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Survey — Analysis Questions 1-4: key take aways
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Q1: Does your organisation assess its current gender balance in
order to define realistic goals for specific departments and
functions?

100% response rate (11/11) E
82% responded 'Yes' (9/11) ,]9 O ‘?

Best practice:

1.Workforce Gender Equality Agency at Federal level to promote and
improve workplace gender equality [AUS:Workplace Gender Equality Act
2012]

2.DEl recruitment targets / hiring goals to achieve a gender balanced
workforce with a clear monitoring and reporting structure [IT: HR
Monitor initiative]

3.Looking at data holistically, e.g. applicant pool, recruitment, retention,
promotions, length of time at grade, and attrition

4.Senior level accountability and KPIs
5.Trend analysis & continuous improvement mindset

Challenges:
*Some best practice, but also some laggers...
+“Gender balance not possible in the industry” [rail sector, UK]

Q2: Does your organisation proactively seek to identify female
candidates for departments or functions in which women are
under-represented?

91% response rate (10/11) El
80% responded ‘Yes' (8/10) Hgﬁgﬁ

Best practice:

*Focus on early careers pipeline works well given the on-going shift in
younger generation

+Drive awareness of upcoming vacancies / opportunities

+Active participation in targeted career fairs, networking events, etc,
ensuring DEI strategy is showcased at these events

«Comms with universities (laboratory, STEM Dept, etc.) to create a clear
line of sight of opportunities available to female talent after their studies

*Ensure material is inclusive and can resonate to all groups

Challenges:
*Some best practice, but also some laggers...
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Survey — Analysis Questions 1-4: key take aways (cont'd)

Page 33

Q3: Does your organisation take measures to ensure it is

looking for female candidates in the right places? (ex Recruiting from
fields of study where women are well-represented, targeting female-focused associations for
recruitment announcements)

82% response rate (9/11) El
78% responded Yes' (7/9) q“’ : c?
|

Best practice:

1.Use early careers programmes to build pipeline within departments
where female / DEI are under represented

2.Use recruitment providers and professionals; this can help with best
practices from other sectors, for example

3.Design an interview process that is values and behaviours based
designed to draw out not just what people have done but how they do it
- on average, across the business, women outperform men in these
interviews

4 Establish network and contacts with gender-specific organisations (e.g.
Women in Nuclear, Women returning to work)

Challenges:

*Recognition that STEM / technical areas are particularly challenging to
fill — more to be done to encourage it

Q4: Does your organisation analyse its recruitment and hiring
sources to ensure that they are producing diverse pools of
candidates?

91% response rate (10/11)
80% responded ‘Yes' (8/10)

Best practice:

<Analysis and monitoring done in line with recruitment targets / hiring
goals and reported on a regular (e.g. annual) basis

*Specific requirements in tendering process

Challenges:
*Not enough budget and resources available to complete this task
*Retaining STEM/ technical challenge remains a challenge




QS Attract /Engagement 1
Does your organisation implement any proactive activities or efforts to
"attract” students and young professionals, especially in STEM, to the
nuclear field?

More Details

. Yes
. Mo
@ na

Attracting Candidates and Young Professionals to the Nuclear Field (Question 1):

All 11 organizations have stated that they implement proactive activities or efforts to attract candidate students and young professionals, especially in STEM,
to the nuclear field. This indicates that all organizations are actively working to promote gender balance by targeting students and young professionals,
which is a positive sign.

Good Practices or Strategies with impact

Emphasis on gender diversity and via strategic implementation of practices such as

eeducational outreach
ecollaboration and partnerships.
Participation in educational activities and local and national initiatives.

Examples:

Creating and initiation Early Careers Programs that build a good and steady STEM Pipeline (Australia ANSTO)
The organization collaborates closely with universities to recruit students for their programs and also considers requests from students seeking work experience

UK They collaborate with different initiatives and organizations to expand their reach and impact, with a specific example of working with "Developing Experts," which has a national presence among UK school children.
Data gathering to identify the loopholes of this project.




Q6

Attract/Engagement 2

Does your organisation offer flexible work options and share information
about this during recruitment?

More Details

. Yes
® nNo
@ nna

Offering Flexible Work Options for Recruitment (Question 2):
10 out of the 11 organizations responded with a "yes" to offering flexible work options to facilitate recruitment.
1 organization responded with "N.A." (Not Applicable). This indicates that one organization might not have a relevant policy or practice in place for offering flexible work options.

Good Practices with impact

The overarching strategy in these organizations is to offer a wide array of flexible work options and to actively communicate and promote these options during the recruitment process. It specifically
addresses the needs of women who may be seeking flexibility to balance their career with other responsibilities, such as caregiving or family obligations.

Examples:

Online Information and Orientation: Organizations provide information about flexible working styles, including flextime, telework, and childcare leave systems, on their websites and during
employee orientations. This helps make candidates, including women, aware of the options available.

Remote Work Opportunities: Offering remote working options, with some organizations permitting remote work for up to three days per week, can be particularly attractive to women who may
need the flexibility to balance work and personal responsibilities.

Part-Time Work Opportunities: Some organizations clarify when jobs can be part-time, and they actively make this information available. This is crucial for attracting women who may be interested
in part-time roles to balance work and family commitments.




Hiring (Application) 1
Does your organisation ensure the job posts are inclusive (remove gender-
coded language or terms with masculine connotations)? Do you use neutral

description of the jobs?

Mare Details

. Yes ‘

. Mo
® na




Hiring (Application) 2

Does your organisation design gender-neutral application processes and/or
analyze its processes for adverse gender impacts? (Example: standardized
CVs, blind CVs, or blind assessment of CVs )

More Details

. Yes
. Mo
@ na




Q9 Hiring (Gender balanced evaluation) 1
Has your organisation established codes of conduct for recruitment?

Mare Details

. Yes
. MNo
@ na

- Globally % doesn’t establish codes of conduct for recruitment

- Seems to be appreciated by HR as a guidance instrument. Some
organizations have an informal version.

*Tendences *
Asia and Pacific Ocean 100%
Europe 50%

- Achieved in nuclear develop country (UK) and not yet implemented
in Slovenia & Italy

North America 50%

- ldem




Qlo Hiring (Gender balanced evaluation) 2
Does your organisation ensure that everyone involved in recruitment and
hiring processes has received unconscious bias training?

More Details

® Ve ‘
. No

@ na

- Globally % actually provide a kind of training session to Recruitment staff

*Tendences *
Asia and Pacific Ocean 66%

- Partially implemented but seems to be part an integrated of the HR
strategy

Europe 50%
- Partially implemented
North America 100%

- Cultural impact




Hiring (Gender balanced evaluation) 3
Qll Does your organisation adapt its evaluation and appraisal criteria for
gender-balanced recruitment?

More Details

® ‘
. MNo

@ na

- *Tendences *
Asia and Pacific Ocean 0%
- Neutral criteria

Partially implemented but seems to be part an integrated of the HR strategy

Europe 0%
North America 0%

Good practice : Gender balance criterias are not well track in most organization

- Tracking the effectiveness of gender balance actions would be a
good starting point to measure its effects.

- Provide example of criteria that could be aligned, enrich . . .
evaluations criteria to be gender neutral (as much male dominated skills (rigidness,
]Enanagemls)nt ...) and female dominated skills (adaptiveness, empathy etc) in evaluation
ramewor




le Hiring (Gender balanced evaluation) 4
Does your organisation ensure that recruitment and hiring panels are
gender-balanced?

More Details

. MNo

® N

*Tendences *

Good practice Most organization have mixed panel
Asia and Pacific Ocean 100%

- Neutral criterias

- Partially implemented but seems to be part an integrated of the HR
strategy

Europe 66%

- All organisations pays attention to panel composition, some .
companies, raise awareness about preferencing using a representative panel, rather an
equal panel, so that every participants are relevant and not just “window

North America 100%

Recommendation: Pay attention to panel composition : Equal or Representative ?




Q13 Survey on good pratices

7. Hiring (Gender balanced evaluation) 5 .
Is the number of interviewers gender-balanced? Is gender equality expertise GOOd/beSt pra ctice:
involved in recruitment committees?

Having three members to a panel 1 man 2x woman

.. ‘ or vice versa (Basic description not including
® . different pronouns)

® N

Impact/consequences:

Diverse panels typically lead to more deliberation
and less unconscious bias.

Ql4

0. Hiring (Gender balanced evaluation) 6
Are the interview locations gender-neutral? (Example: Not in a bar...)

Good/best practice:

.. The interviews are always held in our HR
® meeting room, organization HQ, one of
® offices/facilities, or MS Teams.

Impact/consequences:

Provides candidates with assurity that their
interview is being managed with discretion and
allows them to go into the interview with
confidence.




Survey on good pratices

Good/best practice:

Ql5

> Hiring (Gender balanced evaluation) 7 The recruitment policy states all shortlisted candidates
Does your organisation create gender-balanced short lists when hiring? must meet the recruitment gender targets. Where thIS

‘ is not possible, an exemption from senior
. Yes
. No

@ This commitment from senior management is
supporting the achievement of the gender targets.

management is required. Impact/consequences:

Q16

Good/best practice:
6. Holistic 1

Does your organisation mentor its candidates? Our recruiters talk with candidates so that they
More Deals can understand more about our organization.,
o ad-hoc mentoring program.

Yes

® Impact/consequences:
@ Effective as it's targeted to individual needs.




