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Currently, the company only becomes aware that 
employees are studying if the employee informs them 
directly and/or, in the case of certain countries, the 
employee lodges a formal request for the allowances 
granted them by law (a certain number of hours for study 
and no penalty for time off to sit exams).

At the same time, Group companies aim to encourage 
their employees to continue developing their skills 
through education. The Group believes strongly in staff 
development and would like to increase the number of EDP 
employees engaged in further study.

Staff breakdown by role

Guia do 
Acolhedor

9. In Portugal and the USA, most of the workforce falls 
into the category of ‘skilled employees’. In Spain, there 
are roughly equal numbers of ‘skilled employees’ and 
‘intermediate managers’, while in Brazil over half the 
workforce is made up of ‘semi-skilled employees’.

The fact that the EDP Group Corporate Centre is located in 
Portugal explains the relatively larger number of managers 
in this country. 

Staff breakdown by gender

10. With regard to gender, male employees make 
up 80% of the total workforce. This difference can 
be explained by the fact that the energy sector is, 
historically and traditionally, largely a male domain.  

As a proportion of total staff numbers, Portugal recorded 
the highest figures under this rubric. The Staff Adjustment 
Plan (PAE - see point 1) implemented here focused on 
streamlining operations by identifying employees working 
in areas requiring fewer human resources and whose 
functional or geographical redeployment proved unviable. 
These employees were referred to a specialised company 
that offers assistance in implementing individually-tailored 
socio-professional reorientation programmes - to help 
them find alternative employment, start their own business 
or participate in active retirement programmes.

In Spain, a staff rejuvenation policy has also been 
implemented at HC Energía. Under the terms of the HC 
Collective Employment Agreement, incentives were offered 
for staff seeking voluntary redundancy and pre-retirement. 
Also in Spain, Naturgás Energia provides a similar voluntary 
redundancy incentives programme.

No. work placements and interns

7. As part of its social responsibility and citizenship 
policy, EDP encourages work placements in Group 
companies. In addition to work experience for 
schoolchildren, EDP also offers professional internships, 
placements in partnership with educational institutions 
and summer work placements. The variation evidenced 
in the table stems from the different opportunities 
available in the different business units, as certain levels 
of quality are demanded of the interns taken on in 
particular areas.

EDP hopes that students will gain knowledge in the fields 
they are studying, experience of the work environment, 
and form excellent interpersonal relationships with their 
placement manager and the rest of the team. The aim is to 
contribute to their personal and professional development, 
while “winning them over” for potential future employment.

No. employees studying

8. There are plans for the relative number of Group 
company employees undertaking external courses of 
study to become a compulsory indicator and for EDP to 
publish this information.
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is provided by a Group company. The Group’s expenditure 
on healthcare services provided by Sãvida is not reported 
in this table, but in the following one.

Expenditure on staff benefits

12. EDP has the welfare of its employees and their 
families in mind, offering a range of complementary 
benefits to help improve their quality of life. The 
amounts spent (around € 196 million in 2008) on health 
services, pension funds, meals and child support, 
among other items, play testament to the support that 
the Group affords its staff.

The differences in expenditure by country, as presented 
in the table, merely reflect the different sizes of their 
respective workforces. 
 
EDP Group companies offer a complementary benefits 
package that includes medical assistance or health 
insurance for employees and their families; pension plan; 
maternity and paternity leave; and subsidised transport, 
education and meals. 
 
In Portugal, around 90% of employees are covered by a 
Collective Employment Agreement, with the remaining 10% 
(the more recent admissions) covered by the “Flex plan”, 
of wich - among other benefits - makes part the health 
insurance, i.e., medical assistance provided by a company 
or group.

The Staff Club, based in Portugal, offers a range of 
discounts on products and services including credit, sports 
and social and cultural activities. 
 
Employees in Portugal are also given Carnival, Christmas 
Eve or New Year’s Eve off, as well as a half-day on Easter 
Thursday. 
 
In Spain, HC Energía provides its employees with the 
necessary equipment enable them to work from home, as 
well as special terms for home and car purchase, school 
subsidies and holiday house rental opportunities. 
 
Also in Spain, Naturgas Energia gives four days off over 
Holy Week and three days off at Christmas and New Year.  

Until only a few years ago, women tended not to seek 
employment in this area.

As at 31 December 2008, women represented 19,82% 
of employees working in EDP Group companies across 
the various countries in which it operates. This figure 
corresponds to an increase of approximately 1% (0,8%) 
compared to the previous year (19,02%). The proportion 
of women in management/senior management roles at 
this date was 15,18%, corresponding to an increase in this 
segment in the order of 2,21% (in 2007 this figure stood at 
12,97%).

These figures reflect the Group’s tendency towards gender 
equality, as evidenced by the gradual increase in the 
presence of female employees in its workforce.

Expenditure on insurance policies for employees

11. The EDP Group invests significantly in protecting 
its employees, by providing health, life and pension 
fund insurance policies.  The largest outlay is on health 
protection.  

It should be noted that in Portugal, only employees not 
forming part of the Collective Employment Agreement (10%) 
are covered by health insurance. The remaining 90% have 
access to a separate healthcare scheme – Sãvida – which 
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These hours are later recouped over the course of the year. 
Employees can also opt to work an intensive day from 
8am to 2pm during the months of June, July, August and 
September. The company also provides one or two more 
days leave than required by law in the case of death of a 
family member. In addition, opportunities exist for financial 
support for staff training during working hours.  
 
At EDP Renováveis (Europe), all employees are given the 
option to work flexitime, and those not in management 
positions can choose to work an intensive day in the 
months of July and August.  They also have access to 
benefits such as life insurance, maternity and paternity 
protection and meal tickets.

In Brazil, employees have access to a healthcare scheme 
that includes dental treatment, meal and/or canteen 
subsidy, and personal loan assistance. 
 
EDP Group companies pay 14 monthly salaries to 
employees in Portugal and Spain, 13,33 to employees in 
Brazil and 12 in the USA. 
 
In 2008, staff benefits (medical assistance, pension funds, 
curtailments and retirement schemes) came to a total of € 
161,2 million, sum of the two first values of the last column: 
Total Medical Assistance + Total Pension Funds. The drop 
in this figure compared to 2007 is due to the restructuring 
projects undertaken in 2007 in the area of human 
resources, in particular the redundancy plans for staff over 
the age of 55 in Portugal, Brazil and Spain (the costs for the 
total amount of benefits paid to these employees until  

 

 

reaching the legal retirement age were reported in the year 
in which they were negotiated). 

‘Conciliar’ programme

13. EDP believes that whole, fulfilled people are more 
creative, energetic and positive. EDP knows that 
successful organisations are made up of such people. 

It was for this reason that the ‘Conciliar’ programme was 
launched, implementing a series of initiatives in the areas 
of health and well-being, family and education, personal 
and professional life and citizenship. The initiative has been 
implemented as part of a growing trend to introduce more 
work/life balance measures and policies.  
 
2008 saw the design of a corporate-wide project to 
promote reconciliation between employees’ professional 
and family/personal life. It was launched this same year in 
Group companies in Portugal, Spain and Brazil. 
 
CONCILIAR (‘reconcile’) aims to make employees’ daily 
and family life easier and more enjoyable, by making 
agreements which secure them discounts at places such 
as gyms, hotels and cultural institutions. 

In Portugal, EDP made bank deposits of €500 each for 
a total of 37 babies born to Group company employees.  
Nine female employees took advantage of special 
pregnancy leave beyond the period stipulated by law, 
corresponding to a total of 70 days. During 2008, several 
dozen children under the age of 12 visited the company 
premises where their parents work. 

The good performance of a son is always a reason of 
pride for the family and a factor of success deserving 
distinction. Therefore, EDP decided to award an annual 
prize for the best school results, as well as the participation 
of the younger ones in civic activities. In Portugal, in the 
launching year of this contest, a total of 169 young students 
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managed to collect 10.000 books for distribution to 12 
schools. EDP Group companies in Brazil also launched 
the ‘Solidarity at Christmas’ initiative.  Apart from forming 
seven choirs, 800 employees collected almost a thousand 
toys for children at five different institutions.  
 
There are plans to expand the CONCILIAR programme to 
the USA. Given that the American company was acquired 
by the EDP Group in 2007, this process should commence 
in 2009.

 

Union representation 
 
14. Union representation saw a drop of seven 
percentage points between 2007 and 2008. The main 
reason for this is related to the decrease in the overall 
number of employees.

According to the figures for 2008, 84% of Group company 
employees are represented by workers’ associations 
or unions and/or covered by collective employment 
agreements.

who accomplished secondary school or the first years of 
highschool, applied to the prize. 
 
In Spain, HC Energía also gave €500 to each baby born to 
an employee in 2008, a total of 42 children. In addition, the 
company provided assistance with nursery/school fees for 
39 children. At HC, 31 fathers and 19 mothers took paternity 
and maternity leave, respectively, and nine mothers opted 
to work a compressed timetable to help them during 
breastfeeding. Also in 2008, 25 HC employees went onto 
reduced schedules for family reasons. This company also 
sponsors the Junior Citizenship Prize and has several 
agreements with companies with a view to obtaining 
discounts for employees.

At Naturgas Energia, two employees enjoyed paternity 
leave and five maternity leave. Three members of staff 
went onto reduced schedules, and 2008 saw the company 
launch its Junior Citizenship Prize, an initiative aimed at the 
children of employees.  Various agreements are also in 
place for staff to obtain discounts on a range of products 
and services, and visits by children to their parents’ 
workplace are also encouraged.

EDP Group companies in Brazil have negotiated 
agreements with 35 academies in order to promote 
physical exercise as means to improve the health and 
well-being of staff. In a similar vein, 40 employees were 
sponsored to take part in athletics events and 385 in 
various other sporting competitions. Agreements were also 
signed with three travel agents to provide discounted fares 
for Group employees.

In terms of family support, a gift basket worth €60 was 
presented to the parents of 26 babies born to employees. 
Also in 2008, five pregnant mothers enjoyed 15 days 
special leave, while 17 took advantage of the legal 
maternity leave period. 52 children aged between 5 and 14 
visited their parents’ workplace. 194 children participated in 
company-sponsored holiday camps. 
 
Also as part of the CONCILIAR programme, 246 employees 
took a day off, confirming the company’s interest in helping 
staff effectively reconcile their personal and professional 
lives.

Five ‘open talks’ were also held during the course of the 
year, at which subjects of interest to staff were discussed. 
1.391 employees participated in these sessions. 580 
employees enrolled in the ‘Living art’ events, and the 
‘Enlightened literature at work’ sessions attracted 381 
employees in 14 different locations. Another four cultural 
events saw the participation of 444 members of staff. A 
‘Book collection’ initiative was run by 25 volunteers, who 
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Salaries are higher in Portugal in the ‘Senior directors’ 
segment by virtue of the fact that the Group’s Executive 
Board of Directors is based here.

In the ‘Other’ segment, apart from variations in local wage 
levels, the differences can be explained by the fact that 
certain groups of employees have more experience and a 
higher degree of seniority.

Gross added value per employee

17. Training of human capital is one of EDP’s priorities. 
The GAV (Gross Added Value) per employee is calculated 
quarterly and the value for 2008 was reported at  
€ 332.000 (€ 278.000 in 2007).

Investment in training

18. In 2008, over € 7.2 million was invested in training 
Group company employees, evidence of EDP’s 
commitment to staff development and the alignment of 
skills with business objectives.

 

The average direct cost per trainee for the year was €722 
(an investment of around €48 more per trainee compared 
to the previous year). 
EDP has been keen to train its human capital. Developing 
professional and motivational skills is to the advantage of 
both the company and the employee. The return on this 
investment is assessed qualitatively using indicators for 
rises in the motivation, job satisfaction, efficiency and 
productivity of human resources. 

Monthly salaries by gender

15. There are no great differences in salaries by gender. 
EDP makes absolutely no discrimination based on 
gender, with male and female employees working in 
identical roles. The small variations are mainly due to a 
greater degree of specialisation in areas that are male-
dominated, such as engineering roles, electricians, and 
other such technical fields.

Curiously, female employees in Portugal recorded a slightly 
higher average salary. This may be due to sociological 
factors, as in Portugal women tend to study for longer. 

Salaries by role

16. Differences in salary by country are due mainly to 
local market conditions.
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No. training hours and overall training rate

19/20. The training of human resources and continuous 
support for personal and professional development are 
a top priority for EDP. This is reflected in the gradual 
increase in the total number of training hours and 
overall training rate between 2006 and 2008.

The drop of the volume of training in the EDP group 
companies in Brazil, verified in 2008 compared to the 
previous year, is due mainly to the deppreciation of the 
average annual rate of the Real against the Euro, the 
number of employees reduction and the sale of Enersul.  
In 2008, a total of 487.111 training hours were delivered in 
the EDP Group (23.111 more hours than 2007), to a total of 
41.318 trainees (3.819 more trainees than the previous year) 
through 4.907 courses (528 fewer).

The average amount of training per employee was 38,7 
hours, and 10.016 employees received training, 81,4% of 
the Group’s total workforce. This figure corresponds to an 
increase of 3,4 hours of training per employee (35,3 hours 
in 2007).

Training and development

21. 2.592 training courses were run in Portugal, for a 
total of 204.429 hours and 17.507 trainees. The areas 
seeing most of this activity were Information Systems 
(42.678 hours), Accident Prevention and Safety (26.643 
hours), Electricity Distribution Grids (20.170 hours), 
Interpersonal Relations and Communication (19.140 
hours) and Generation (14.557 hours).

In Spain, the training delivered involved 10.201 trainees for a 
total of 68.836 hours, with most of this focused on 
Languages (14.096 hours), Accident Prevention and Safety 
(11.658 hours), Generation (7.692 hours) and Corporate 
Culture (6.000 hours). 

In Brazil, a total of 209.295 training hours were delivered 
to 12.762 trainees. Most of this took place in the areas 
of Electricity Distribution Grids, Marketing, Personnel 
Management and Accident Prevention and Safety, which 
together accounted for 98.269 hours.

Following the expansion of EDP into the US market, 2008 
also saw the integration of these new operations into 
the Training Management Information System (SIGF). EDP 
Renováveis in the USA delivered 4.552 hours of training to 
848 trainees, concentrated mainly on Corporate Culture, 
the Environment and Information Systems.

In overall terms, Technical Training retained its dominant 
position, accounting for 57% of the total volume of training 
delivered.  This was followed by Management (25%), 
Behavioural (11%) and Organizational (7%).  
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This year also saw the delivery of several corporate 
programmes geared towards developing communication 
skills, interpersonal relationships and leadership, as well 
as others aimed at developing high–potential employees. 
The development programmes for High-Potential Young 
Staff (JEP), in place since 2007, and for High-Potential 
Managerial Staff, designed in 2008 to commence 
implementation in 2009, seek to identify, enable and 
accelerate the development of these employees, as well as 
increase their level of commitment to the EDP Group.
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EDP has implemented an Occupational Health and Safety 
Management System in order to achieve this aim.  It is 
based on the OHSAS 18.001 standard and the International 
Labour Organisation guidelines published in ILO-OSH 2001 
and Convention 155. 

 

The control of risks in the workplace is the responsibility of 
business unit managers, and an Accident Prevention and 
Safety Committee has been formed, bringing together 
representatives from the various Group companies.

Statistically, in 2008 the Group as a whole recorded 76 
accidents that led to employee absences of one day or 
more, and no deaths were reported in 2007 nor 2008.  
Regrettably, six deaths occurred among employees of 
service providers.

In 2008, a total of 315 employees in Group companies 
in Portugal enrolled in the Centre for New Opportunities 
(CNO).  By the end of the year, 234 adults were going 
through the skills recognition process. 

As part of its Strategic Intervention Plan, work started on 
the launch of the Recognition, Validation and Certification 
of Professional Skills (RVCC) programme (www.iefp.pt/
formacao/RVCC/Paginas/RVCC.aspx).  This got under way 
at the beginning of 2009 with the professional qualification 
entitled “Electricity Facilities”, which is listed in the National 
Qualifications Catalogue.  
 
The EDP Group has also been implementing a new human 
resource management system, a project which started in 
2007 and is due to be completed in 2010. This system is 
supported by a new computer information management 
platform, which seeks to collate information for use in 
personnel management, including skills levels, career 
development, mobility, training and development and 
salaries. Work has also been done to develop strategic 
and/or technical competencies, allowing employees to 
improve their skills and operational proficiencies in line with 
business requirements. 
 
Work accidents

22. Occupational health and safety is hugely important 
to EDP. Over and above its legal obligations, the Group’s 
occupational health and safety policy is geared towards 
the following objective: “zero accidents, no personal 
injury”.



SOCIAL REPORT 2008

14

value of voluntary contributions to both the community and 
the company, and for preparing benchmarking reports 
by company and by sector. After obtaining validation by 
‘Corporate Citizenship‘, in 2008 EDP reported the value to 
the community of its voluntary contributions (monetary, 
time and in-kind) according to this international standard 
methodology, in order to answer the 2009 Dow Jones 
Sustainability Questionnaire.

No. voluntary work hours

23. EDP has been encouraging its employees to engage 
in voluntary work for non-profit charitable organisations. 
To this end, Group companies allow each employee 44 
working hours a year for such activities.

The company aims to increase the number of volunteer 
hours, as well as the number of employees volunteering. 
In 2009, there are plans to allow each employee to use 83 
work hours for voluntary work over the course of the year. 
 
EDP became a member of the “London Benchmarking 
Group” (LBG) in May 2007.  LBG is a group of companies 
that has been working since 1994 to develop the “LBG 
Model”. This provides a methodology for reporting the 
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