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Step 2: Where can | make the most impact in my organisation?

Step 3: What do each of these levels enable your organisation to do?
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Our aim

With organisational D&I journeys being so varied and at
different stages we wanted to be clear that:

Your D&l intent and effort are the goal over perfectionism

We don’t expect, nor is it possible, to shift the D&l dial
overnight.

We’ve broken the approach down into steps so you can choose
your approach and take steps to effect positive change, as
opposed to trying to do everything and getting overwhelmed

Whilst the guideline is more UK culture oriented, the foundation
steps are internationally relevant and can complement your
local needs




Impact on industry, organisation
& individuals

Diversity & Inclusion (D&I) is a key element in an
organisation for driving growth, innovation, profitability,
consumer understanding as well as a key pillar within any
Environmental, Social and Governance (ESG) framework.

“Your stakeholders — from shareholders to employees — are
looking at your record on inclusion, diversity and social mobility
when making decisions. And they’re looking beyond what’s
needed to comply with legislative changes — for example, gender
pay gap and ethnicity pay gap reporting. They want to work with
businesses that demonstrate greater authenticity.

A commitment to IDE across the employee lifecycle, is important
for the communities you operate in - and for your own
organisation.”

KPMG, UK

o fast, go alone.

you want to

\_ |

If you want to go far,
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Step 1: What are the benefits of having ‘Flexible pathways for
recruitment and promotion’?
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Benefits

Internal Benefits

* It's business critical that a company’s workforce reflects its community
and customers

* Improvements in productivity, increased engagement

* Racial and ethnic diversity can impact financial performance more than
gender diversity alone, as earlier efforts to boost women'’s representation in
top levels of business have already yielded positive results

= Alongside recruitment, retention is just as significant

= Streamlining processes, reducing talent retention costs and improving
inclusivity culture

* Benchmarking and assessing DE&I performance with respect to industry
norms, other sectors, performance and voluntary initiatives

* Avoiding being implicated in publicised social and governance failures




Benefits

External Benefits

* Improving reputation, brand awareness and loyalty with a more
holistic approach

* Gives a competitive advantage to companies

* Increases the talent pipeline and gives hiring managers more
skilled people to choose from

* Enables external stakeholders to clearly understand the
company’s position on DE&

* Investors monitor the values and trends of non-financial indicators
to receive an overall picture of the company's future performance

= Creating equal opportunities for everyone leads to social progress

* Inclusive companies are 1.7x more likely to be innovation leaders

" 67% of job seekers said a diverse workforce is important when
considering job offers

* Racially and ethnically diverse companies outperform industry
norms by 35%




Step 2: Where can | make the most impact in my organisation?
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At each level, we have an opportunity
to strengthen the message around DE&I

Company Strategy

Culture
Values Mission
Vision Brand

Desired behaviours

Easy to apply Relatable

v / v vV v/ v v

Business Vehicles for driving and embedding change
Management
System (BMS) Standards Policies Programmes Procedures Projects Guidelines
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Step 3: What do each of these levels enable your
organisation to do?
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I Levels of impact m

Board

2 Company Strategy

3 Culture

4 Behaviours

5 Organisational change drivers

6 Vehicles for imbedding change

Develops strategy and leads the company to achieve long term success;

Determines the risks faced by the business;

Gauges the level of risk the company is prepared to take to achieve its strategy;

Ensures that systems of risk management and control are in place

Gives leadership and governance to the company as a whole, having regard to the views of
Shareholders and other stakeholders

Strategy help us define our business, gives it a set of values and purpose

It helps us understand what success actually looks like

It provides a roadmap for our business, shows the destination and identifies useful stopping
points along the way.

A strong company culture attracts better talent and, more importantly, retains that talent so
you have lower turnover, fewer new hires and better chemistry among your teams.

Start with your Values, Vision, Mission to articulate your brand for employees internally and
stakeholders externally

Behaviours, or ‘behavioural frameworks’, are essential within any workplace as they support
the business’s values and culture whilst helping to better manage expectations,
relationships and overall performance

A change driver is an internal or external pressure that shapes change to an organisation.
This includes change to strategy, plans, designs, products, services and operations.

Standards, policies, procedures, guidelines, programmes and projects are the main vehicles
of organisational change and should be identified, defined and prioritised to implement and
deliver the changes and benefits required.

Board

Board / Leadership
Team

Leadership Team /
HR / All employees

All

Lead by Leadership
and brought to life by
employees engaging

All
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Step 4: How and where can you make a positive change
in your organisation?
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Initial steps

There are a few simple steps to help get you in the best place to make changes to your internal recruitment and promotion processes:

1 Evaluation

2 Resources, Contracts
& Budgets

3 Get sign off

4 Create an improvement plan

5 Communicate

6 Review

Identify current policies, procedures, resources, support
services in place to ascertain your current timeframe
you are working within

Identify internal and external contracts you have in
place to support you with your recruitment and
promotion processes

Clarify your budget amounts, owners and approvals
process

Get clarity on your sign off process when looking to
recruit and promote employees to ensure its clear and
doesn’t slow down your process

Using the outcomes of your evaluation process from
step one above, create an improvement plan to help
articulate for the organisation the changes planned and
timeframe it will take

Ensure all stakeholders involved or impacted by these
processes is communicated to as relevant to
demonstrate transparency, openness and foster
engagement

Request feedback from your staff to allow for
continuous improvement

How easy is it for employees to find the relevant policies
and procedures? Do they understand them? Are they
clear where to direct their questions?

Do they reflect your approach to D&l fairly?

Have you got all the right provider contracts in place to
enable a smooth process?

Are Managers and their departments aware of recruitment
and retention costs?

Are you involving the right people at each stage of each
process?

Are you clear on where you need to make improvements?
Have staff had a chance to give feedback?
Do you have the right resources in place to action?

Are you clear on your communications strategy at each of
the stages of each process and ensuring you are making a
positive impact?

Provide multiple ways for stakeholders to send you
valuable feedback and take action
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Step 5: What are practical options my organisation
can consider and/or implement?
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Taking action: Inclusive Recruitment & Promotion

OFFSHORE
mu K ENERGIES UK
Measure and communicate the impact of D&l

Measures Have OR Need
(Company to
complete)

. Conduct an audit of your organisational Culture by measuring the key aspects of
leadership against the outcome measures such as organisational commitment,
engagement and employee and customer satisfaction

-

2. 360 Degree Feedback process for all Managers and Senior Leaders to help develop
self-awareness and positive behavioural change

&

Coaching and Mentoring programme to help develop self-awareness

»

Leadership development programme linked to core characteristics and competencies that
are based on organisational Values and behaviours with a mechanism to track the impact
of leamings and development

£l

Impact of the D&I Policy on overall Cempany communications, publications, safety
moments, project proposals.

6. “The uptake of D& supportive benefit ad paedures -
- Paternity leave, flei h e vor K 1y, re nopause support, feal hand e | Itei g, e nid real th
support, Employee Assisitance Programmes (EAP), employee development initiatives,
Staff Forums efc *

&1

Establishing comprehensive data about the makeup of your workforce and enable tracking
and reporting of changes and consideration of setting aspirational targets

8. Track the number of incidents reported to HR of requested workplace adjustments, racisim,
harrassment, bullying to engable tracking of issues and solutions to eradicate them

9. How often and in what way does your organisation reinforce D& policy, company Values
\ and behaviours, strategy

S

. The level of engagement in your annual employee survey to be conducted annually with
follow up pulse survey s on particular topics of high importance to employees

=

I

The level of engagement from genuine employee profilg o iferel aid eteral sciad
channels (doen on various D&l topics)

£

Are staff aware of national and intemational cultural holidays that are celebrated to enable
greater level of self awareness and support towards their colleagues

4. Ensure that all intenal forums (Staff, D& or any minority groups) are supported by senior
leadership and have a plan with clear actions that can be tracked and the impact reported —
on atthe end of each year

£l

Are employees and Managers able to easily access and undertstand the intemal -
recruitment and promotion processes?

OFFSHORE
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Measure and communicate the impact of D&I

Measures Have OR Need

(Company to
complete)

1. Conduct an audit of your organisational Culture by measuring the key aspects of
leadership against the outcome measures such as organisational commitment,
engagement and employee and customer satisfaction

2. 360 Degree Feedback process for all Managers and Senior Leaders to help develop
self-awareness and positive behavioural change

3. Coaching and Mentoring programme to help develop self-awareness




Inclusive Recruitment and Promotion Table

QFFSHORE
@U K eNeRGIes UK

Inclusive recruitment and promotion

In-house preparations Stakeholders | External Have OR Need
Support (Company to
Groups complete)

1. Culture Board / Senior

Establishing a clear Company Culture that establishes the importance ofD&l  Management

internally and externally should show up through: IHR

- Vision

~Values

- Vision/Mission statements

- Behaviours

- Perbrmance M anagem ent system

Note: referencing the above in online content, including social media, is an
important part of positioning the importance of D&l to your company

2.D8&I Policy HR

A policy lays the gmound work for your entire organisation and a critical it
stepto prom oting inclusive re cruitment

3. D&l trining HR
Imperitive to educated on addressing biases and prejudices within the

workplace, particularly managers who make hiring decisions. Thisdoes

not mean only delivering ‘Unconscious Bias training, something asa stand

alone has been proven to make no change in behaviours. Think more

broadly and make # relatable to your oryanisational culutre and nesds.

4.Build D81 into your employer brand Board /Senior  Ally Network
Building your stance on D&1 within your employer branding is essantialto lanagement

promating it to newtalent and engagign existing em ployses to support your  1or decisions

efforts. You can do this through

Sep,
. tior

" sh
01t e an,
o " e tig g 71 B 8
Communications de"”’n sz o0 ‘R Qemelv
iy b

General:

~The language and imagery you use consistently across relevant social ’g;“;ﬁ':;f
channels eg your website careers page, LinkedIn and other social media Marketing/HR
platioms

- Be open about being an LGBTQ-+ ally and howyour company does this
- Advertise your roles through alternative channels eg LGBTQ+ netvorks
and ally networks activities, community groups, Church groups, cuttural

t

insttutions, colleges and Non-Pm fit s i bigy by Peopy, o
~ Only use the rainbowlogo ifyour organisation truly is LGBTA+ inclusive D05ty 1O g Y Bk i

\ - Work with organisations such as Stonewall (UK)and InterEnergy (U K} to ,:Z’”'ac/n;:/afl’.«e,.,gf"’cﬂtig,,j}"’urHR , " jobg
ensure policies are inclusive of this comm unity ™ oty SOcia o9~ this o0 SSupe S t Stryg,
- Role modal artides on LinkedIn and social media that demonsirate your o b i, s o0y Pty MO 918 iy,
commitment level " g " Foacy, 00 gy 8 gy ntigy,
- Take an active part in and publish Gender, E thnicity and disability data T 9 fin %;‘?’ Shouy a/’eallt;,;d’”QCvs S
Sign the race at work charter and work towards each of the 5 key se Sl gy, Be ] :::t @ iy uaegsq,,l&n’e:f//ersla
areas: “Estapy: i 4 = SCripi 0
_Appoint an engaged and commited Executive Sponsor for Race Eng,, b"“”in N Yt ng,/yd.’"’?w ng’heia?

o Fgp ES Tusjy, t 4y, 80 i in

- Capturs sthnicity data and publiciss progress g Meas,  hirg, Y oy g
- Commit at board level to zero tolerance ofharassment and bullying R teon T Metre, 8o tp, oy,
- Wake clear that supporting equality in the workplace starts with assigning T "t

[ responsibility to all leaders and managers with employess fllowing their . S5t

exam ple

Take action that supports ethnicminority career progression eg
programmes, forums, policy, procedural chaages, reasonable adjusiments
made in the ofic sace dc
- Ring fence internships for competent ethnic minority candidates
- Implement ethnically diverse interview panels and candidate slaies
Website imagery:
- Advertising materials should show pholos of real employees refeting
current diversity. E nsure website conveys inclusivity by highlighting min ority
staffbut avoid using stock photos or same minority em ployee’s photos as
this looks tokenistic
Note: A survey by Deloitte found that 80% of workers consider inciusion
important when choosing an employer

Ll
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Inclusive Recruitment and Promotion Table

Inclusive recruitment and promotion confinued

Stakeholders | External Have OR Need

Support (Company to
Groups complete)

/ -

9. Job Description - Review the language and criteria Hiring Manager
o PHR

- Review all JD's for non-inclusive phrases can increase your diversity hiring
up to 80%.

- Ensure job titles for all roles are clear, appropriate for the level of
responsibility and level

- Using gender neutral atemative words can make a real difference.For
example:

-Instead of*‘Analysis’ consider using: Investigation, study, test research or
data

- Phrases like “strong E nglish language skills™ may deter non-natives.

- Readability che ck to ensure adverts are wiitten in plain English

- Subscribe to applications that help your job adverts appeal to wider range
of audiences by checking the language you use in them

Criteria:

- Ensure that that the JD is well written and dravs on the key elements

truly neded for the job eg putting degree rankings in asa must or years of
experience when it isn't essential to the job getting done

- Covid-19 and remote working has opened up more mles to people who
may prefer working fom home locations — consider offering remote werking
options

- Introduce accessibility tools on the Company careers page and website to
provide more options forneuro diverss candidates.

- Consider job titles and that using “senior” can im ply that the role is for
older peaple only

- Become an age indlusive employer — external organisation such as Age
Scotland can support employers to become more age inclusive

10. Hire for future predictors for success, not just past performanc e Hiring Manager
The world is changing at such a pace that past experience can no longer IHR

be the main predictor of future performan ce. Especially nowthat the future

ofwork has changed so much since the olobal pandemic hit. M aké this

mindset shif fo start accessing wider, more diverse pools of candidates and

get out ofthe loop ofhiring based on & CVbut ultimately firm eopl e ssed

on behaviors.

11. Interview process Hiring Manager
Important points to consider bfore unning an interview IHR
-Ensure you always accommodate any requests for people who are
differently abled well ahead ofthe scheduled interview eg “What can we
provide to help you do your job betier ifyou were o join our organisation?”
-Make al efforts to create a gender andior ethnically diverse interview panel
~Set up an environment that puts the candidate at ease and not like they are
infrant 0fa cold and unfriendly panel who arent prepared or present

-Keep competency atthe forefront o fthe interview process by setting and
asking all candidates the same questions using the same scoring against the
same set of criteria

-Use a livelrecent business problem in the interview o solve together and
really see how they work through challefges but also celebrate the wins, as
opposed o interogation techniques, firy d fdold direct questions, trying to
fn trests @ atd tem wt

~Do not ‘oversell the job asthisimpacis the candidates level oftrust and
respect in the Company brand if they do take the job and fin it's very
different

-Be present, ensure the recruitment team and process is there to help, be
transparent, and remember behind every resume is a human

~Maintain what we have learned during the pandemic and continue to

offer the option o fhaving video interviews o allow for fiei b lity, personal
preferences and account for caring responsibilities or travelling distance

RN/ 1/

Note: The interviewyou are conducting today is just another business
meeting but could be the biggest thing in the world right now forthe:
candidate

Remember: No amount ofemployer branding will ever fxa tarib e
candidate experience.”

UK



Inclusive Recruitment and Promotion Table

Inclusive recruitment and promotion cortinued

Development & Retention Stakeholders | External Have OR Need
(Company to
complete)

19. L&D and Talent Management HR/

AllManagers

Transparent prom ation process supported by’
-Talent management / career ladder fram evork dearly articulated to staff
and howithis links into performance managment, career development plans,
succession planning and strategy

- Compstency Framewnrk, techincal and managem ent path ways, adilable
for all smployees to see

- Clear succession planning process in place where identife 44 fare avare
where they sit on the plan, what their development steps are to getthere and
how the organisation will help them get there

- Supportive o femployee career development initiatives through allo cation
ofbudget, Coaching or Mentoring opportunities, training on and offthe job,
lunch and learns, stretch opportuntties, shadoving to name a few

- Utiise 380 or 180 Degree Feedback processes to allow for more fo cused
development efforts

- Create/procure development pogramm es for Managers and Leaders

- Ensure you have training development program mes, tools or modules for
alllevels, catering fordiverse development neads

20. Retention HR/

Focus on clear and transparent commincations around AllManagers

- Revard framework, ensuring the processis dear, transparent and easily
fund and understood by all employees

- Internal vacancies and howthey should be open to all staffand have no
qualifying periods

- Employee Recognition programmes in place that allow for “spot awards’, or
“feedback’ in real time and acknowledge howan individual has performed or
demonstrated company Valuss or behaviours in a stand out way. This can be
boosted if linked into your performan ce management process

- Ensure your employees have accessto employee groups where they can
give feedback, have their voice heard and help shape future intiatives that
make your organisation an even better place to work”




Step 6: What support resources are available through OEUK?
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Support through OEUK:

Organisation Membership ‘

D&l Task Group "Failure we can do alone.

Ally Network Success always takes help!"
@simonsinek

Employment & Skills Forum (HR)

2UK



Question:

“will you lead, or will you be led?”
Larry Fink, CEO BlackRock
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OC2UK

OFFSHORE
eNeRGles UK

Working Together, Producing Cleaner Energies

Aberdeen Office

4th Floor

Annan House

33-35 Palmerston Road
Aberdeen

AB11 5QP

+44 (0)1224 577 250

London Office

1st Floor

Paternoster House

65 St Paul’'s Churchyard
London

EC4M 8AB

+44 (0)20 7802 2400

OéUK.org.uR
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