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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.

AtEDPR...

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 EDPR,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,andretaining 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&I) strategic agenda

through the DEI 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
Policyin2022. This policy defines shared principles, roles, and responsibilities to
embed inclusioninto 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 EDPR, 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, EDPR 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
in leadership positions

31%

Women in top and junior
management positions

44 %

Women in
STEM positions
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EDPR 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 27 markets, with over 2,900 employees representing 58
differentnationalities. As a truly global organization, itis essential to understand
gender diversity within EDPR 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, EDPR has strengthened its commitment and
investmentindriving greater gender balance andrepresentation at all levels of the

organization.

Today,womenrepresent 34 % of our totalworkforce - afigure 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
EDPR, 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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WomanatEDPRin2024

Globally
Globally inleadership positions
Executive Board of Directors

Generaland Supervisory Board

New admissions

33,7% 31%
24.4% 31%
43% =
38% =
26,3% -

Ensuring gender representation within organizationsis essentialnot only because it
reflects the true diversity of the world we live in, but also because it helps break down
stereotypes thatcan limitindividuals and hold back society. Greater representation
creates new role models and drives change.

At EDPR, this commitment extends to our top leadership levels. Currently, women
represent 4 3 % of our Executive Board of Directors and 38 % of our General and
Supervisory Board, figures that exceed the requirements set by applicable
legislationin some countries (e.g., Portugal). In addition to these governance
indicators, we continue to monitor and disclose gender representation and other key
socialmetrics 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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Itis a strategic action plan that guides how EDPR operates across the various
dimensions of DEIB. This plan, which is reviewed annually, includes an internal
diagnostic and an action planwith specific initiatives.

The DEIB Council is a strategic governance body responsible for driving the
implementation, alignment, and continuous improvement of EDPR’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 aimto generate exceptional value at every stage of our people’s journey,
putting EDPR’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:

- DEBPolicy
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.

- CodeofEthics
Itis areference document that sets out how we work at EDPR and how we
wantto 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 EDPR Group.

- GlobalPeople&OrganizationPolicies
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 onmeasures 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 EDPR’s people management and
organizational development policies, procedures, and processes. In Portugal, these
Plans are regulated by Law no. 62/2017 of August land by Article 3 of Normative
Order no.18/2019 of June 2%in Spain, they are governed by Royal Decree 901/2020
of October 13.
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The EDPR 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,
coveringits fundamental principles andits significance for companiesand 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’s right.

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 EDPR employees and is particularly emphasized for team leaders through
the LeadNow program- aninternalinitiative for developing newleaderswithin
the organization.

At EDPR,we mark key global observances throughout the year as an important way
toraise 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 EDPR 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 on
different names in different geographies, such as Pride on the Move in Portugal or
SynERGYy Groupsin North America.
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At EDPR,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 EDPR,we believe in investing in the development of all our people, ensuring
accesstolearning opportunities thatstrengthen 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. Itsinspiring 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
EDPR Spain
Spain
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Succession planning at EDPRis 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 a
leadership pipeline that reflects EDPR’s commitment to equal opportunities and
varied perspectives.

Equal pay is an ongoing project at EDPR 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.INn2022/202 3, the Global Compensation
Framework was implemented to establish a unified remuneration strategy within
the EDPR 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,

EDPR 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, EDPR 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 andinreconcilingday-to-day responsibilities materializedinthe
new hybrid work model. This model considers the possibility of employees, in
compatible functions, working remotely two days a week.

A global initiative across EDPR 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, EDPR has promoted a set of initiatives that place mental health as a priority
for all people. Inline with the EDPR Group’s global well-being strategy, this initiative
focuses on mental healthand 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.

EDPR 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).

Each birth or adoption of a child by an active employee is celebrated with a gift
for the new parent.

A guide to support employees before, during, and after the birth or adoption of a child,
providing essential legal information and details about the benefits the company offers
during this new stage of life.

A day off for employees with children or grandchildren up to 12 years old,
to accompany them on the first day of school each academic year.
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Diagnosis

At EDPR,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 an Inclusive Workplace” project, which guides our DEIB
2023—-2026 action plan, included a comprehensive diagnostic phase. This
covered multipledimensions of diversity and helpedidentify 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.

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

Conducted every two years (or as needed), this survey assesses how our ethical
values are embedded inthe organization, the awareness of our Code of Ethics,
reporting channels,andreflection 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
EDPR 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.
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Actionplan

The current Gender Equality Plan (‘the Plan’) brings together a set of actions
designed by EDPR 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
suchas:

understanding thateach person has their own unique
experience and learning journey

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

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

At EDPR, 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:
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01

Strategy,
Mission Statement,
and Values

04

Equal Working
Conditions

06

Reconciling
Professional Life
with Family and
Personal Life

05

Parental
Protection

03

Initial and
Lifelong Training




Redefinethe DEIB
strategybasedon
externaltrendsandthe
new Business Plan.

Redefine the Diversity,
Equity, Inclusion &
Belonging Policy (DEIB)
toreflectexternal
trends,the new
Business Planand the
recentorganizational
transformation.

Appointmentofa
dedicated Board-Level
DEIBChampionto
actively sponsor,oversee
andcommunicatethe
DEBstrategy acrossthe
entire organization.

AlignDEBpriorities with
business strategy and
markettrendstoensure
relevance,impact and
sustainability.

Ensurethatthe Policy
remainsrelevant
andstrongly aligned
withthe company’s
strategicdirectionand
transformation, actively
involvingallemployeesin
itsadoption.

Ensuretop-level
governance,
accountability and
visibility for DEIB
commitments,
reinforcing the strategic
importance of equity and
inclusionasintegral parts
ofthe businessplan.

People& Organizational,
EDPR;

Otherinternal
stakeholders.

People& Organizational,
EDPR;

Otherinternal
stakeholders.

Executive Board of
Directors;

People& Organizational,
EDPR.

Tobe
defined
according
toproject
needs.

N/A

N/A

Tobedefined according
tothe newBusiness Plan
and P&Ostrategy.

Implementation of
awareness-raising and
training sessionsonthe
DEIBPolicy (>2year);
Developmentof content
onthe DEIBPolicy
(>2year).

Tobedefinedin
alignmentwiththe
Sponsor.

Tobedefinedaccording
tothe newBusiness Plan
and P&Ostrategy.

Number of
awareness-raising
sessionsheld;

Number of DEIPPolicy
communicationsinour
media;

Numlber of interactions in
the GenderEquality Plan
communications.

Tobedefinedin
alignmentwiththe
sponsor.

Global

Global

Global

Informationonthe DEIB

targetsat:
https://www.EDP.com

Informationonthe DEIB
Policy at:
https://www.EDP.com

N/A
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Creationand
maintenanceofa
biannualinternal
consultativebodyasa
spacetocreategreater
internalinvolvement

in DEIPissues,giving
visibility tothe company’s
bestpracticesand
definingguidelines
forfuture action[DEIB
Council].

Disaggregation of alll
databygenderinallthe
company’s management
tools,namelyindiagnoses
andreports.

Dissemination of

the Equality Plan,

its measuresand
objectives, through
awareness-raising
sessions, dissemination
onthecompany’s
website, intranet, emaiil,
andpostinginhighly
visible internallocations.

Ensuringthe
implementation of the
Equality Planand other
internaltools, their
monitoring, follow-up
and sustainability.

Ensuringthe
implementation of

the DEIBstrategy and
respective policies,
equality planandaction
plan,its monitoring,
follow-up and
sustainability.

Topublicizethe Gender
Equality Plonandits
strategicimportancefor
thecompany,aswellasto
involveallourpeopleinits
implementation.

Executive Board of
Directors;

People& Organization,
EDPR.

People& Organizational,
EDPR;

Reward & Analytics
Services, GSS.

People& Organization,
EDPR;
CommunicationGlobal
Unit,EDPR;

Brand Global Unit, EDPR.

N/A

N/A

N/A

Atleastsessionofthe
Committeeperyear,
with clear progresson
thevisibility of the DEIP
issueinthe EDPRaswell
astheimplementation
of concretemeasures.

Continuedincreasein
thenumber of gender
orgender-segmented
indicatorscompared
tothepreviousyear.

Updatingthe website and
Intranetwiththe measures
thatmake up this Plan
and/or the promotion

of Gender Equality.

Number of Committee Global
sessions;

Number of measures

implemented because of

the Committee’ssessions.

Number of genderor Global
gendersegmented

indicators.

Levelofupdating Global
of internal/external

media(%).

N/A

Althoughthismeasure
hasalreadybeen
implemented,we continue
tofocusontheongoing
developmentof tools for
collecting, processing
andanalyzingdatato
deepenour capacity for
evaluating andreporting

onGender Equality.
N/A
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Disclosure of EDPR
initiatives and good
managementpractices
inthefield of equality
betweenwomenandmen,
internally and externally,
onthe companywebsite,
ontheintranet, by email,
andby postingininternal
placesofrecognized
visibility.

Celebrating global

observancesby
promotingmilestone
initiatives throughoutthe
yearonGenderEquality
andotherdimensions of
diversity.

Establishingcooperative

relations with public
bodies and/or civil society
organizations that pursue
the goalof promoting
equality betweenwomen
andmen.

Make a public
commitment (internally
andexternally)
topromotingequality
betweenwomen
andmen.

Ensuringaworking

environmentfreefrom
discrimination based
ongender,parenthood
and/ or reconciling
professional, family
and personallife.

Ensurerespectforthe
principle of equality
betweenwomenandmen
and non-discrimination in
externalrelations;
Promote and consolidate
externalrelations with
aview topromoting
equality.

People& Organization,
EDPR;
CommunicationGlobal
Unit,EDPR;

Brand Global Unit, EDPR.

People& Organizational,

EDPR;
Otherinternal
stakeholders.

People& Organizational,

EDPR;
Other internal
stakeholders.

N/A

Tobe
defined
according
toproject
needs.

Tobe
defined
according
toproject
needs.

Updatingthe website and
Intranetwith the measures

thatmakeup this Plan
and/orthe promotion of
Gender Equality.

Carryoutglobal

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

Establish ormaintainone

ormore partnerships for
eachdimension of DEIB
worked by EDPR.

Levelofupdating
of internal/external
media (%).

Numlber of sessionsheld;

Number of participants/
peopleimpacted;
Levelof impact
andsatisfaction of
participants.

Number of partner

organizations and/or
projects;

Number of initiatives
developedinpartnership
with partner entities and/
orprojects.

Global

Global

Global

Informationon DEIBat:
https://www.EDP.com

Examples of global

campaignsare the Global
Diversity and Wellbeing
week/global observances
(MindYourMind:an
initiative thatpromotes
mentalhealth).

Someexamples:GRACE,
APPDI, TheHawthorn
Club,FérumiGen,
Engenheirasporumdia,
etc..
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Collaborate with
informationtechnology
teamstocreateadigital
workplacethatmeetsthe
needsand desires of our
people.

Opening opportunities
for skillsvolunteering,

by maintaining or
establishing new
cooperation relationships
withpublicentities
and/or civil society
organizations that pursue
thegoalof promoting
equality betweenwomen
andmen.

Inspireand manage
inclusive internaland
externalcommmunications,
meetingtheneedsof
employees, partners,
suppliers and the wider
community.

Work with[Ttoenable
adigitalworkplace that
includesthe needsand
desires of employees;
Establish aninclusive
remote working
environmentwith
accessible technology;
Meetingthe technological
needs and requests of
diverseemployees.

Establishing cooperative
relations with public
bodies and/or civil society
organizations that pursue
the goalofpromoting
equality betweenwomen
andmen.

Ensure communication
thatisaccessible
toallandfreefrom
discrimination inform
andcontent.

People& Organizational,
EDPR;

Otherinternal
stakeholders.

People& Organization,
EDPR,;

Sociallmpact
Coordination Office, EDPR.

People& Organization,
EDPR;
CommunicationGlobal
Unit,EDPR;

Brand Global Unit, EDPR.

N/A

N/A

N/A

Workingwith [Ttoenable
adigitalworkplace that
includestheneedsand
desires of ourpeople;
Establishinganinclusive
remote working
environmentwith
accessible technology;
Meetingthe technological
needs and requests of
diverseemployees.

Maintainingor joining
competence-based
volunteer initiatives
associatedwiththe
promotionofdiversity
andgenderequality.

Responding tomedia
coverage;
Communicatethe
organization’s EVP
todiversetalent;
Promote inclusive
internaland external
communication.

Numlber of initiatives Global
carriedout;

Levelofimpactand
satisfactionofthe

measure’s beneficiaries;

Number of participants.

Numlber of initiatives Global
carriedout;

Levelofimpactand
satisfactionofthe

measure’s beneficiaries;

Number of project

participants and

volunteers.

Number of initiatives Global
carriedout;

Number of improvements
implementedinthefield of

inclusive communication.

Example initiatives:
Inclusive Design;
Inclusive Website

Information about
EDPVolunteeringat:
EDPYES.|EDP.comorat
voluntariado.EDP.com

Examples of initiatives:
Inclusive communication
guide;
Digitalaccessibility.
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Integration of aspects
relating to equality
betweenwomenand
men,reconciliation of
professional, family

and personallife,and
protectionduring
parenthoodininstruments
forevaluatingthe
satisfactionof maleand
femaleworkersandthe
organizational climate.

Ensuringaworking
environmentfreefrom
discrimination based
ongender,parenthood
and/or reconciling
professional, family and
personallife.

People& Organization,
EDPR;

Otherinternal
stakeholders.

Includedintheestimated
costforpartnershipand
platformmanagement
forthe Organizational
Climate Study project.

Maintaining orimproving
the currentconsultation
toolsandmomentsto
include, forexample,
questionsmoreoriented
towards aspects of equity,
inclusionandbelonging.

Participationratein Global
consultation sessions
aimed atgauging
perceptionsonthese
issues;

Levelof favorability (%)
(orequivalent)onissues
associated with Diversity
andInclusion;

Number of
self-identifications
fields/ channels available
inpeoplemanagement

systems.

N/A
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Implementation of
employerbranding
initiatives exclusively for
women,to counteract
structuralbarriersto
equality betweenwomen
andmenintheenergy
sector.

Training sessionsfor
peopleresponsible for
selectionandrecruitment
interviews onselection
andrecruitment
procedureswithout
gender bias.

PilotanEmployee
Resource Group (ERG)for
Early Careers.

Counteractstructural
barrierstoequality
betweenwomenand
men;

Increasethe pipeline of
womeninrecruitment
processes;

Contribute toabetter
balancebetweenwomen
andmeninthecompany.

Contribute toafairand
objectiveselectionand
recruitment process for
womenandmen.

Create adedicated safe
spaceforemployees
atearly careerstages
toshareexperiences,
access peer support, build
networks and strengthen
their sense of belonging.

People& Organization,
EDPR;
PeopleServices,
EDPRGSS.

People& Organization,
EDPR;
PeopleServices,
EDPRGSS.

People& Organization,
EDPR;
PeopleServices,
EDPRGSS.

Tobedefined
accordingto
projectneeds.

N/A

NVZ2N

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

Making recruitment
guides available;
Holdingatleast 3 training
sessions,foreachtarget
audienceofthe Guides:
recruitment teams,
people management
professionals andleaders.

Createadedicated safe
spaceforemployees
atearly careerstages
toshareexperiences,
access peer support, build
professional networks and
strengthentheir sense of
belonging.

Numlber of initiatives Global
carriedout;

Numlber of women

impacted.

Number of training Global
sessionsheld;

Number of participantsin
trainingsessions.

Number of active Global
membersengagedinthe

ERG;

Frequencyandtype of
ERGactivities/events

organized.

N/A

N/A

N/A
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Implementation of
aglobalprojecthub
with multidisciplinary
teamsfocusingonthe
dimensions of DEIB
[Inclusion Office].

Redefinethe DEIB
learning journey, aligning
contentandformatswith
thenewBusiness Plan,
organizational structure,

andupdated DEIBPolicy.

Promote projects that
guaranteeintensive
learningdaysonDEIB
topics,aswellasthe
implementation of
concreteinitiatives.

Ensurethattraining
effectively builds
awareness, skillsand
inclusivebehaviors,
fostering aculture of
belonging and equity
acrossalllevels.

People& Organization,
EDPR;

Other internal
stakeholders.

People& Organization,
EDPR.

Tobedefined
accordingto
projectneeds.

NVZAN

Acceleratingthe
implementation of the
DEBstrategy.

Promote the training of our
peoplein DEIBtopics.

Number of projects Global N/A
openedand initiatives

implemented,duringthe

project;

Number of employees

involved andtheir

satisfaction withthe

experience (NPS).

Number of employees Global N/A
whohavecompleted

training;

Coveratleast80 % of

new hiresatEDPRand new

leaders.

GenderEquality

EDPR
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Promotion of mentoring,
counseling,coaching
initiatives and/or
development programs
forwomen.

Consolidationand
continuousimprovement
ofthelndividual
PerformanceModel
[Holistic Assessment],
ensuring amore
meritocraticevaluation
processand promotinga
culture where “how” you
deliverisasimportantand
valuedas “howmuch”
youdeliver.

Promote internal mobility
ofdiversetalents.

Counteractstructural
barrierstoequality
betweenwomenand
men;

Contribute to abetter
balancebetweenwomen
andmeninthecompany
and indecision-making
positions.

Ensureafairand
objective assessment
process forwomenand
men,promotingequal
opportunities.

Counteractstructural
barrierstoequality
betweenwomenand
men;

Contribute to abetter
balancebetweenwomen
andmeninthecompany.

People& Organization, Tobedefined

EDPR. accordingto
projectneeds.

People& Organization, N/A

EDPR;

Otherinternal

stakeholders.

People& Organization, Includedin

EDPR. thecostof
managing
internal
mobility.

Provisionof atype of
mentoringinthe current
corporate mentoring
programoriented towards
the developmentof
femaleleadership;
Maintenanceof other
programs already
supported by EDPRfor top
leadership segments,and
extension of supportto
programs forintermediate
leadership segments.

Increasethelevelof
participation and
evaluation(%)inthe
Holistic Assessment;
Ensureadistribution of
assessmentsthatis fair
and equitable by gender,
generationand segment,
minimizing unconscious
biases.

10% of internalmobilities
in2026.

Numberof employees
involvedinthe program;
Participants’ level of
satisfaction.

Participationrateinthe
evaluationprocess;
Number of people
assessed annually;
Distribution of evaluations
by gender,generation,
segment.

Number of femaleinternal
mobility movements;
Satisfactionofthe female
genderwiththeinternal
mobility experience.

Global

Global

Global

N/A

N/A

Informationon DEIBat:
https://www.EDP.com

GenderEquality

EDPR

Theplan2025/2026
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Creationand
implementation of
procedurestoidentify
under-represented
groupsinsenior positions
sothatmorediverse
succession planscanbe
promoted.

Runinclusive leadership
workshops.

Consolidateallthelegal
andregulatory aspects,
international standards
and practices,andalll
theinternalmeasuresto
guaranteepay equity at
EDPR reducingsituations
thatcouldlead toinequity
andinjustice.

Counteractstructural
barrierstoequality
betweenwomenand
men;

Contribute to abetter
balancebetweenwomen
andmeninthecompany
andindecision-making
positions.

Equipleadersatalllevels
with practical skillsto
recognize bias, foster
diverseteamsand
actively promoteinclusion
indaily managementand
decision-making.

Ensurethe principle of
equalpay forequalwork
orwork ofequalvalue.

People& Organization, N/A
EDPR;

Otherinternal

stakeholders.

People& Organization, € 2,250
EDPR;

Otherinternal

stakeholders.

People& Organization, Tobedefined
EDPR. accordingto
projectneeds.

Ensurethatthe
under-represented
gender (women) is
represented by atleast
35 % ofsuccessors.

Equipleadersatall
levelswith practical
knowledgeandtoolsto
recognize unconscious
bias,fosterdiverse and
high-performing teams,
andactively promote
inclusionineveryday
managementand
decision-making.

Delivery of the projectwith
clearresultsontheinternal
pay equity analysisand
definitionof anactionplan
toreducethepaygap, if
applicable.

Number of successors Global
identified, with
informationaccordingto

gender.

Number of leaders/ Global
managerstrained (% of
targetaudience).

No.of measures Global
implemented under the

project, if applicable;

Ratio of women’s pay to

men’s pay;

Ratiobetweenwomen’s
andmen’sbasicsalary;
Ratiobetweenwomen’s

and men’s pay by career

segment.

N/A

N/A

N/A

GenderEquality
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Updating the matrix

of functionalfamilies
inlinewiththenew
organizational structure,
keepingthemodel
transparenttothe Group
andanintegral partof
people management
processes.

Developingand
updating the existing
GlobalCompensation
Model, significantly
strengthening
transparencyinall
aspectsrelatedtothe
topic.

Carryingoutaninternal
verification, and review
(if necessary),ofthe
determination of benefits
fortheentire EDPRGroup
andtheir communication,
torespectthe principle
ofequity andfairness
[EDPR GlobalBenefits
Framework].

Keeping amatrix of
functionalfamiliesupto
dateandtransparent,
inlinewiththe current
organizational structure,
toensurefair pay and
appreciation between
similar functions.

Improve the transparency
and effectiveness of the
GlobalCompensation
Model,ensuring na
equitable salary policy in
line with the principles of
genderequality.

Ensurethe principle of
equal benefits for equal
work orwork ofequal
value.

People& Organization,
EDPR.

People& Organization,
EDPR.

People& Organization,
EDPR;

Otherinternal
stakeholders.

NVZ2N

N/A

NVZ2N

Making the functional
families modela
recognizedstandard
andadoptedinallpeople
managementprocesses
withinthe Group.

Making the Global
Compensation
Modelthe Group’s
mainremuneration
strategy,recognized
forits transparency and
fairness.

Consolidationand
approvalofthe
globalbenefits
framework, launchand
communicationofthe
globalbenefits package
toourpeople.

Number of actions per Global N/A
functionalfamily;

Number ofreportsbuilt

with functional families.

Levelof compliance (%) Global N/A
ornumberof geographies

and business units

makinguseof the Global

Compensation Model.

Approvallevel(%)ofthe Global N/A
project;

Number of globally

alignedbenefits;

Number of

communicationpieces

made andimplemented.

GenderEquality

EDPR

Theplan2025/2026



Parenthood Study |l

- projecttodiagnosethe
needs of our people with

parental functions.

Studyingtheimpact

of parenthoodonour
people’sprofessional
experience.

People& Organization,
EDPR.

N/A

Diagnosis of the parenting
experience;
Actionplanforimproving
the parenting experience.

Levelof completion(%)of  Global
study;

Number of initiatives

implemented;

Satisfactionwiththe

parenting experience

atEDPR.

2nd edition of the
Survey.

GenderEquality

EDPR

Theplan2025/2026



Implementation of the
organization’s well-being
strategy, promoting

ahealthy,energized
and prosperous work
environmentanda
people-centered
experience.

Implementingahybrid
workingmodelthathelps
ourpeopletoconciliate
theirprofessional and
family lives with their
well-being.

Implementing aflexFriday
modelto helppeople
reconcile their work

and family life with their
well-being.

Ensuringaninclusive
and healthywork,
environment, free from

discrimination, which
promotesorsupports
parenting and/or the
conciliationof
professional, family
and personallife.

Ensurethatthe
organizationofworking
hoursconsiders theneed
toconciliateourpeople’s
professional, family and
personallives.

Ensurethatthe
organizationofworking
hoursconsiderstheneed
toconciliateourpeople’s
professional, family and
personallives.

People& Organization,
EDPR;
Otherinternal

stakeholders.

People& Organization,
EDPR;

Otherinternal
stakeholders.

People& Organization,
EDPR;

Otherinternal
stakeholders.

Tobedefined

accordingto
project
needs.

N/A

N/A

Achievingglobal
efrcertificationand
integrating well-being

initiatives into EDPR’s
structural programs.

Maintaining the hybrid
workmodel.

Maintenanceof the flex
Fridaymodel.

Completingand
achievingglobal
certification;

No.of well-being
initiatives integrated
intointernalprocesses/
structural programs.

Number of employees

with ahybrid work model;

Satisfactionwith the
hybrid work model.

Number of employees
withaccesstothe flex
Fridaymodel;
Satisfaction with the flex
Fridaymodel.

Global

Global

Global

N/A

N/A

N/A

GenderEquality
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Communication
channelwhereeveryone
canreportunethical
conductinthecompany,
including issuesrelated
toharassmentatwork or
discrimination [Speak up].

Protocolforthe prevention
andactionincases of
moral and/or sexual
harassmentinthe
workplace, throughwhich
zerotoleranceisshown
towardstheoccurrence
of any situation that
may constitute sexual
orgender-based
harassment,inany areaof
theorganization.

Availability of new
internal ethics training
courses,whichinclude,
amongothertopics,the
importanceof prevent
harassment.

Responding topossible
unethicalconductinthe
company,guaranteeing
the safety and well-being
ofallourpeople.

Improvingthe prevention
and combating of
harassmentatwork.

Raisingawareness and
educatingaboutthe
practice of harassmentat
work and otheroffenses
againstthe physical or
moralintegrity, freedom,
honorordignity of our
people.

Ethics & Compliance, N/A
EDPR.
Ethics & Compliance, N/A
EDPR.

Ethics & Compliance, Tobedefined
EDPR. accordingto
project needs

Zerounethical behaviors
reported.

Evaluatethe cases of
harassmentthatcome
totheethics channel,
guaranteeingthe
confidentiality and safety
of thereporting person;
Createanactionplan
involvingtheentire
organizationwhena
caseofharassmentis
confirmedasproven.

Making training available
toallemployees.

Number of unethical (€]le]ole]
conductsreported.

Number of harassment Global
casesreportedtothe
ethicschannel;

Number of harassment
casesintheethics
channelthatare
considered founded by
thecomplianceteam;
Levelof resolution (%)
and quality of treatment
ofharassmentcases
considered founded.

Number of employees Global
whocompletedtraining.

N/A

N/A

N/A

GenderEquality

EDPR
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Monitoring of new
legislationrelated tothe
issue of whistleblowing
management, particularly
the protectionof
whistleblowers, in
thecountrieswhere
EDPRoperatesto
review theprocedure,
documentationand
respective training.

Guaranteethe prevention
and combating of
harassmentatwork.

Ethics & Compliance,
EDPR.

N/A

Reviewofdocumentation  Global
andtrainingincomplaint
management.

Promoting aculture of
transparency in which
everyone feelsfreeto
speak up by providing
documentationtosupport
EDPR’snew Complaints
ManagementSystem.

N/A

GenderEquality

EDPR
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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, EDPRR 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 EDPR’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 EDPRR
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.

In the 2025/2026 Plan, EDPR 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 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, September 1,2025
EDP Renovaveis

GenderEquality

EDPR
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