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Agder Energi 2021

Ida Gunstveit Foss from Vennesla was
aiming at a career in caretaking, but she
ended up being an industrial mechanic
– something she has never regretted.
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OUR WORK ON DIVERSITY AND EQUAL
OPPORTUNITY
In 2018, Agder Energi became one of the first 15 businesses in Norway to become certified
under the Equality at Work scheme. In 2021 the Group was recertified for another three years.

Equality at Work is a certification scheme
that encompasses gender equality, inclu
siveness and diversity in the broadest
sense, and it is about providing equal
opportunities to everyone regardless of
their gender, religion, ethnicity, any dis
ability or sexual orientation. The scheme
covers private and public sector entities.
It aims to make it easier for entities to
proactively and systematically promote
diversity and equal opportunity in their
own organisations.
Our participation in the project Equality
at Work, and thus in the processes that

lead to certification and recertification, is
in itself an important tool in our work to
promote equality and diversity. Involving
staff and raising awareness are important
ongoing tasks.
The certification puts the spotlight on
equal opportunity and influence, and in
creases people’s knowledge and under
standing of the value of diversity. By increa
sing knowledge about how valuable and
profitable it can be to have a diverse
workplace, we give our managers the con
fidence and information needed to make
use of the potential provided by diversity.

In addition to there now being a statutory
requirement to promote equal opportunity,
all research indicates that work in this area
is a good investment. Focusing on equal
opportunity helps you to attract and re
cruit the best employees. Research also
shows that employees feel greater commit
ment towards companies that prioritise
equal opportunity, diversity and corpora
te social responsibility. This commitment
leads to higher productivity, greater loyalty
and better customer service, as well as
helping to give the company a good repu
tation. Conversely, discrimination can
cause employees to feel dissatisfied with

In 2021, Agder Energi stated its ambition to deepen its partnership with Trainee Sør. Our goal of employing around half of the next 12
trainees at the Group gives an important signal to the wider world that there are opportunities for permanent jobs. Here is this year’s first
cohort of trainees. From left: Anders Vik Høitorp, Bendik Høye, Ziad Shawki, Tessy Bønsnæs and Sanne Jordan.
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their work, leading to high levels of sickness
absence and employee turnover. It is there
fore a good sign that Agder Energi has very
low levels of sickness absence, high levels of
job satisfaction and a low staff turnover rate.
The responses to our employee satisfaction
survey carried out in the autumn of 2021
show that our employees generally have a
high level of motivation and that the great
majority of them look forward to going to
work. It is particularly pleasing to note that
our employees say that they feel included
at their workplace and that they see the
work on equality and diversity as important.
Although Norway is defined as one of the
world’s leading countries in terms of equal
opportunity, and it is illegal to discriminate
based on gender, sexuality, ethnic back
ground and many other factors when hiring
staff or setting their pay, the business
community is nevertheless a bit behind
the curve. In Agder, the number of women
in employment remains far below the nati
onal average, and the number of women
in management positions is lower than in
the rest of the country. Agder is also the
region in Norway with the lowest proportion
of women in employment.

At Agder Energi, a project has been set
up to deal with the question of equality at
work. The project group consists of a pro
ject manager from HR, a delegate for the
employee representatives, a team member
from Communications and one from Sustain
ability. The project group also includes
some of the trainees employed at the
Group at any given time, to ensure that
young people have a strong voice.
In order to raise general awareness at
Agder Energi and help to involve people
in our work on equality and diversity, we
have established the week “Agder Energi
– a workplace for everyone”. During that
week, we put the spotlight on diversity. A
variety of topics are covered, but they all
focus on diversity and equal opportunity.
The week has been organised three times,
covering areas such as workplace gossip,
inclusion, how to improve diversity recrui
ting, how to help people go from social
exclusion to permanent employment, adap
tation, etc. This is supplemented with tech
nical training, seminars, debates, film clips
and news articles on all internal digital
communication channels. We are seeing
an ever growing interest in these events
and record participation.

All of our measures aim to increase over
all diversity and increase understanding
of why diversity is important to the orga
nisation.
In conjunction with the recertification
process in the autumn of 2021, the Group
set itself new targets for the period leading
up to 2024.
The most important targets are:
• 35% share of female employees across
the Group (including management).
Each company sets its own targets.
• At least 2 women in each management
team
• Average age of 45
• Each business area shall have one trainee
at all times
Important measures (in addition to the
ethical guidelines, diversity week, trainees
and adaptation described above) include:
• Mandatory diversity training for all
managers
• All digital communication channels
should reflect our commitment to diversity
• Create presentation film “Why is diversity
important to Agder Energi?”

The diversity week “Agder Energi – a workplace for everyone” was recently held for the third time. With many staff working remotely,
these are two examples of “Teams backgrounds” that were used to raise its profile.
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STATUS OF GENDER EQUALITY
Summary of employees at the Agder Energi Group excluding venture
companies, by gender, average age and management position.
Our goal is to increase the proportion of
female managers and to achieve a more
diverse age structure at the Group.

closer analysis revealed some interesting
findings. Figures show that in 2021, 31%
of new hires at Agder Energi were women.

For 2021, we reviewed all of our recruitment
processes. That told us the percentage of
female and male applicants, which after

The average age of new employees was
37 in 2021, which is significantly lower
than the Group’s average age of 48. This

shows that we are managing to attract
younger people.
We have analysed the recruitment processes
that took place in 2021 and will continue
to work on the issues raised.

Temporary employees

Part-time employees

Women

Men

Women

Men

Agder Energi AS

1

2

Agder Energi AS

4

2

Agder Energi Nett AS
Agder Energi Vannkraft AS
Total

2
2
5

7
2
11

Agder Energi
Kraftforvaltning AS
Agder Energi Nett AS
Agder Energi Vannkraft AS
LOS AS
Total

1

1
1
2

3
8

6

On 28 September 2021, we celebrated the reopening of our offices after a long period of closure due to Covid-related restrictions. Little
did we know then that it was only a short-lived reprieve before we were once again asked to work from home. Here we can see a happy
group of employees at our office in Arendal. From left: Per Oddvar Osland, Trond Arild Reiersølmoen, Sara Krogstadholm, Sunniva Holberg,
Linda Jenssen and Jarle Stokke-Olsen
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Permanent
employees

Temporary employees

Total

(apprentices, substitute staff,
etc./not contractors)

2021-Q4
Number of
full-time
equivalents

Number of
employees

143,9
42,8

147
45

2,4
0

3
0

146,3
42,8

150
45

Finance

31,1

32

1,4

2

32,5

34

Technology

49

49

1

1

50

50

Innovation

14

14

0

0

14

14

Agder Energi AS
Total
By department: HR and Communication

Others

Number of Number of Number of Number of
full-time
employees
full-time
employees
equivalents
equivalents

7

7

0

0

7

7

Total

137,8

139

4

4

141,8

143

Of which: AE Vannkraft AS

131,8

133

4

4

135,8

137

6

6

0

0

6

6

77,4
75,4
2
205,4

78
76
2
206

0,2
0
0,2
6,7

1
0
1
9

77,6
75,4
2,2
212,1

79
76
3
215

111,1

112

0

0

111,1

112

Production

JSC Latgales Energetika
Energy Management & Trading
Total
Of which: AE Kraftforvalting AS
Entelios GmbH
Distribution
AE Nett AS
Customer

Total
Of which: LOS AS

43,1

44

0

0

43,1

44

Entelios AS

27

27

0

0

27

27

Entelios AB

25

25

0

0

25

25

9

9

0

0

9

9

5
2

5
2

0

0

5
2

5
2

18

18

1

1

19

19

Entelios Trading AB
Entelios Trading AB
Norwegian office
Entelios OY
Innovation

AE Invest: Companies in venture
capital portfolio

Total
ENFO AS

8

8

0

0

8

8

Nodes AS

6

6

0

0

6

6

Nodes Tech AS

4

4

1

1

5

5

197,7
27,2

214
28

1,4
0,2

3
1

199,1
27,4

217
29

51

62

51

62

56,9
4

60
4

1

1

57,9
4

61
4

Adaptic AS

13

14

0,2

1

13,2

15

ReSitec AS

11,6

12

11,6

12

Total
Entelios AG
NetSecurity AS
Ergon Nordic - konsern *)
Meventus AS

ECO STOR AS

12

12

12

12

ECO STOR GmbH

22

22

22

22

891,3

914

907

935

All employees at Agder Energi

15,7

21
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Overview of parental leave and absence due to a sick child/childminder
(Norwegian companies):
Agder Energi has a good culture of male
employees taking on caring responsibili
ties. That applies both to parental leave
and absence related to employee’s children.
Pandemic-related absence is also the same
for both parents, as can be seen in the
table below.
The fact that employees receive full pay

Type of absence

No. of
weeks for
women

and holiday pay entitlements during pa
rental leave, and fully paid family care
leave in conjunction with childbirth, sends
a clear message that we want both parents
to play a role as carers.

representatives of Agder Energi have given
presentations at conferences aimed at
sharing our knowledge and experience in
these areas.

Agder Energi’s policies, and the results
that we have achieved, have awakened the
interest of other businesses and organi
sations in Norway. On various occasions,

Average no.
of weeks per
woman

No. of
weeks
for men

Average no. of
weeks per man

Total
number
of weeks

% of
women

% of
men

Parental leave

94,13

0,58

181,79

0,37

275,92

4%

4%

Attendance/training
allowance

8,68

0,05

4,18

0,01

12,86

1%

1%

Sick child/childminder

27,16

0,17

68,74

0,14

95,9

23 %

18 %

129,97

0,81

254,7

0,53

384,68

25 %

19 %

Total

From left: grid engineer Tore Birger Lien, senior engineer Rim Abu-Sneimeh, team leader Emilie Felix and grid engineer Robin Kjerulf Narum
enjoy tackling technical challenges at an employer who is investing in the energy systems of tomorrow.
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NUMBER OF PERMANENT AND TEMPORARY
EMPLOYEES AT 31 DECEMBER 2020
97% of permanent employees
at the Agder Energi Group work
full time, and the ones who work
part time do so for health reasons or due
to caring responsibilities. The proportion
of part-time workers is higher amongst

our temporary employees, and one of the
reasons for this is that we have taken on
quite a few students in part-time roles.

Group. We believe that good solutions are
found for employees who need to reduce
their working hours for reasons relating
to health or caring responsibilities.

We believe it is important to ensure that
full-time work remains the norm at the

Permanent employees by gender

Agder Energi AS Total
By department: HR and Communication
Finance

Men

Number of managers

Women

Proportion of
women

Propor- Women
tion of
women

57
27

39 %
60 %

90
18

61 %
40 %

16

50 %

16

50 %

8

Technology

9

18 %

40

82 %

Innovation

2

14 %

12

86 %

Others

3

43 %

4

57 %

Total

12

9%

127

91 %

2

Of which: AE Vannkraft AS

Production

Proportion of
female
managers

30 %

Men

ProporTotal
tion of
no. of
male
manamanagers gers

19

70 %

11

27

13

10

8%

123

92 %

2

17 %

10

83 %

12

JSC Latgales Energetika
Total

2
15

33 %
19 %

4
63

67 %
81 %

0

0%

1

100 %

1

Energy Management & Trading AE Kraftforvaltning AS
Of which: Entelios GmbH
AE Nett AS
Distribution
Total

13
2
43
48

17 %
100 %
21 %
43 %

63
0
163
64

83 %
0%
79 %
57 %

2
2

17 %

10
10

83 %

12
12

5

20 %

20

80 %

Customer

27

61 %

17

39 %

5

LOS AS

15

25
20

Of which: Entelios AS

9

33 %

18

67 %

4

50 %

4

50 %

8

Entelios AB

10

40 %

15

60 %

0

0%

6

100 %

6

Innovation

Entelios Trading AB

2

22 %

7

78 %

1

33 %

2

67 %

3

Entelios Trading AB
Filial Norge
Entelios OY

0

0%

5

100 %

0

0%

1

100 %

1

0

0%

2

100 %

0

0%

2

100 %

2

Total

4

22 %

14

78 %

ENFO AS

2

25 %

6

75 %

1

Nodes AS

2

33 %

4

67 %

1

100 %

0

0%

1

Nodes Tech AS

0

0%

4

100 %
23

23 %

75

1

98

Nodes Tech AS
All employees at Agder Energi

4

4

1

1

179

26 %

521

74 %

0

1
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Grid engineer Tore Birger Lien
and team leader Emilie Felix enjoy
having challenging jobs combined
with a good working environment.
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PAY POLICY – AIMS AND TOOLS
The Group’s pay policy is based
around tools that we believe
help to create a business culture
founded on a sense of duty (as opposed
to one based on financial incentives).
The pay policy is an important tool in ensuring
that the Group meets its strategic and
operational goals.

It is based on the following fundamental
principles:
• The Group shall not offer market-leading
pay, but terms of pay and employment
shall be competitive.
• Pay is one of several tools used to at
tract and retain people with the right
skills at all times.
• The pay policy is adapted to the con
ditions, competitive environments and

labour markets that individual compa
nies operate in.
• The pay policy is flexible and adaptable
in response to changing conditions, and
it describes which factors should help
to determine each person’s salary.
• The pay policy shall promote internal
mobility within the Group and skills
development.

profit sharing can be a good way to reward
our employees when we achieve strong
financial results.

exceeds targets, and must be based on
clear, quantifiable criteria. Any payout of
a share of net dividends does not count
as qualifying earnings for sick pay, holiday
pay or pensions. In 2020 and 2021 our
financial results were not sufficiently good
enough for there to be any payout under
the profit sharing scheme.

Profit sharing
Profit sharing is a collective scheme that
is thought to have a positive impact on
building up a business culture based on a
sense of duty.
In the context of wanting to control our
wage bill at a time of great uncertainty
about the future business environment,

Agreements to share net dividends/profits
can be reached locally at a company level
– or at the level of large operating units.
Profit sharing shall only occur if profit

Performance-related pay
Some employees operate in markets where
they would normally have the opportunity
to earn significant amounts of performance
related pay. In such cases, payments in
addition to the employee’s regular base

salary are permitted, based on their results/
performance.

order to trigger the bonus. A distinction
is made between performance-related pay
and profit sharing.

Schemes shall be based on previously
established criteria that must be met in

The trainees Job Willem de Vos and
Hedda Grimestad at work at Tryland
power station.
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PAY REPORT FOR AGDER ENERGI’S
COMPANIES IN NORWAY
The table below shows the
pay gap between women and
men within various grades.

Grade

Total
number

Number
of
men

Number
of
women

We have removed the grades with fewer
than five members of each sex in order to
comply with the GDPR. The ones that have
been removed are grades 10-11 and 14.

%
Men

%
Women

Median
within
grade **

Median within
grade, men **

Median within
grace, women
**

Ratio
Women/
Men

12

43

29

14

67 %

33 %

539 751

557 491

522 234

94 %

13

53

32

21

60 %

40 %

570 000

567 500

572 867

101 %

15

116

80

36

69 %

31 %

671 023

680 400

655 472

96 %

16

94

68

26

72 %

28 %

766 730

766 730

764 425

100 %

17

80

60

20

75 %

25 %

876 232

874 886

885 749

101 %

18

91

77

14

85 %

15 %

1 024 385

1 028 017

957 270

93 %

19

35

30

5

86 %

14 %

1 085 213

1 179 712

1 187 993

101 %

20

26

20

6

77 %

23 %

1 428 286

1 440 869

1 274 877

88 %

538

396

142

74 %

36 %

**) Our internal median only includes basic pay/annual salary

Grade 12: This category includes men in
operational jobs and women in adminis
trative jobs, which explains the pay gap
seen in the table.
Grade 18: This category is dominated by
managers and senior positions within tech
nical disciplines and finance/asset mana
gement. The latter have much higher base
salaries on account of market conditions.
There are far fewer women than men in
these positions. The women in management
positions receive roughly the same pay as
the men in equivalent positions.

Grade 20: This category includes both
section managers and senior positions
within finance/portfolio management. The
latter have much higher base salaries on
account of market conditions. There are
fewer women than men in these positions.
We use a job evaluation system based on
the Korn Ferry Hay Group’s methodology
to determine the level of each position in
relation to predefined criteria (responsi
bilities/problem-solving/skills), as well as
the relative internal importance of the
positions. In principle, the level of any

position in the system is independent of
the individuals who do the job, as it is the
position and not the employee that is evalu
ated. Each position is given a grade, and
we get feedback on what the going rate
is for each grade so that we can produce
a benchmark. We also have an internal
median within each grade.
In conjunction with the annual pay review,
all positions are evaluated and any im
balances are corrected. This applies to all
employees.
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RECRUITMENT
Our corporate strategy is to
have expertise and capacity
for change as strategic tools.
One measure being taken is investing more
in trainees through Trainee Sør. The aim is
to have 10 trainees per year, and to hire 5
of them at the end of their trainee period.
Since being certified as an equal opportu
nity employer through the scheme Equality
at Work (Norw.: Likestilt arbeidsliv), we
have trained all of our HR consultants and
employee representatives involved in
recruitment on diversity hiring. We want to
recruit the best candidates, and in order to
do that it is important to manage to recruit
from a wider section of the population.
We have set a goal of having a 35% share
of female employees across the Group.
For recruitment in 2021, figures show that
31% of new hires were female (external
hires), while 23% of applicants were women.
That means we are getting too few female
applicants, which is something we are
working continuously to address. Over the
past year, we have tried even harder to
choose the right pictures and best wordings
for our job adverts, and those efforts will
continue.
The average age of Agder Energi employees
is 48 (49 in 2020), and our goal is to reduce
this further to 45. In order to do that, we
must focus on diversity in all of our recruit
ment processes. We don’t want to discri

minate against specific age groups, but
we should think carefully about the current
age mix in each individual team when hiring
new members of staff. The average age
of our new hires in 2021 was 37, which is
a step in the right direction.
Measures implemented include:
Drawing up a diversity statement that we
include in all of our job adverts. Making
the language in our job adverts more gender-
neutral, and being very conscious about
which photos we use.
In the recruitment processes where we
find that we don’t get a diverse enough
set of candidates, we have increasingly
started using search tools to find more
candidates to choose between. We have
done this through platforms like LinkedIn
Talent Solutions. We have also decided
that we shall always invite at least one
person from the under-represented gender/
from another ethnicity for interview.

(Bachelor’s and Master’s projects), and
various internships and jobs for students
(including part-time and summer jobs).
These partnerships give us a unique oppor
tunity to make contact with potential future
employees. Our experience is that it is
easier to recruit new graduates when you
already have a relationship to them, and
our Network business area, for instance,
has had a lot of success with this.
In 2021, we received 216 applications for
the summer internships we advertised.
25% of applicants, and 5 of the 11 people
we took on, were women.
In general, competition for applicants for
vacancies is much stiffer than in the past,
which also makes it more likely for gradu
ates to be recruited immediately after
completing their studies.

One of our main areas of focus going for
ward in 2022 is employer branding. We
want to be present at the right universities
with the right team. That’s why we have
reviewed the various companies in the
Group to find out which events are relevant
to them.
We are finding that good employer student
partnerships are more important than ever
before. That covers both university projects
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PROMOTION
AND CAREER DEVELOPMENT
2
OPPORTUNITIES
Internal mobility
Our employees are the Group’s
most important resource,
and we provide career development paths
within the Group.
Internal mobility is part of this, and as a
general rule, all openings are first adver
tised internally. Internal applicants shall
be assessed before the job is advertised
publicly.
Management Audit
There is an annual evaluation of managers
and other talent at the Group, through a

so-called management audit process. The
process has three goals:
1. Establish/review the succession plan
for managers and key employees.
2. Each year, HR and company managers
identify talents at each company
(technical staff and managers), and
assess their progress in relation to their
level in the organisation and career
development plan, as well as their deve
lopment since the last review. The results
are discussed with the Group manage
ment team.
3. Identify internal candidates for posi
tions.

The resources identified (technical/mana
gers) are then included in various forums
and development programmes.
Spotting internal talent
Agder Energi wants to support the develop
ment of talented young employees at the
Group. The HR department and senior
management team identify young talents
based on set criteria. These young em
ployees are then each given a mentor who
is there to support their development.

Young people bring lots of enthusiasm and fresh ideas, and Agder Energi gains access to that through the students doing projects
for the Group or taking up summer jobs, as well as through trainees on the Trainee Sør programme.
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WORKPLACE ADAPTATION AND
WORK-LIFE BALANCE
Agder Energi wishes to
adapt to meet the needs of
workers in different life
phases. For example, older
staff and those with small children may
need their working conditions to be altered.
The Group therefore offers open, alterna
tive arrangements for working hours that

meet the needs of both the company and
the individual employee.
This may involve allowing the gradual trans
fer of knowledge/overlapping, recruiting
new staff early and reducing the workload
of individuals. Options include making
changes to the person’s working hours

(e.g. from shift work to standard daytime
hours) or duties (e.g. from management to
a purely technical role).
Courses to help plan life as a pensioner
are offered to all older employees.

Measures include:

Full pay and full
holiday pay
entitlements during
parental leave

Flexible working
hours

Full pay during
family care leave
in conjunction with
childbirth

Paid leave on
Christmas Eve
and New Year’s Eve

Full pay and full
holiday pay entitlements in the event of
up to 1 year’s illness

The AFP early
retirement scheme
and other support
schemes

Courses to help plan
life as a pensioner for
all older employees

Seven weeks’ holiday
for employees aged
60-64 and eight weeks
for those 65 or older
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WORKING ENVIRONMENT – COOPERATION
It is it important for employ
ers to consult closely with
employee representatives.
Cooperation between the
employer and employees is based on dia
logue with the employee representatives
at regular meetings.
The management has overall responsibility
for ensuring a safe, good working environ
ment, and all employees have a responsi

bility to do their bit to support this work.
We consider this to be good teamwork.
Teamwork means having the right attitude
to our tasks, our colleagues and our em
ployer. Putting the spotlight on teamwork
encourages each individual employee to
take responsibility for job satisfaction,
commitment, coordination and communi
cation. Proactive teamwork is closely linked
to fundamental principles of continuous
improvement.

The working environment committee shall,
as an independent decision-making and
advisory body, help ensure a safe and good
working environment.
Safety representatives are elected amongst
the employees. Their role is to safeguard
the interests of the employees in matters
relating to the working environment.

We always want to recruit the best candidates for positions in our organisation, and in order to do that it is important to manage
to recruit from a wider section of the population. This is an important aspect of the day-to-day work of (from left) Ingebjørg Trydal,
Finn R. Johansen and Sigrun B. Holtan. As the Group’s recruitment team, they play a key role in most recruitment processes.
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HARASSMENT, SEXUAL HARASSMENT
AND GENDER-BASED VIOLENCE
The Group performs annual
working environment surveys
and helps its companies to
respond to the results. If any cases of
bullying or harassment come to light, the
HR department takes the matter up with
the departments in question. HR helps our
organisation with processing cases and
implementing improvements.
In 2022 we will start carrying out “mini

surveys”. These will focus on areas that
have been defined as having room for
improvement based on the results of the
working environment surveys. The mini
surveys will be done at the company level
and will be designed in cooperation with
the company in question.
We offer managers and employees regular
courses on whistleblowing. Our whistle
blowing channels can be found on the

Group’s intranet, the external website and
in the management and employee hand
book.
We have produced dedicated training
materials focusing on the Group’s ethical
guidelines. These are distributed to all
employees each year. In addition, all new
employees receive the training materials
when they join the Group.

Agder Energi’s head office at Kjøita in Kristiansand.
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UNIVERSAL DESIGN
We want Agder Energi to be a workplace for everyone. That’s why we need to make sure no-one is
excluded. By using the right technology, we can achieve universal design standards. That makes our
lives simpler, which is essential for some of us and good for all of us!

Toilet signs
In our two office buildings, at Kjøita in Kristiansand and Stoa in Arendal, all of the signs on the toilets have been changed
to the gender-neutral “WC”.

Work wear for operational staff who work outdoors
Our collection of work wear is available in both women’s and men’s versions.

Universal design
None of the Group’s office buildings meet current standards for universal design. Continuous improvements are carried out
in this area as and when new needs arise. This applies, for example, to fitting automatic door openers to the doors from
the common areas on each floor to the various departments. We are working to replace the current door openers with
automatic ones in order to be prepared for the potential needs of our current or possible future employees. As a general
rule, adaptations are made immediately if required, and we are also working proactively with respect to universal design.

Kitchens
After it was discovered that it was difficult for wheelchair users to reach cups and glasses in the cupboards in the
kitchens on each floor, they have been moved down onto the workbenches.

People with hearing loss
The two office buildings have good facilities for people with hearing loss. Hearing induction loops, etc. have been
installed and are used. Measures have been implemented to improve sound damping in the canteen at Kraftsenteret.

Canteens
All food has allergen labels to make it easy to know what each dish contains.

Website
The Group’s website was redesigned in December 2019 and now has a universal design. When working on the new website,
a conscious effort was made to use photos and images that present a more diverse Group than was previously the case.

Language
All of our steering documents are now available in two languages: Norwegian and English.
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ETHICAL GUIDELINES
Agder Energi trusts and has
confidence in its employees
to be loyal to the company
and exercise good judge
ment. Employees and other people acting
behalf of the Agder Energi Group are

expected to meet high ethical standards
and to adhere to current legislation and
agreements. The ethical guidelines indi
cate what is expected of employees and
what they can expect of their colleagues
and managers. Breaches of the guide

lines will not be accepted and will lead to
disciplinary action.

Our ethical commitments:
#We put health and safety first
#We take responsibility for our environment and our partners
#We help to build a culture based on equality and respect
#We are good ambassadors for Agder Energi
#We treat Agder Energi’s property with respect and avoid extravagance
#We respect the right to privacy of individuals
#We are truthful and honest in our work
#We have managers who take responsibility
#We have a good communication culture and aren’t afraid to speak up!

We used our own employees to spread the word about the new ethical guidelines across the Group. In 2021 we developed a dedicated
training pack to help increase our employees’ understanding of the rules.
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SUMMARY
In 2021, Agder Energi was recertified
under the Equality at Work scheme. Working
on this project helps to ensure that we
maintain high levels of awareness about
these important issues.

Achieving greater diversity and equality
will be vital to our efforts to create a
forward-looking, innovative and profitable
workplace.

Kristiansand, February 2022
Mette Mari Wigstøl, Senior Adviser, Communications and Kirsti Lie, Adviser, HR

The certification body visited our offices in Kristiansand for a formal certification meeting. That was the final step before taking the
decision on recertification. From front left: Frøydis Elisabeth Sund and Karin Hovde (both of the Centre for Equality). From back left:
Kristin A. Dale, (project owner), Jan Atle Liodden (from the project team), Kirsti Lie (project manager), Mette Mari Wigstøl and Lasse
Lundsholt (both from the project team).
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III

Konsernrapportering

Selskapsvise data

Design: WergelandApenes • Photo: Agder Energi. • English translation: Språkverkstaden
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Metodikk og utdypende informasjon

Agder Energi
P.O. Box 603 Lundsiden, 4606 Kristiansand
Visiting address (head office): Kjøita 18, 4630 Kristiansand
www.ae.no
Organisation number: NO 981 952 324
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