


A statement from our
Chief Executive

At So Energy, we are committed to delivering on our obligations
to driving a net-zero future of clean and renewable energy
by 2040.

We know that to achieve a net zero future by 2040, we must have a diverse and
inclusive workforce that reflects the customers and communities we serve. We are
building a culture of respect, positive regard, and belonging where our Energists can
bring their true, authentic selves to work, and receive opportunities and support to
develop and thrive.

As the only female Chief Executive within the domestic retail energy sector, | am
personally committed to driving gender equity within So Energy and the energy
industry at large. Through sitting on POWERful Women’s Energy L eaders' Coalition
and the Future Leaders board, | feel a great deal of responsibility as a female leader in

energy to role model and pave the way for the next generation of women within an
industry that | care deeply about.

Our workforce has grown rapidly since So Energy was founded in 2015 and more
recently following the merger in 2021 with ESB Energy. To meet the diverse needs of
our Energists and to ensure we create an inclusive workplace environment for all, this
year we are launching our first Diversity and Belonging strategy. We are fully
committed to monitoring and measuring our performance in closing the gender pay
gap, alongside the other companies within the ESB Group, to ensure that we achieve

gender balance at all levels within So Energy.



https://powerfulwomen.org.uk/energy-leaders-coalition/
https://www.futureleadersmentoring.com

We are proud to be working with organisations such as POWERful Women to achieve
gender balance in the energy sector. | am delighted to report that 44% of our current
Senior Leadership team (upper quartile) are female, an increase of 8% from 2022,
and we have seen similar improvements at all levels of our company. However, we
recognise that there is still much work to be done to achieve our shared goal of
gender equality across our whole industry by 2040. So Energy is committed to
ensuring this happens.

At So Energy we want to create a positive, aspirational place for women (and all those
interested in the energy sector) to work and thrive, with career defining moments as
we collectively deliver on the country’s net zero ambitions. We want all women at So
Energy to grow and prosper with us. That's why we're investing in dedicated
leadership programmes for senior management female leaders, designed specifically
to support their professional development and fast-track their training for leadership
roles. We launched So Energy's first women's network as a place for women within our
company to connect, share, learn, and seek mentorship and sponsorship. Through
this network, women will have a space to focus on personal and professional
development and find support in the experiences of other women working in a male-
dominated industry.

Furthermore, we invest over £250K annually in individual learning and development
opportunities for every single one of our Energists through personal learning budgets
to support meaningful career development tailored to the individual. This year our
talent management practices will align with the use of these personal learning
budgets, to further develop and retain our existing talent into upper quatrtile roles.

Finally, we’re committed to ensuring that our partners throughout our supply chain,
who we see as an extension of So Energy, are also aligned with our values and
ambitions to create a fully equitable, diverse, and inclusive population. This will ensure
that equity is embraced throughout the supply chain, which is an often-overlooked
part of this conversation for businesses.

Despite the work that lies ahead, | know that together, we will reach gender parity in

So Energy and our sector. | am so proud of what we have accomplished at So Energy
and look forward to the year ahead acting as trailblazers on the path to equity.

e

Monica Collings
Chief Executive at So Energy




What is the Gender Pay Gap?

In 2017, the Government introduced new regulations
requiring all businesses over 250 people to publish their

gender pay gap.

As a company with 250 or more employees, we're required under under Section 78 of
the Equality Act 2010 to publish the gap in earnings between men and women. We
submit our data to the Government and our Gender Pay Gap Report is also available
on the So Energy website.

The gender pay gap measures the difference in the average hourly earnings of men
and women in So Energy. This is different from equal pay, which is defined as “the
right for men and women to be paid the same when doing the same, or equivalent,
work” (The Equality Act, 2010).

This report has been calculated using the Government guideline calculations, to
determine our Gender Pay Gap for 2022 - showing the mean and median values.
Our report looks at data, as of the snapshot date of 5 April 2022. At this time, we had
314 So Energists of which 38% were women and 62% were male.
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So Energy Gender
Pay Gap results

Pay Quartiles

Upper (Q4)

25.6%

Upper Middle (Q3)

41.0%

Upper Middle(Q?2)

44.3%

Lower (Q1)

40.5%

B Male

SOENERGY

B Female

Bonus Received

48%

Female

Mean Pay Gap Median Pay Gap

23.2% 2.3%

Median Bonus Gap

-0.6%

Mean Bonus Gap

26.6%
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Our commitment to
closing the Gap

We believe we have a pivotal role to play within our industry to drive improved gender
balance and representation, supporting closing the gap not only at So Energy but
across the sector through diverse thinking, creativity and innovation. Our strategy
aligns with the aspirations of our parent company’s inclusion and diversity
programmes and values-driven approach and is shaped by three strategic aims to

support closing the gap.

We’re working towards building a fully inclusive
culture, valuing everybody’s individuality and
celebrating our differences.
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Female Representation Levels

Current

Junior

®
Middle \

Management

Leadership




Glossary of terms

Energists
How we refer to our people at So Energy.

Mean
the mean is the average value and is the difference in the
average hourly rate of men’s and women'’s pay.

Median

The median is the “middle” value and is the difference
between the midpoints in the ranges of men’s and
women’s pay. The median is typically viewed as a more
representative figure in the gender pay gap figures, as
the mean can be skewed by a small number of high or
low paid Energists.

Pay Gap

The difference (median and mean) in hourly rate of pay
between men and women within So Energy, expressed as
a percentage of men’s earnings, at the snapshot date of 5
April.

Bonus Pay Gap

The percentage difference (median and mean) in total
bonus payments received by men and women in the 12
months preceding the snapshot date.

SOENERGY

Bonus Received
The percentage of men and women who received a
bonus in the 12 months preceding the snapshot date.

Pay Quartiles

Quartiles are created by arranging all our Energists’ pay
from the highest to lowest, which is then split into four
quartiles: the upper quartile (Q4), the upper middle
quartile (Q3), the lower middle quartile (Q2), and the
lower quartile (Q1). For ease, the upper quartile is the
highest pay quartile, and the lower quartile is the lowest
pay quartile.

Gender Identity

In line with our values, we have made a strong
commitment to creating an inclusive and diverse culture
where our Energists feel they truly belong. As such, we
have recognised our Energists by the gender they
identify with, as opposed to the gender they were
assigned at birth. This is reflected in our Gender Pay Gap
Report.
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