
  

Equality   and   diversity   report   
Pon   Power   AS   

We   work   for   equality   and   against   discrimina�on     
on   the   grounds   of   gender,   care   tasks,   ethnicity,     
religion,   view   on   life,   disability,   sexual     
orienta�on,   gender   iden�ty   and   gender   expression   
and   combina�ons   of   these   funda�ons.   

  
  
  

Part   1:   Status   for   gender   equality   
  

The   2020   report   has   mapped   and   taken   in   account   the   following   areas   
● gender   balance   for   the   total   business   (number)   
● temporary   employees   (gender   difference   in   the   number   or   percentage)   
● employees   in   part-�me   posi�ons   (gender   difference   in   number   or   percentage)   
● average   number   of   weeks   parental   leave   for   men   and   women   
● employees   working   involuntary   part-�me   (gender   difference   in   number   or   percentage)   

  
  

Next   year   (2021),   the   following   areas   will   also   be   mapped   and   accounted   for:   
● wage   differences   at   different   job   levels   /   groups   (gender   differences   in   kroner   or   percent)  
● total   wage   difference   in   the   company   (gender   difference   in   kroner   or   percent)   
● gender   balance   at   different   job   levels   /   groups   

  
  
  
  
  
  
  
  
  



  
Star   explana�on:   
* To   be   mapped   every   year   
** To   be   mapped   (at   least)   every   other   year   

  
Condi�on   for   gender   equality   

  
Gender   balance   
The   results   from   the   survey   showed   that   we   are   a   male-dominated   industry.   One   of   the   measures   
will   be   to   increase   the   propor�on   of   women   in   the   company.   

  

  
Temporary   employees   
The   results   from   the   survey   showed   that   we   had   1   person   temporarily   employed   for   a   short   period.   
The   person   in   ques�on   carried   out   project   work   that   was   of   a   temporary   nature.     

  
Parental   leave   
The   results   from   the   survey   showed   that   women   take   a   larger   part   of   the   joint   period   in   parental   
leave   than   men.   Of   a   total   of   8   men,   only   1   took   longer   leave   than   the   father   quota   in   2020.   There   
is   no   obstacle   in   the   business   for   more   men   to   do   the   same     

  
Actual   part-�me   
The   results   from   the   survey   showed   that   we   had   2   women   and   2   men   in   part-�me   posi�ons   
throughout   or   part   of   the   year.   3   of   these   had   even   asked   to   work   part-�me   for   a   period,   while   1   
had   a   50%   degree   of   disability   and   thus   no   opportunity   to   work   full-�me.   

  
Involuntary   part-�me     
The   results   from   the   survey   showed   that   none   of   our   employees   work   involuntary   part-�me.   

  
  
  
  

    

  Gender   balance *   

Women   
  
  
  

Men   

Total   21   kvinner   (14%)   125   menn   (86%)   

Temporary   
employees   *   

Stated   in   number   or   
percentage   of   all   employees   

Parental   leave   *   

Stated   on   average   number   of   
weeks   

Actual   
part-�me   *   

  
Stated   in   number   or   
percentage   of   all   
employees   

Involuntary   
part-�me   **   

  
Stated   in   number   or   
percentage   of   all   
employees   

Women   Men   Women   Men   Women   Men   Women   Men   

0%   0,21%   35,5   13,38   0,95%   0,96%   0%   0%   



  

Part   2:   Our   work   for   equality   and   against   
discrimina�on   

  

Principles,   procedures   and   standards   for   equality   and   against   
discrimina�on   

  
The   company   has   the   following   principles,   procedures   and   standards   for   equality   and   against   
discrimina�on,   and   these   are   available   to   all   employees   on   the   company's   intranet   pages   or   
personnel   handbook:   

  
● Code   of   conduct     

  
These   are   guidelines   prepared   for   all   Pon   companies   and   are   the   company's   ethical   
guidelines.   These   include   the   following:     

  
Employees   must   be   able   to   be   themselves,   without   being   afraid   of   conscious   or   unconscious   
exclusion.   We   respect   different   ideas   and   beliefs.   We   represent   a   culture   that   not   only   
recognizes   these   differences,   but   that   embraces,   respects   and   sees   the   value   that   these   
differences   represent.   We   work   as   a   strong   and   united   team   regardless   of   these   differences.   
This   is   how   we   create   value   and   new   opportuni�es   for   our   company.   If   we   are   to   be   stronger   
together,   you   have   to   start   with   ourselves.   Be   tolerant   and   respec�ul   of   others,   even   if   their   
opinions   may   not   be   the   same   as   yours.   

  
Remember   that   your   behavior   affects   others.   In�mida�ng,   discriminatory,   offensive   or   
disrespec�ul   behavior   is   not   tolerated.   If   everyone   follows   these   rules,   we   create   a   working   
environment   where   everyone   can   feel   safe   and   welcome,   regardless   of   gender,   ethnic   
background,   religion,   age   or   orienta�on.   Make   it   fun,   for   everyone!   

  
•   Talk   to   each   other,   not   about   each   other   
•   Give   each   other   compliments   from   �me   to   �me   
•   Tell   us   if   you   see   behavior   that   does   not   suit   the   culture   we   strive   for   

  
Safe   and   ethical   work   environment   
We   embrace   na�onal   and   interna�onal   standards   for   work   environment   and   
human   rights.   This   means   that   we   do   not   tolerate   child   labor   and   that   we   support   
freedom   of   associa�on.   

  
● Policy   for   Bullying   and   Harassment   

This   includes   the   following:     
We   must   treat   each   other   with   respect   in   the   company,   and   bullying   and   harassment   are   
unacceptable   (zero   tolerance).   All   employees   have   a   right   and   a   duty   to   intervene   if   bullying   
or   harassment   takes   place   or   conflicts   arise   that   lead   to   unacceptable   behavior.   Complaints   
that   come   in   will   be   handled   and   followed   up   confiden�ally   and   seriously.     

  



  
● Policy   for   Images   and   no�ces   

This   includes   the   following:     
Images,   no�ces,   etc.   shall   not   be   in   conflict   with   local   regula�ons   or   Pon's   values.   It   is   not   
permi�ed   to   post   anything   that   may   be   perceived   as   discriminatory,   oppressive   or   has   
inappropriate   content.     

  
● No�fica�on   rou�nes   

The   company   has   arranged   for   no�fica�on   of   ma�ers   worthy   of   cri�cism   to   take   place   in   a   
reassuring   manner   both   for   the   company   and   for   the   person   no�fying.   The   no�fier   shall   be   
confident   that   such   no�fica�on   is   accepted   and   desirable,   and   will   not   entail   nega�ve   
consequences   for   the   employment   rela�onship.     

  
All   types   of   reprehensible   ma�ers   rela�ng   to   work   in   Pon   can   be   reported,   such   as   criminal   
offenses,   breaches   of   statutory   obliga�ons,   breaches   of   Pon's   internal   guidelines   and   
breaches   of   ethical   standards   that   have   broad   support   in   society.   

  
Alerts   must   be   directed   to   the   immediate   manager,   another   manager,   HR,   Compliance   
Officer,   safety   representa�ve,   employee   representa�ve   or   you   can   call   the   Pon   Ethics   
Helpline.   

  
It   also   describes   how   to   no�fy   and   what   responsibility   the   person   receiving   the   no�fica�on   
has.   

  
● Prohibi�on   of   discrimina�on     

The   company   has   also   published   what   the   legisla�on   says   about   the   prohibi�on   of   
discrimina�on   on   the   intranet   /   in   the   personnel   handbook.   

  
● Considera�ons   of   equality   and   non-discrimina�on   are   otherwise   included   in   the   rest   of   the   

personnel   policy.   
  
  

How   we   work   to   ensure   equality   and   non-discrimina�on   in   prac�ce   
  

How   we   work   to   iden�fy   the   risk   of   discrimina�on   and   prevent   uequality   
  

Our   work   with   equality   and   non-discrimina�on   has   been   based   on   the    four-step   working   method .     
  

Gender   equality   work   has   included   all   the   grounds   for   discrimina�on   and   the   various   areas:   
recruitment,   pay   and   working   condi�ons,   promo�on,   development   opportuni�es,   facilita�on   and   
the   opportunity   to   combine   work   and   family   life,   as   well   as   work   against   harassment.     

  
In   step   1.   Examine   risk:     
HR   has   conducted   workshops   with   the   following   parts   of   the   business:   

● Workshop   with   managers   and   employees   in   the   company.   This   group   consisted   of   
managers   and   employees   in   different   departments,   ages   and   genders.     

● Workshop   with   HR   employees.     

https://bufdir.no/Inkludering/arp/for_private_og_offentlige_arbeidsgivere/slik_arbeider_du_for_likestilling/


  
● The   material   and   findings   from   the   above   workshops   have   been   reviewed   with   the   Working   

Environment   Commi�ee   (AMU)   and   employee   representa�ve   for   the   various   unions.   They   
were   also   asked   to   provide   input   and   comments   on   the   various   areas.     

  
In   addi�on,   two   employee   surveys   were   conducted   in   2020,   in   which   all   employees   par�cipate.   

  
In   step   2.   Analyzes   causes:     
HR   carried   out   an   analysis   of   the   findings   that   emerged   in   the   various   workshops,   in   discussions   
men�oned   above   and   in   the   employee   survey.   An   overview   of   these   was   then   prepared.   The   
findings   are   mainly   not   relevant   to   this   report,   but   will   be   treated   in   another   way   via   the   HR   
department   and   the   company's   management   and   address   work   environment-related   issues.     

  
In   step   3.   Implement   measures:     
The   results   and   the   overview   prepared   by   the   HR   department   were   presented   in   their   en�rety   to   
the   management   team.   Following   their   input   and   assessment   of   the   various   findings   relevant   to   
this   report,   an   ac�on   list   was   prepared   with   the   measures   to   be   implemented.   This   is   described   in   
a   separate   sec�on   below.     

  
In   step   4.   Results   of   work:     
On   the   basis   of   the   analyzes   that   have   been   carried   out   and   that   the   measures   have   just   been   
ini�ated,   we   will   unfortunately   not   see   results   of   this   work   un�l   2021.   This   will   therefore   be   
described   more   clearly   in   the   forthcoming   report   for   2021.        

  
We   discovered   the   following   risks   of   discrimina�on   and   obstacles   to   gender   
equality   

In   the   various   workshops   we   conducted,no   findings   were   made   that   can   be   defined   as   a   risk   of   
discrimina�on   and   obstacles   to   equality.   

We   work   in   a   male-dominated   industry,   and   it   was   also   revealed   in   our   workshops   that   the   
employees   want   to   increase   the   propor�on   of   women   in   the   company.   This   is   also   a   wish   from   the   
company's   management   to   create   a   be�er   gender   balance   in   the   company.   We   do   not   consider   
this   as   a   direct   cause   of   risk   of   discrimina�on   or   obstacles   to   gender   equality,   but   s�ll   choose   to   
include   this   in   the   report   as   this   is   one   of   the   areas   that   the   company   will   con�nue   to   work   on.   

  
  

Ac�ons   

To   increase   the   propor�on   of   women   in   the   company,   we   will   become   more   aware   of   word   choice   
and   image   use   in   our   job   adver�sements.   We   believe   this   may   have   consequences   for   those   who   
apply   for   a   job   with   us,   and   that   it   may   mean   that   the   ads   appeal   more   to   women   being   a�racted   
to   applying   for   vacancies   to   a   greater   extent   than   before.   HR   will   prepare   a   recruitment   policy   that   
will   provide   clear   guidelines   to   our   managers   on   how   we   work   with   recruitment,   and   how   we   
through   it   can   also   contribute   to   increasing   the   propor�on   of   women   in   the   company.   A   clear   
policy   in   this   area   will   make   our   leaders   more   aware   of   making   the   right   choices,   not   only   to   
improve   the   gender   balance,   but   also   to   make   choices   based   on   competence   and   suitability   
regardless   of   any   of   the   grounds   for   discrimina�on.     

  



  
Results   of   the   work   and   expecta�ons   for   the   work   ahead   

The   gender   equality   report   has   revealed   few   findings,   and   shows   that   the   company   has   a   good   and   
conscious   a�tude   in   addi�on   to   good   rou�nes   and   guidelines   to   ensure   a   good   and   safe   working   
environment   for   all   employees   related   to   these   areas.   There   will   be   taken   ac�on   to   make   changes   
regarding   the   findings   that   are   cri�cal.   The   work   with   the   gender   equality   report   and   associated   
ac�vi�es   is   rooted   in   the   company's   management   and   will   be   implemented   as   part   of   the   HR   
department's   annual   cycle.   This   will   ensure   that   we   will   work   con�nuously   with   the   four-step   
working   model   throughout   the   company,   and   that   we   will   implement   measures   and   evaluate   the   
results   of   internal   processes.   

  

  


