessoos, formagtio; Abranger, pelomenas, 80%dos  primeira vez no onboarding global. Alem
em temas de Diversidade novas odmisstes naEDP e novos lideres.  disso, tivemos ainda as seguintes iniciotivas
ondeaborddmos o tema: 1. Breaking Barriers:
Clinic sobre Acessibilidade Digitdl; 2.

Breaking Barriers: Workshop sobre
Acessibilidode Digital; 3. Enviesomento
Inconsciente Online (Programa Lead Nowj; 4.
#lAmRemarkable by Google
Disponibilizagto Nimero de coloboradares impactodos pelo
doKit Novos Pais o todos KitNovos Pais; Satisfagéo com o KitNoves
oscolaboradores EDP Pais

Obtengtio docertificogfioglobalefre  Conclustio e obtenglio dacertificogio global,  Desde 2023, que os guios de suporte o

integracdo de iniciotivos de bem-estar em Nmero de iniciativos de bem-estar PIOCessos
programas estruturais daEDP integrodas nos processos internos/ avaliogto de desempenho passaram aincluir
programas estruturois informagdo sobre o tema de seguranca
psicologica

Manutengo do modelo de trabalho hibrido — Nmero de colaboradores com modelo de
trabalho hibrido; Satisfagto come modelo de
trabalho hibrido

Manutengtio domodelo de flex frida Nimero de coleberadores com acesso oo

modelo de flex friday; Satisfogtocomo
modelo de flex friday
Zero condutas nio Mimero de condutos ndo éticas reportodas na
gticos reportodosna EDPR EDPR
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Preveniio do pratico de assédiono
trabalho

Igualdode nos condigGes de trobalho

Igualdade nos condigGes de trobalha

Estratégio, missto e valores do empreso

Estratégio, missdo e volores do empresa

Estratégio, missto e valores do empreso

MEASURE OBJECTIVE DEPARTMENT RESPONSIBL E AND BUDGET TARGET INDICATORS OBSERVATIONS
STAKEHOLDERS
Disponibilizagho de novos formagGesem  Sensibilizar e formar sobre o Ethics & Complionce, EDP Noooplicavel — Disponibilizago das formogGesatodosos  Nimero de colaboradores que completaram
Etica, internamenta, que incluem, entre outros  prética de ossédio no trabalho & coloboradores. as formagBes
temos,aimportnciodaprevengiodo  de outrosofensos dintegridode
ossédio fisica ou moral, liberdode, honra
ou dignidode dos nossos pessoas.
Consolidogio e melhorio Continuado Modelo  Assegurarumprocessode  People & Organizational Development Aumentar onivel departicipago e ovaliogo  Taxode participagio no processo de
de Performance Individual [Holistic avoliogo justo eobjetivopara  Global Unit, EDP; Outros stokeholders (%) no Holistic Assessment; Gorantiruma  avaliogéio; Nimero de pessoos avaliodas
Assessment], garantindoum mulheres & homens, promovendo a intemos distribuigo de avoliogtes que sejajustoe anualmente;
processo de ovaliogfio mais meritocrdtico igualdode de oportunidades equitativa por género, geragdo e segmento,
& promovendo uma cuttura onde o “como” se minimizando os enviesamentos
entrego é tiio importonte e volorizado quanto inconscientes.
0 "guanto” se entrega
Premover amobilidode internade folentos — Contrariar borreiras estruturais @ People & Organizational Development — Incluido no custo Semmeta definida. Ntmero de movimentos do génera femining - Informagto sobre mobilidade internana EDP
diversificados. iguoldade entre mulheres e Global Unit, EDP previsto para emmobilidade interma; em:
homens; Contribuir para um maicr gesttioda https:/fwww.edp.com/pt pt/pessoos/experie
equilibrio entre mulheres e mobilidade ncio de-deserwohvimento
homens noempresa interna.
Celebrogo de efemérides, através do Assegurarum contexto de People & Crgonizational TBD Realizar companhas Nmero de sesstes realizadas; Stio exemplos de companhas globais
promogtio deiniciativos de marco,colongo — trobalho isento de discriminogéio Development Global Unit, EDP; globais associodos Nimero de participontes/pessoos a Semana Global da Diversidade e Bem-Estar
doano, relativas a lguoldade de Género em fungdodo sexo,da Outros stakeholders internos. adiversidode & impactados; Nivel deimpacto ouo Mind Your Mind, uma iniciativa que
eoutrosdimenstes dadiversidode.  parentolidede e/ou da conciliogao oo bem-estar (=2); esatisfogo dos/as participantes promove a satde mental na EDP.
entre avidaprofissional, Celebrar efemérides,
familior & pessoal. sejonuma componente
de sensibilizagto como
de agéo (>2).
Estabelecimento de relogtes de cooperagto Assegurar o respeito pelo principio People & Orgonizational Development Adefinir Estabelecer ou manter Nimero de entidodes e/ou Informargdo sobre algumos
com entidades plblicos e/ouorgonizactesdo  daigualdode entremulherese  Global Unit, EDP; Outrosstokeholders  consoante UM ou mais parcerios por projetos parceiros; parcerios em: https://www.edp.com >
sociedade civilque prosseguem o objetivode homens e ntio discriminagto nos extemos. necessidades do cado dimensto de DEIB Pessoos > Diversidode, Equidode e Inclusto
promover aigualdode entre mulheres e relogiies externas; Promaver & projeto. trabalhaova pela EDP. Igualdade de Génerc; Alguns exemplos:
homens consolidar relogGes externas no GRACE, APPDI, The Howthorn Club,
fimbito do promogdo da ForumiGen, Engenheiras por um dia, etc
igualdade.
Aberturo de oportunidodes de voluntoriodode Estobelecimento de relogiiesde  People & Orgonizational Development Manutengtio ou odesdoa NOmero de iniciotivos realizodas; Nomerode  Informagiio sobre o Voluntariado EDP et
competéncios, atravésdaomanutengloou  cooperogo com entidodes Global Unit, EDP; Social Impact iniciativas de voluntariodo participontes e voluntérios doprojeto. hitps://www.edp.com = Sustentabilidode »
estabelecimentode novasrelogesde  pdiblicos e/ou orgonizogies da Coordination Office, EDP. de competéncio ossocioda YES You Empower Society e em
cooperagiio com entidades plblicose/ou  sociedade civil que prosseguemo & promog&oda diversidode voluntariado.edp.com
organizagies dosociedode civilgue  objetivo de promover aigudldade e igualdade de génera.
prosseguem o objetivo de promaover entre mulheres & homens.
igualdade entre mulheres e homens.
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Renewables

EDP Renewables S.A. is a Spanish entity that is responsible for a group of subsidiaries and affiliates of
multinational nature (called "EDPR") that, since its creation, have identified themselves with the
principles of gender equality, so that, since 2008 and up until today, we have had a high number of
female employees and directors.

There is, on the part of EDPR, areinforced commitment to promote the development of merit,
assuming as an identity objective the scrupulous compliance with the rules and recommendations in
force in terms of gender equality.

Valuing differences in the business arena is equivalent to recognizing that men and women have
equally important professional roles, under conditions of equal opportunities and, therefore, have
diverse experiences and perspectives that can benefit the Company, by bringing a more complete
approach to the organization. As such, EDPR has a public target included in its

to keep the percentage of women in the company on 36%, and the percentage of women in
leadership positions in the company on 31%.

For EDPR, gender equality is of civilizational importance as a corollary of equal rights, freedoms,
guarantees, opportunities and recognition between men and women, also allowing skills and
knowledge to be enhanced through the inclusion of all, promoting a better work environment and
motivation and, consequently, higher levels of productivity and talent retention.

As described inits new and Diversity commitment, EDPR commits to promote mutual
respect and equal opportunities in the face of diversity, providing an inclusive work environment, free
of prejudice and discrimination, without determining or conditioning any type of decision based on
discriminatory factors, namely gender.

Furthermore, EDPR, as well as the entire EDP Group, is committed to ensuring the promotion and
incorporation of a culture of diversity and inclusion, based on respect for human beings and equal
opportunities, so that it is present in the Group's identity EDP and in the management of its employees,
serving as areference for the organization's internal and external performance.

As aresult, EDPR has beenrecognized by the Top Employers Institute as one of the best companies to
work for in Europe since 2019 and it is also a member of the Bloomberg Gender-Equality Index (GEI)
since 2020, a benchmark index that selects the most involved in the development of gender equality
worldwide.
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The present Gender Equality Plan (“Plan”) is part of a broader set of measures developed by EDPR,
which corresponds to the commitments and principles that have been already assumed by the
organization in terms of diversity, namely through:

* Promoting mutual respect and guaranteeing equal opportunities in the face of diversity;

* Therecognition of differences as a source of strengthening human potential and valuing diversity
in the organization, management and business strategy; and,

* The adoption of measures of positive discrimination and awareness-raising internally, as well as
within the community, in order to ensure an effective and efficient implementation of the diversity

policy.

Globally in the EDP Group, and under the motto “Adding differences is gaining future”, the objective
is to adopt a more diversified and inclusive perspective and culture, with specific goals and
quantifiable measures.

This Plan aims to serve the purpose of disclosing the set of measures adopted by EDPR, both
independently and as a member of the EDP Group, in accordance with the Guide for the Preparation
of Annual Equality Plans, created in the light of the provisions 18/2019, of 21 June, by the
Commission for Equality at Work and Employment, covering the following areas:

* Equalaccess to employment;
* Initial and continuous training;
* Equality in working conditions;
* Remuneration equality;

» Parenting protection;

* Reconciliation of professional activity with family and personal life.
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Renewables

As a global company, EDPR's gender diversity should be analyzed considering the universe of its
employees, as well as the geographies and respective socio-economic systems where it operates.

EDPR's strong commitment to gender balance translates today into areality in which, at the end of
December 2023, 34% of employees are women; a considerable number considering a sector thatis
traditionally male. We also increased the number of women in the technical area from16% in 2020 to
19%. In addition, female representation in leadership positions has increased by 5 percentage points
inthe last 7 years, from 23% in 2015 to 28% in December 2023. This evolution is the result of EDPR's
unequivocal commitment to promoting and incorporating a culture of diversity and inclusion.

Female Gender Representation in Leadership
Positions - EDPR

28%  28% 0
6%  27%  25%  24% o395  23%

111

2023 2022 2021 2020 2019 2018 2017 2016 2015
(81.12) (81.07) (30.068) (31.12) (81.12) (3112) (31.12) (81.12) (3112)

At the Shareholders' General Meeting held on March 26, 2020, the Board of Directors made public its
particular interest in supporting gender diversity in accordance with Law No. 62/2017 of the 1st of
August, and proved a specific commitment to the seventh resolution of the agenda which intended to
promote that, in the first elective general meeting to be held after the end of the current term of office
of the members of the Board of Directors, the percentage of members corresponding to the least
represented gender will be 33.3%.

Consequently, at the general meeting held in April 2021, the reelections and appointments of the
members of the Board of Directors were approved, contributing to a more agile, independent and
diversified corporate management structure, reaching the presence of 33% of women.

Female Gender Representation on the Board

of Directors - EDPR
33% 33%  33%

20%  20%  20%  qgo
I I I I o o o
H B B

2023 2022 2021 2020 2019 2018 2018 2017 2016 2015
(31.12) (31.07) (12.04) (26.03) (11.04) (27.06) (03.04) (06.04) (14.04) (09.04)

Finally, at the end of 2023, the female representation in in the Management Team of EDPR, was at
25% (Top and Senior Management).

14



©)edp

With the aim of achieving effective equality of treatment and opportunities between women and men,
promoting the elimination of discrimination based on gender and encouraging the reconciliation of
personal, family and professional life; EDPR has approved and implemented regulations, policies,
procedures and internal mechanismes.

The Corporate Department called HR includes in its duties the definition, coordination and
implementation of people management policies within the scope of Diversity and Inclusion, in order to
ensure the principle of equal opportunities in the following areas:

Recruitment and selection: EDPR is committed to recruiting and selecting, valuing equally the skills,
aspirations, needs and responsibilities of women and men;

Training and knowledge sharing at EDPR: EDPR is committed to encouraging both, women and men,
to lifelong learning and to fully utilize their skills and knowledge;

Remuneration, social benefits and conciliation between professional and familiar/personal life,
associated to different life stages: EDPR undertakes to ensure in its salary policy, compliance with the
principle of “equal pay for equal work” among employees of both genders and according to merit;

Career management: In career promotion and progression processes, EDPR is committed to equally
recognizing the skills of employees (educational qualifications, training and professional experience),
regardless of gender.

In 2020, EDPR created a Diversity, Equality and Inclusion Committee, whose main objective is to
reflect the company's strategy in Diversity and Inclusion that the definition and development of
initiatives that contribute to the global and local action plans, and to promote knowledge sharing and
best practices. As aresult, during the pandemic, we improved measures related to Gender Equality,
participating in initiatives such as UN WOMEN's "Generation Equality", and promoting the
importance of gender equality among the management team. As a result of its performance and
measures implemented during 2020 and 2021, EDPR was included for the fourth consecutive year in
the Bloomberg Gender-Equality Index (GEl) in January 2023.

The table in the Annex presents the measures for gender equality and their implementation status at
EDPR, especially at EDPR PT, which are in force or will come into force, depending on the respective
case, until December 31, 2025. There are additional measures in the plan of EDP SA which will be
applicable to the entire EDPR Group.
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The measures foreseen in the Plan for Gender Equality are periodically evaluated and monitored by
EDPR in order to ensure full compliance and to identify opportunities for improvement.

This support is ensured by an HR operational team, whose responsibilities are expressed in the EDPR
Diversity Commitment, as follows:

» Toensure and monitor the implementation of initiatives, continuous improvement plans and
diversity measures;

* Tosetupwork teams or refer the implementation of measures to the appropriate organizational
structures and define the respective deadlines;

* Toensure the dissemination of various initiatives, continuous improvement plans and measures in
terms of diversity, as well as their articulation with other transversal interventions, such as the
Ethical Process or the relationship with Suppliers, among others;

* To monitor the impacts of the diversity policy through the analysis of specific indicators.

The balance of the initiatives developed and the internal gender equality indicators are disclosed
annually in EDPR Annual Report. Also, the fact that EDPR is a certified company in terms of
conciliation and equality requires a six-month monitoring of all measures and indicators in the field of
gender equality, also being subject to annual internal and external audits.

In addition to the EDP Group's effort to implement the measures it is committed to, EDPR has joined
forces with various entities, established partnerships and collaborations, integrated working groups
and participating in forums and seminars.

This joint approach encourages the sharing of best practices between companies and entities from
various sectors at the national and international level, thus contributing to promote equal
opportunities between men and women in different organizations and in society as whole.
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At EDPR, to add differences is to go further, it is to unite points of view and ways of seeing the world,
and to integrate all dimensions, and to be consciously inclusive and, likewise, gain competitive
advantage.

As a socially responsible company, EDPR embodies the principles of Diversity and Inclusionin its
values and practices. The Company aims to attract, develop and retain different sources of talent,
assuming diversity as an enhancer of organizational innovation, which allows us to acquire a more
complete vision of our own society where we include ourselves.

EDPR's main objectives are to contribute to the improvement of the quality of life of the Group's
employees, eliminate career barriers, promote a better balance between personal and professional
life and always promote gender equality.

In addition to the support and commitment of the Management Team and the Board of Directors of
EDPR in the continuous improvement of working conditions, and the clear commitment to merit and
efficiency; there is, from these bodies, a focus on diversity and inclusion to the extent that it is
becoming an increasingly critical factor for success, being truly present in the strategic agenda of
people management at EDPR.

EDPR, as well as the entire EDP Group, remains determined to follow this path, as well as to reinforce
its diversity in other parameters, as it believes that it is through the inclusion of this diversity thatitis
possible to bring new approaches and more value to the business.

As a global company, EDPR now has more than 68 nationalities and a growing demand for hiring new,
more analytical and technological profiles, in line with the digital transformation and generational
renewal of the Company.

The aim s to promote a culture that attracts and enhances talent, encourages personal and
professional development, is committed to flexibility, recognizes and rewards excellence and merit,
values individuality and, ultimately, that also creates an environment of well-being, respect, equal
opportunities and productivity for all.
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Annex

Company strategy, mission, and values

Company strategy, mission, and values

Company strategy, mission, and values

Equol access to employment

Initial and continuing training

Parental leave protection

Work-life balance

Waork-life balance
Work-life bolance

Preventing harossment atwork

Job Advertising,
Selection,and
Recruitment

Licenses/Shared
licenses

MEASURE OBJECTIVE

Implementation of the DEIP strategy inthe  Implementing an action plan and
organization in order to achieve the objectives specific public targets by 2028.
related to Gender Equality [DEIB Roadmap to
anlinclusive Workplace].

Disaggregation of all dato by gender inallthe Ensure the implementation of the
company's management tools, namelyin - DEIP strategy and related policies,

diognostics andreports (P&0 Scorecard).  theequality plan, and the action
plan, clong with their monitoring,
follow-up, ond sustainability.
Dissemination of the Diversity, Equity,  Ruoise owareness of the policy ond
Inclusion, and Belonging Palicy (DEIP), its its strategicimportance for the
measures and objectives, through organization; Involve all our

owareness-roising sessions, disseminationon  people inthe implementation.
the company's website and intranet, by email,
and by posting them in ploces of recognized
vigibility.
Helding training sessions forthepecple  Contribute to afair and objective
respansible for selectionond recruitment — selection ond recruitment process
interviews on procedures without gender bias. for women ond men.

Continuation of the Unconscious Biostraining, Promoting a culture of equality in
os well os complementary training relatedto  theworkplace, encouraging
the DEIP themes. management practices and
employees that are consistent with
it.

Updating the current New Parents Kit. Promate the experience of
parenthood ot EDF; Guarantee the
right to parental leave of our
people;Encourage male
employees to share porental leave.

Implementation of the organization's Ensuring an inclusive and and
wellbeing strategy, promoating a healthy,  healthy working environment, free

energized, and thriving work environment, and from discrimination, that promotes

o people-centered experience. or supports parenthood and/or
reconciliotion of professional,
family, and personallife.

Implementationof a hybrid workingmodel — Ensuring that the organization of
that helps our people bolance their working hours oddresses the need

professional and family lives, as well as their  for our people to balonce their
well-being. professional, family, and personal

lives.

Implementaticn of a flex friday model, that ~ Ensuring that the organization of
helps our people balance their professional - working hours tokes into occount
and family lives, os well os theirwell-being.  the need toreconcile our peaple's
professional, family and perscnal
lives.

Maintenance of the communication channel  Addressing potential unethical
where everyone canreportunethical conduct conduct in the company, ensuring
within the company, including issues related the sofety and well-being of all our

to harossment ot work or discrimination pecple.

[Speak up].

DEPARTIMENT RESPONSIBLE AND
STAKEHOLDERS
People &
Organizational
Development Global
Unit, EDP;

Other internal stakeholders.
People &
Organizational
Development Global
Unit, EDP.

People &
Organizational
Development Global
Unit, EDP;
Communication
Global Unit, EDP;

Brand Global Unit, EDP.
People & Organizational Development
Global Unit, EDP; H2R, EDPGS.

People &
Organizational
Development Global
Unit, EDP;

People &
Organizational
Develapment
Global Unit, EDP;
Health and Well-Being
EDP Global Solutions

People &
Organizational
Development
Global Unit, EDP;
Other internal stokeholders.

People & Organizational Development
Global Unit, EDP; Other internal
stakeholders.

People & Organizational Development
Global Unit, EDP; Other internal
stokeholders.

Ethics & Complionce, EDP

BUDGET TARGET INDICATORS OBSERVATIONS
Notapplicoble  Incrense female representotionat EDPR;  Femole representation; Female representation Information on the gender equality torgets at:
female representation inleodership; female  inleodership; Female reprezsentation inSTEM  https:/Awww.edp.com/en/people/diversity-
gender in STEM arens. areas. equity-inclusiongdiversity--equity-—-
inclusion
Notapplicable  Continued increase inthe number of genderor - Number of gender indicators or gender- Although this measure has alreody been
gender-segmented indicators compared to segmented indicators. implemented, we continue to focus onthe

the previous year. ongoing development of tools for data
collection, processing, and analysis to deepen

our copacity to assessment and reporting on

Gender Equality.
Notapplicoble  Implementation of owareness-raisingand ~ Mumber of owareness-raising sessions held. Information on the DEIB Policy at:
training sessions on the DEIB Policy (>2). https:/fwww.edp.com/en/people/diversity-
equity-inclusion#diversity--equity-—-
inclusion

Whenever possible, ensure thot applications  Number of training sessions held; Number of
are froman under-represented gender. Moke participants in training sessions.
the recruitment guides available; Hold training
sessions, one for each target audience of the
guides: recruitment teams, people
management professionals, and leadars.

Notapplicable  Promote the training of our people indiversity Number of employees who have completed  In 2023, e-learning wos introduced for the
issues. the training; Cover ot least 80% of newhires  first time in glabol onboarding. We also had
at EDP and new leaders. the following initiatives where we addressed
the topic: 1. Breaking Barriers: Clinic on Digital
Accessihility; 2. Breaking Barriers: Workshop
onDigital Accessibility; 3. Unconscious Bias
Online (Lead Now Pragram}; 4.
#AmRemarkable by Google.

Notapplicoble  New Parents Kit mode avoilable toallEDP Number of employees impacted by the New
employees. Parents Kit; Satisfaction with the New Parents
Kit.

Notapplicoble ~ Obtaining global EFR certification and Completion and achievement of global Since 2023, the guides supparting the
integrating well-being initiotives into EDP's  certification; Number of well-being initiotives performance oppraisal process hove included
structural programs. integrated intainternal processes/structural  information on the subject of psychological
progroms. safety.
Not applicable Maintaining the hybrid work model. Nummber of employees with ahybrid work
madel; Sotisfoction with the hybrid wark
madel.
Not applicable Maintaining the flex fridoy model. Number of employees with access to the flex
friday medel; Satisfoction with the flex friday
madel.
Notapplicable  Zerounethical conduct reported ot EDPR.  Number of unethical conducts reported ot
EDPR.

18



1

12

13

14

15

Annex

Preventing harassment atwork

Equal working conditions

Equal working conditions

Company strategy, mission, and
values

Company strategy, mission, and
values

MEASURE OB.JECTIVE DEPARTMENT RESPONSIBLE AND BUDGET TARGET INDICATORS OBSERVATIONS
STAKEHOLDERS
Provision of new in-house ethics training  Raising awarenessand Ethics & Compliance, EDP Not applicable Making training available to all Number of employees who have
courses, whichinclude, among other  providing training on workplace employees. completed training.
topics, the importance of harassment  harassment and other offenses
prevention. against the physical ormoral
integrity, freedom, honor, or
dignity of our people.
Consolidation and continuous Ensure a fair and objective People & Organizational Increase the level of participation and Participation rate in the evaluation
improvement of the Individual evaluation process forwomen Development Global Unit, EDP; Other evaluation (%) in the Holistic Assessment,  process; Number of people evaluated
Performance Model [Holistic Assessment], and men, promoting equal internal stakeholders. Ensure that the distribution of evaluations annually.
ensuring amore meritocratic evaluation opportunities. is far and equitable by gender, generation,
process and promoting a culture where and segment, minimizing LUnconscious
“how” you deliver is as important and biases.
valued as “howmuch” is delivered.
Promote internal mobility of diverse  Counteract structural barriers to People & Organizational Included inthe Notarget set. Number of female internal mobility  Information on internal mobility at EDP at:
talents. gender equality; Contributeto  Development Global Unit, EDP budget for movements. https.//www.edp.com/en/people/develo
achieving a better balance managing pment-experience
between women and menin the internal mobility.
company.
Celebration of milestones by promoting  Ensuring awork environment Peaple & TBD Carry out global campaigns related to Mumber of sessions held; Numberof ~ Examples of global campaigns: Global
initiatives throughout the year relatedto  free from discrimination based Organizational diversity and wel|-being (>2); Celebrete  participants/people impacted: | evelof Diversity and Wellness Week or Mind Your
Gender Equality and other dimensions of ongender, parenthood, and/or Development Global anniversaries, bothinterms of awareness impact and satisfaction of the Mind, aninitiative that promotes mental
diversity. the reconciliation of Unit, EDP; and action (>2). participants. healthat EDP.
professional, family, and Other internal stakeholders.
personal life.
Establishing cooperative relationships  Ensure respect for the principle People & Organizational Tobe defined Establish or maintain one or more Mumber of partner organizationsand/or  Information on some partnerships at:
with public bodies andfor civil society  of equality between women and Development Global Unit, EDP; Other based onproject  partnerships for each DEIB dimension projects. https:/fwww.edp.com/en/peaple/diversit
organizations that aim to promote gender men and non-discrimination in internal stakeholders. needs. worked on by EDP. y-equity- inclusion#tgender-equality
equality. external relations; Promote and Some examples: GRACE,
strengthen extemal relations in APPDI, The Hawthorn Club,
the field of advancing equality. iGen Forum, Engineers for aday, ete
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