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Workforce resilience is embedded at the heart of our vision to be consistently the best-performing Distribution 

Network Operator in the UK within an agreed set of values: Integrity – Respect – Continuous improvement – 

Responsibility – Unity – Diversity and inclusiveness.  

 
Figure 1: Our Vision 

 
 

This Strategy demonstrates our commitment to the application of our values in addressing a key tenet of our 

vision and to continue to address existing and emerging workforce resilience challenges.  

 

In setting our workforce resilience strategy for RIIO-ED2 we have considered a wide range of factors in the 

market, what our people tell us, our overall strategic approach to the delivery of RIIO-ED2, customer engagement, 

input from our Trade Unions and our CEG, and the growing demand for digital and Net Zero related skills in the 

GB economy in the coming years. Our assessment of these factors and how they have driven our workforce 

resilience strategy is detailed in the PESTLE analysis below and the stakeholder engagement we have 

undertaken which is also described in this strategy document.  

 

Our RIIO-ED2 workforce planning is based on addressing a wide range of challenges in particular:  

 

 Our desire to reflect the highly diverse population we serve in a sector faced with an aging workforce and an 

underrepresentation of women and minorities (particularly at management level). 

 The rapid change currently taking place in the energy industry and the uncertainty around the nature, volume 

and timing of the work and skills required in order to respond to any Net Zero scenario that materialises. 

 The need to establish new teams tasked with tackling emergent data and cyber security challenges. 

 Continuing to accommodate and address the stresses of modern working life and its impact on mental and 

physical health. 

 The COVID-19 pandemic and how it has altered the future of work, flexible working and the balance between 

work and caring responsibilities 

 

Our PESTLE analysis and the challenges identified above, led us to base our workforce resilience strategy on the 

three strategic pillars shown below: 
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Continuing to be an employer of choice Building the skills required for the DNO of the future 

Retain an exemplary safety record. Protect the health, 

safety and mental well-being of our team. 

Maintain a motivated and engaged workforce that drives 

productivity and innovation. 

Push forward with building a diverse workforce to reflect 

the communities we serve largely through improving 

equality of access across a range of groups.  

Increase diversity in our management team. 

Ensure we source and develop the skills required to deliver 

our ambitious DSO plans. 

Source and develop the digital, information and customer 

skills that support delivery of Net Zero through training, 

reskilling and the creation of a Digital Skills Academy. 

 

 

In the remainder of this strategy document we describe the commitments we are making to deliver each strategic 

pillar as well as: 

 

 The plans we have in place to deliver those commitments.  

 How we expect to measure to our delivery of those commitments. 

 

 

 

1.1. PESTLE analysis 

Our workforce resilience strategy has been developed as an integrated part of our RIIO-ED2 business planning. 

 

We have considered a range of factors in the market, what our people tell us, customer engagement, input from 

our Trade Unions and CEG. We have also taken into account our overall strategic approach to the delivery of 

RIIO-ED2 - which is to be flexible and responsive to the volumes of work our customers will require us to 

undertake on the network over the course of the five year RIIO-ED2 period. 

 

As part of our planning we undertook a PESTLE analysis of our business and the challenges it will face over RIIO-

ED2. This analysis has informed many of the strategic decisions we have taken in deciding on our delivery 

approach for RIIO-ED2. 

 

The PESTLE analysis considers (Political, Environmental, Socio-Cultural, Technological, Legal and Economic) 

factors. The analysis is shown in Figure 2 below. 

 
 

 

 

 

Building a flexible agile workforce to deliver in RIIO-ED2 and beyond 
 

Deliver a flexible resourcing model that supports the scaling up of our delivery should the demand for LCTs and the Net 

Zero transition be greater than in our base plan. 

Ensure the management capacity and skills are available to the business so we can deliver for our customers regardless 

of the level of demand for LCTs. 
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What is clear from this is analysis is that there are a number of factors we needed to consider as part of our 

workforce resilience strategy, in particular:  

 Socio-Cultural: STEM skills shortages. 

 Socio-Cultural: greater focus on inclusion and diversity. 

 Technological: new requirements, requiring new skills to service. 

 Legal: employment laws and regulations. 

 Economic: full supply chain flexibility expectations from Ofgem. 

 Political: Brexit impacts on immigration including how easy and time intensive it is to obtain work permits. 

Figure 2: UK Power Networks RIIO-ED2 PESTLE 
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The analysis was reinforced by many of our corporate objectives and through input from our workforce and trade 

unions where some of the additional challenges we wanted to address were:  

 Our desire to reflect the highly diverse population we serve in a sector faced with an aging workforce and an 

underrepresentation of women and minorities (particularly at management level). 

 The rapid change currently taking place in the energy industry and the uncertainty around the nature, volume 

and timing of the work and skills required in order to respond to any Net Zero scenario that materialises. 

 The need to establish new teams tasked with tackling emergent data and cyber security challenges. 

 Continuing to accommodate and address the stresses of modern working life and its impact on mental and 

physical health. 

 The COVID-19 pandemic and how it has altered the future of work, flexible working and the balance between 

work and caring responsibilities. 

1.2 Our performance to date and what we have learned from the past 

1.2.1 Delivering our RIIO-ED1 commitments 

In RIIO-ED1 we made three commitments with regards to our workforce. We have progressed well on each 

commitment, as described below. 

 

1 Organise and deliver school activity days to encourage safe, efficient use of energy.  

UK Power Networks supports and attends multiagency safety events (Crucial Crew and Junior Citizen), as 

well as partnering with The Scouts Association to sponsor the Local Knowledge Badge. The activities we 

undertake across our network area are designed to teach young people (aged 10 and 11 years) about the 

dangers of electricity and the network. Due to the pandemic, in 2020/21 all face-to-face engagements were 

cancelled, therefore we maximised our engagements through PowerUp and the Scout Association. In 

2020/21 we engaged with over 363,000 young people, online and through digital activities through the Scouts 

about safety. The success of this external engagement has encouraged us to become more ambitious in our 

outreach and in our aim to further embed inclusivity into our business practices. 

 

2 Measure ourselves against other companies and seek inter and intra sector recognition/accreditation by 

participating in external benchmarking such as achieving membership of the Sunday Times 100 Best Big 

Companies to Work For.  

We maintained our position on the ‘Best Big Companies to Work For’ list in 2021. We were placed 6th, our 

highest ever position and maintained our place in the top ten. We became the first DNO to be National 

Equality Standard (NES) reaccredited, appearing on the Inclusive Employers Top 50 list and achieved 

Investors in People IiP Platinum, placing us among the top 2% of companies globally to achieve the highest 

accreditation IiP offer.  

 

Our successful delivery of these commitments has reinforced our understanding of the benefit we gain from 

having a happy, healthy workforce.  

 

3 Recruit and train over 1,000 staff as well as up-skill and develop existing employees to ensure that we 

maintain a suitably skilled and motivated workforce.  

 

We have an effective pipeline that supplies us with trained staff so that we can keep the lights on. This has  

resulted in the recruitment and training of 1,838 staff so far in RIIO-ED1. However, we are also aware that as 

the workforce ages, skilled staff retire and new skills are required. This is of particular importance given the 

impending challenges and skill requirements associated with establishing a DSO, achieving Net Zero and 

digitalisation. 

 

1.2.2 Diversity and inclusion 

Diversity and inclusion have been, and continue to be, key priorities for UK Power Networks. It was rewarding to 

receive recognition from independent sources of the progress we have made in the development of a modern, 

diverse workforce. Our RIIO-ED1 achievements include:  
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 We received the Diversity Award at the 2019 Utility Week Awards. 

 Being the only DNO to gain, and retain, accreditation from the National Equality Standard (NES), the UK’s 

highest standard of recognition for best practice on equality, diversity and inclusiveness. 

 Employee Engagement scores that place us in the Sunday Times Best Employers 7 years in a row and a Top 

10 employer in 2018, 2019 and 2021. 

 A Defence Employer Recognition Scheme Award for supporting ex-military personnel into employment. 

 A greater than 50% success rate at supporting young people not in education, employment or training 

(NEET) into paid employment while working with the London Youth Project, 

 The promotion of STEM careers to school students with over 20 school and college events every year. 

 Success in ensuring our recruitment process is accessible to all applicant groups, including by adopting 

gender neutral job descriptions. 

 A successful trial of blind recruitment, which may lead to extension of the practice across all recruitment.  

1.2.3 Skills development 

We have also made significant achievements in enabling our people, and enhancing skills, to ensure a high-

quality, well-trained workforce fit for the future. These include:  

 

 A consistently very low staff turnover of 3.5%. 

 The highest score in all areas of our apprenticeships assessed by Ofsted, placing us in the top 3% nationally. 

 Apprentice distinction levels of 21% for 2020 up from 6% in 2018. 

 National Skills Academy best training provider 2019. 

 Regional Highly Commended in the 2020 National Apprentice awards. 

 Accredited by the Institution of Occupational Safety and Health and Royal Society for the Prevention of 

Accidents. 

 15 Apprentices achieved Duke of Edinburgh Golds in 2019 as part of our apprentice enrichment programme. 

 45,000 training days delivered in 2019 at 7.28 days per employee. 

 95% retention rate of all Apprentices, with 98% offered roles. 

 Awarded fifth position in the Inclusive Top 50 UK Employers for 2019. 

 

The PESTLE analysis considers (Political, Environmental, Socio-Cultural, Technological, Legal and Economic) 

factors. The analysis is shown in Figure 2. 

 

1.3 Insights from stakeholder engagement 

1.3.1. Customer engagement 

The feedback received during our stakeholder research had a strong focus upon skills and encouraging young 

people into the energy industry. This is in line with our existing focus on upskilling and multi-skilling.  This was 

echoed in the context of DSO, Whole Systems and Net Zero.  

 

Wellbeing also featured in stakeholder feedback. Business in the Community provided positive feedback 

regarding our wellbeing activities to date, while also providing sound advice on areas for further improvement.  

 

While the feedback from roadshow participants demonstrated customers did not prioritise workforce diversity, this 

does not necessarily indicate that customers did not think diversity important. Rather, feedback from the 

roadshows indicated that customers expect companies to be taking forward workforce resilience initiatives as a 

given.        

  

The implications of our other feedback reinforce this interpretation. For example, workforce diversity has been 

raised at our CEO Panel meetings, initiatives to encourage diversity were deemed worth spending money on by 

participants of the willingness to pay exercise and participants in the Phase 2 stakeholder research engaged with 

the need to encourage more young people into the industry. Making suggestions as to how we could increase 

diversity in that manner. 
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Recognising the lack of priority given to workforce resilience during customer feedback we have chosen to put 

forward low cost and no cost options, that reflect the bounds set by customers during the willingness to pay 

exercise. We have also placed a higher emphasis on learning from key stakeholders and best practice during our 

options consideration.  

 

To that end, we note Ofgem has been contacted by trade unions to request assurance that network companies 

are expected to consider workforce resilience issues during RIIO-2. We have already undertaken engagement 

with our employees’ trade unions as part of our preparatory stakeholder engagement and will continue to do so as 

we finalise our RIIO-ED2 Business Plan.  

 

Finally, we have considered the wider policy and regulatory context:  

 

 Investment in workforce resilience is mandated by Ofgem as it is required to underpin the safe operation of 

our network, high-quality of customer service and the health and well-being of our employees. 

 Ofwat placed significant emphasis on resilience, including that related to workforce, as part of their PR19 

Price Control. 

 Recent Government policy announcements on Net Zero, alongside the implications of major projects 

including cyber security and smart networks necessitate a strong focus upon workforce resilience. 

 

1.3.2. Trade Unions 

We have actively engaged with the trade unions as part of the development of our RIIO-ED2 work force strategy.  

A key piece of feedback from the unions about our approach to improving inclusion and diversity was to avoid 

putting in place specific targets and quotas for staff representation from specific parts of the community.  Their 

recommendation to us was to focus more on the development of approaches and opportunities that reflected the 

skills and commitments that different communities could make.  Hence as part of our drive to continue to be an 

employer of choice we are seeking to develop greater opportunities through ongoing changes to training support, 

the blind application process for roles and increasing the proportion of roles with flexible working arrangements. 

 

1.3.3. Our CEG 

We have benefitted from a high level of engagement on workforce issues from our CEG, the CEG recognise the 

importance of the workforce to the service we deliver for customers. The CEG provided us with input on three key 

workforce planning areas which we have taken into consideration: 

 Ensuring that in our planning for DSO and the Net Zero transition we had enough staff to support customers 

with managing their Net Zero transition, for example, with guidance about data and connections. 

 Ensuring that we have an appropriately scalable work force given our strategy of being flexible to the 

demands that Net Zero may bring (in terms of the volumes of work that we need to perform on the network). 

 Given the changes that will be impacting our business over RIIO-ED2 and the new skills we will need to grow 

and bring into the business, ensuring our culture continues to grow to support those new skills as we adopt 

them. 

 

1.4 Ofgem and other requirements 

Ofgem advises that our RIIO-ED2 Business Plan must include a workforce resilience strategy to support the 

development of a modern, diverse, high quality, well-trained and future-ready workforce. Workforce resilience 

strategies must refer to the extent of company engagement with relevant stakeholders including CEGs and Trade 

Unions who have informed the strategy.  

Ofgem advises that the following outcomes should be considered within the Workforce resilience strategy: 

 Improving inclusion, diversity and equality.  

 Improving workforce satisfaction.  

 Improving workforce motivation and productivity.  
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 Attracting people to the energy sector and developing the skills needed for a technology driven, low carbon 

energy system.  

 Upskilling and multi-skilling the existing workforce. 

 Ensuring the health, safety and mental wellbeing of the workforce. 

 

 

 

Based on our analysis of our business and its challenges as well as feedback from customers and our CEG, we 

have identified three key strategic challenges facing our business over the RIIO-ED2 period.  These changes are: 

 Continuing to be an employer of choice for our people. Our benchmarking with leading employers has 

identified a range of areas where the market is changing be that in diversity training, mental health support 

and a range of other areas, we will need to adapt to maintain our position in the employment market. 

 Building the skills that are required for the DNO of the future. Many of these skills will relate to the new 

services and developments that we are planning to deliver in RIIO-ED2 for example digitisation and the 

creation of the DSO and also helping our customers manage the transition to LCTs. 

 Building a flexible and agile workforce for RIIO-ED2 and beyond. The uncertain demands and workloads 

associated with our role in the delivery of the Net Zero transition will require us to develop a flexible workforce 

to make sure we can plan for the workloads we may face, access the skills and people we need to deliver 

both for our organisation and through our supply chains. 

 

We assess each of these three strategic challenges in the remainder of this section. 

 

2.1. Remaining an employer of choice 

We recognise that to remain an employer of choice there are a number of areas that we will need to focus on and 

develop.  These include: 

 Diversity and equality. 

 Motivation and productivity. 

 Gender pay gap. 

2.1.1. The diversity and equality strategic challenge 

Diversity and Inclusiveness is a key enabler to delivering high levels of performance at UK Power Networks, and 

our ongoing commitment will allow us to remain competitive, attract the best talent, and create an inclusive 

environment that develops and retains the best.  

As Figure 3 demonstrates, we face challenges around gender diversity in our workforce. While our proportion of 

women in the workforce is similar to the utility sector in general, it trails the gender mix of all sectors overall and at 

senior management level we also have more to do. 
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Figure 3: Women in the workforce 

 
 

To address this, gender neutral language is now used on all job adverts, blind CV screening for our early years 

programme is being undertaken and unconscious bias training is organised and encouraged for all hiring 

managers. HR also now support the interview and selection process.     

 

UK Power Networks acknowledge the ability to work flexibly is an important factor in attracting and retaining 

women and disabled people and the Company regularly reviews its Policy on Flexible Working and working 

arrangements.  We already know that we have above industry average conversion rates of female applicants into 

job roles in our organisation. However, we lag behind in the employment of women at senior leadership level and 

since 2015 we have increased female employees as a portion of the workforce by only 2%.  

There is scope to be ambitious in our targets to increase the number of females in the workforce and in 

leadership. 

 

While we are above the industry averages for conversion rates of black and ethnic minority (BAME) applicants, 

the overall number of BAME employees as a percentage of the employee base is around the industry average 

(including for ethnic minorities at leadership level). We do, however, recognise that our networks cover London 

that has a BAME population of 40%, much higher than the 6% BAME representation at UK Power Networks. We 

also hope to benefit from better data capture in relation to ethnicity as we are aware of high levels of under-

reporting of ethnicity data. 
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Figure 4: Ethnic Minorities in the Energy Sector 

 

 

We also note the importance to not exclude, leave behind, or not make progress in supporting underrepresented 

groups, an important factor reflected to us in stakeholder engagement. This is particularly important as some 

characteristics are often hidden or intentionally hidden by the individual, notably certain disabilities, and sexual 

orientation. 

 

Motivation and productivity: the challenge of ensuring the health, safety and mental wellbeing of the 

workforce 

By addressing the challenge to increase inclusion and diversity, and thereby positively impacting confidence, 

innovation, and mental wellbeing we will increase staff motivation and improve performance. This is supported by 

evidence from the Royal Academy of Engineering who report that inclusion benefits the performance of individual 

engineers, with 80% reporting increased motivation, 68% increased performance, and 52% increased 

commitment to their organisation. 

 

Safety remains critical to our organisation and our number one priority. An ongoing challenge is ensuring that 

safety awareness and training remains fresh for our employees particularly as our employee base becomes more 

diverse, with individuals from different backgrounds, with different skillsets and different learning styles. The Royal 

Academy of Engineering notes that the more included engineers feel, the more confident they are in speaking up 

on mistakes or safety concerns. This demonstrates it is important to our employees ongoing safety that we create 

the conditions where individuals working in often hazardous environments feel comfortable in an inclusive working 

environment, respected by their colleagues and able to raise any concerns they may have.  

 

Empowering our people in this manner will also enable us to develop competitive advantage and to innovate as 

we create an environment where all individuals can provide their views and ideas. This will also help us create the 

conditions to capture the widest pool of talent and perspectives. 

 

This ethos of inclusiveness will also support our efforts around wellbeing and mental health. Taking onboard 

guidance from stakeholders (including Business in the Community) and learning from our collective experience 

during the pandemic (which necessitated an additional focus on supporting and protecting our diverse workforce 

and customers) has been paramount in our response. 
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2.1.2. Gender and Ethnicity Pay Gap 

Our published gender pay gap reporting demonstrates that men are paid on average £1.12 for every £1 a woman 

earns at UK Power Networks. This gender pay disparity can be addressed in two ways, firstly by increasing the 

number of women in the workforce, but secondly and more importantly, increasing the number of women in senior 

leadership positions. 
 

2.2.   Building the skills that are required for the DNO of the future  

Planning our workforce resilience for the RIIO-ED2 period and beyond is a significant challenge as we are 

expecting a wide range of changes to our business over the course of the coming years. The transition to DSO 

will require us to recruit additional team members, but they will also have new skills around data management, 

data analysis and system operation. 

The move to Net Zero will unlock a range of new technologies connecting to our networks which will require new 

skills to support their connection and operation. Also, we expect our relationship with the customer to change 

(although it is difficult to predict in what ways) as they explore new LCTs and come to understand the data we will 

be able to provide to them (about how they connect to and use our networks). Each of these challenges is 

explained in more detail below. 

 

Introduction of the DSO: As part of our RIIO-ED2 business plan we are committing to the creation of a DSO 

function in our business to be in place and operational by the end of the period. A DSO will require new skills, 

many of these are described in our in Appendix 18 of our business plan (Our DSO Strategy). In addition to the 

volume of resource required to staff the DSO, there will be new skills required be they IT and systems related, 

data analysis, customer handling or digital skills. We will need to: 

 Recruit where we need new people. 

 Retrain where appropriate. 

 Ensure that the people bringing these new skills are welcomed and supported in their introduction to the UK 

Power Networks team. 

 

Developing the skills to connect and operate the network to new LCTs:  We will need to upskill our 

operational and craft staff as new network technologies are proved and become commercially acceptable for 

integration into new network design (Low Carbon Network Future projects). The majority of future skills for existing 

staff may therefore be undertaken by short course, interactive interventions. This will include a focus on essential 

digital skills for life and work such as communicating, information handling, transacting and problem solving, and 

being safe and legal online, skills essential for all our staff as we approach the establishment of the DSO. UK 

Power Networks’ major contractors with responsibilities for engineering design, planning and network installation 

will also require such interventions. 

 

Having the people and skills to support our customers through the net zero transition: We recognise that at 

times of great change, such as starting the Net Zero transition, it is difficult to predict exactly what will be required. 

However, our analysis and feedback from our CEG indicates that customers will require information and our 

support in playing their part in the Net Zero transition be that understanding LCTs or their own energy usage and 

impact on the network. We plan to be ready and flexible to support our customers in that way.  

Impact on the workforce 

In addition to the technologies detailed below, it is also worth noting a potential theme of understanding and 

delivering the core personal competencies required to drive innovations in technologies and working practices. New 

competencies such as: critical thinking; complex problem-solving; creativity (STEM+Arts = STEAM); analytical 

thinking and active learning strategies.  

Resulting Skills implications  

The Development of new demand management technologies will require a higher level of STEM skills and skilled 

personnel will be required to integrate new technologies into existing systems. 
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Increased plug and play technologies often lead to less technical/engineer specific training – emphasis will be on 

manufacturer design and production skills and more remote electronic fault diagnosis. However, it may become 

more common place for power electronics systems to control networks/properties (i.e. new forms of voltage control 

for EV charging/smart homes). This will require increased customer facing skills from our workforce to assist with 

the demand management monitoring and network management necessary as customers adopt new technologies.  

Finally, there is a set of future roles we envisage needing to fill in larger numbers during RIIO-ED2: 

 Data Management and analytics including Digital Artefacts 

 CIM Converging Telecom/Protection design including Visualisation 

 Systems Software engineering including Coding 

 Network Planning including general mapping software 

 Green Power – Solar, Wind, Heat Source, Generation 

 Operational /Technical – Innovation; and Power electronics. 

 

2.3. A flexible workforce to deliver Net Zero 

As outlined in our main business plan document there is considerable uncertainty as to the volumes of work that 

may be required over the course of RIIO-ED2 to support our customers with the connection of distributed generation 

and low carbon technologies to the network.  We have a range of planning scenarios we have worked to, which are 

summarised in Figure 5 below. 

 

 

 
  

 
Our demand-driven business plan replicates, as far as feasible, the approach that a commercial business operating 

in a competitive market would undertake to ensure an efficient deployment of capital with a level of uncertain 

demand.  

In short, our plan ensures that our product (electricity capacity) is available to customers whenever they require it 

at the lowest possible cost, delivered with the best reliability, world class service, resilient to unexpected events and 

of course preserving the safety of our employees and the communities we serve.  

Figure 5: Our planning scenarios for RIIO-ED2 
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We have tested our investment and operational plans (including our resources, supply chain and finance ability) to 

ensure that we can respond with agility and remain resilient to all credible scenarios. Having done this, we are 

confident that we will not be a barrier to delivery of Net Zero within our regions.  

 

3.1. Strategic pillars 

Given our assessment of the strategic challenges we face over the RIIO-ED2 period our workforce resilience 

strategy is based on three strategic pillars. 

 

Continuing to be an employer of choice Building the skills required for the DNO of the future 

Retain an exemplary safety record. Protect the health, 

safety and mental well-being of our team. 

Maintain a motivated and engaged workforce that drives 

productivity and innovation. 

Push forward with building a diverse workforce to reflect 

the communities we serve largely through improving 

equality of access across a range of groups.  

Increase diversity in our management team. 

Ensure we source and develop the skills required to deliver 

our ambitious DSO plans. 

Source and develop the digital, information and customer 

skills that support delivery of Net Zero through training, 

reskilling and the creation of a Digital Skills Academy. 

 

3.2. Proposed commitments  

Based on best practice and feedback from our stakeholders, we are proposing three commitments as part of our 
RIIO-ED2 business plan. There is a commitment for each of the three key strands that form our approach to 
workforce resilience, in the areas of Training and Development, Employee Engagement and Diversity and Inclusion. 

Building a flexible agile workforce to deliver in RIIO-ED2 and beyond 
 

Deliver a flexible resourcing model that supports the scaling up of our delivery should the demand for LCTs and the Net 

Zero transition be greater than in our base plan. 

Ensure the management capacity and skills are available to the business so we can deliver for our customers regardless 

of the level of demand for LCTs. 
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Commitment WR1 

We will sustain high levels of employee engagement, ensuring that the benefits of a motivated work force are 

passed onto our customers. 

We will benchmark nationally and globally as a leader in the field and target retention of our Platinum IiP 

accreditation and Best Companies listing throughout RIIO-ED2.  

Resource and 

expenditure 

Regulatory 

Treatment 

Customer benefit Stakeholders / 

customers said 

No 

incremental 

increase in 

Totex 

expenditure. 

Included in 

baseline 

allowances. 

Engaged, healthy and satisfied employees 

are more motivated and productive; driving 

improvements and innovations that benefit 

the service we are able to offer our 

customers. 

Conducted a broad 

study of best practice 

that engaged numerous 

stakeholders detailed in 

our Workforce 

resilience strategy 

(Appendix 13). (See 

key insights I-WFR1, I-

WFR2 and I-WFR3 in 

our Line of Sight – 

Workforce resilience). 

 

 

 

Commitment WR2 

We will continue to build a diverse workforce to reflect and serve our communities by further improving 

equality of employment access, measuring continuous performance improvement. 

We will retain our NES accreditation and status as a Top 50 Inclusive Employer throughout RIIO-ED2.  

Resource and 

expenditure 

Regulatory 

Treatment 

Customer benefit Stakeholders / customers 

said 

No incremental 

increase in Totex 

expenditure. 

Included in baseline 

allowances. 

A diverse workforce enhances 

our ability to engage effectively 

with our customers, better 

understand their needs, and 

deliver a service which fully 

reflects their requirements. 

Conducted a broad 

study of best practice 

that engaged numerous 

stakeholders detailed in 

our Workforce resilience 

strategy (Appendix 13). 

(See key insights I-

WFR1, I-WFR2 and I-

WFR3 in our Line of 

Sight – Workforce 

resilience). 
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Commitment WR3 

We will establish a Digital Skills Academy to provide DSO and digital future skills, deliver 510 accredited 

apprenticeship NVQs in Leadership and Management and 200 IET accredited technical or digital 

apprenticeships throughout RIIO-ED2. We will target the achievement of an “Outstanding” OFSTED rating for 

our training programmes in the period. 

Resource and 

expenditure 

Regulatory 

Treatment 

Customer benefit Stakeholders / customers 

said 

No incremental 

increase in Totex 

expenditure. 

Included in baseline 

allowances. 

 Developing skills in specialist 

areas that are critical for the 

development of our network 

and the energy transition will 

enable us to deliver service 

improvements and 

enablement of low carbon 

technologies that our 

customers desire. A stable, 

competent, and well-trained 

workforce makes a direct 

contribution to network 

reliability and quality of supply, 

impacting the overall service 

that our customers receive. 

Conducted a broad study 

of best practice that 

engaged numerous 

stakeholders detailed in 

our Workforce resilience 

strategy (Appendix 13). 

(See key insights I-WFR1, 

I-WFR2 and I-WFR3 in 

our Line of Sight – 

Workforce resilience). 

 

3.3. Holding us to account 

Below is a summary selection of the activities that we will undertake to meet our commitments and that will drive 

continuous improvement throughout the RIIO-ED2 period. 

Table 1: Activities that we will undertake to meet our commitments 

Commitment Example Initiative Example measures 

WR1 
Employee 
Engagement 

Sustain high levels of employee 
engagement, benchmarking 
nationally and globally as a 
leader in the field.  

Deliver Platinum IiP accreditation and achieve Best Companies 
listing throughout the RIIO-ED2 period.  

Evolve our charitable work, and 
social mobility focus, supporting 
the ‘Levelling Up’ agenda, 
including the launch of a UK 
Power Networks Employee 
Foundation and Social Pledge.  

A top ten company on the Social Mobility Employer Index by the 
end of RIIO-ED2. A year on year percentage increase in the 
amount the foundation donates to charitable causes throughout 
RIIO-ED2. Unutilised levy provision to be considered as an 
offering to community-based training providers. Increase 
percentage of employees participating in Community Matters 
activities to support the communities we serve. 

Develop a resilient and 
physically fit and mentally 
healthy workforce. 

Achieve independent accreditation for Wellbeing either IiP 
Wellbeing or Healthy Workplaces listing during RIIO-ED2. 
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 WR2 
Diversity and 
Inclusion 

Offer access and opportunity to 
a pipeline of underrepresented 
talent through outreach and 
early careers programmes. 

Increase BAME applications for early years roles working with 
local schools BAME Communities to educate on engineering. 
Establish a ‘See it to be it’ programme of work experience 
placements targeting candidates from disadvantaged / 
underrepresented groups. Targeting 20 candidates per year 
throughout the RIIO-ED2 period.  

Build a diverse workforce to 
reflect and serve our 
communities at all levels. 

Deliver a bias free recruitment process and enhance internal 
recruitment candidate support through pre-interview support for 
under-represented groups, including coaching for interviews and 
CV writing. Continue to integrate part-time and job-sharing roles 
into recruitment strategy and reduce the gender pay gap 
maintaining our top 3 position in the sector on gender pay. Retain 
NES accreditation and our position on the Top 50 Inclusive 
Employers list. Provide industrial placement opportunities for 
students (including those studying Electrical Engineering) to 
further support our existing future talent pipeline. These will be 
paid opportunities (of up to 12 months) which will offer students 
substantial and valuable experience in our industry. 

Embed diversity and inclusion 
into the heart of our culture and 
business practices, through 
education, and training and 
development programmes. 

Deliver Equality, Diversity and Inclusion (EDI) Training for all by 
the end of the RIIO-ED1 period. Monitor and measure progress 
and action plan based on feedback from annual Empower 
Community and Inclusion Surveys. All inclusion survey questions 
to score above 80% satisfaction on strategy related questions in 
the Inclusion Survey Results by the end of the RIIO-ED2 period. 

WR3 
Training and 
Development 

Digitalisation and future skills 
enhancement through a Digital 
Skills Academy to innovate and 
offer point of need DSO and 
digital training. 

Enabling best in class skills capability through the development of 
new future skills roles including DSO & digital. 100% of the 
operational staff upskilled for DSO and 100% of those requiring 
digital life and work skills trained over the RIIO-ED2 period.  

Developing a competently 
trained workforce, through 
professionally accredited 
programmes ensuring that 
employees and managers are 
equipped to meet tomorrow’s 
energy sector challenges.   

Utilisation of the apprenticeship levy to deliver professionally 
accredited apprenticeships - a CMI level 3 or 5 in Leadership and 
Management or IET accredited technical apprenticeship – with a 
pass rate of 95% throughout the RIIO-ED2 period. Recognise our 
‘levelling up’ agenda by redistributing a proportion of our 
apprenticeship levy to training providers in LCT activities, including 
providing local offerings that reflect the needs and priorities of our 
communities.   

Deliver flexible, intuitive, point 
of need self-directed learning, 
empowering employees to take 
ownership of their personal and 
professional development.  

Creation of a digitally enabled mobile first and self-directed 
learning organisation providing our employees and stakeholders 
with content, devices, software with the appropriate skills to learn 
anytime, anywhere. 

3.4. Leading practice and ambition 

We have undertaken a broad study of best practice in workforce resilience to ensure that the commitments we make 

for RIIO-ED2 consider the insights gathered from leading global companies or industry bodies, broader than just 

our sector.   

Those stakeholders engaged included: 

 BT - best practice in training and employee engagement. 

 Vodafone - achievements in engaging your people in training. 

 The Chartered Institute of Personnel and Development - improving diversity. 

 IBM - Digital Apprenticeships. 

 Microsoft - ‘Partner Eco System’ for training and apprenticeships. 
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 EY – action review of our NES accreditation. 

 

We have also considered regulatory guidance on workforce resilience, aligning our proposals with Ofgem Business 

Plan Guidance, which asks us to consider how our approaches will lead to: 

 Improving inclusion, diversity and equality, 

 Improving workforce satisfaction. 

 Improving workforce motivation and productivity. 

 Attracting people to the energy sector and developing the skills needed for a technology driven, low carbon 

energy system. 

 Upskilling and multi-skilling the existing workforce. 

 Ensuring the health, safety and mental wellbeing of the workforce. 

We note Ofgem has been contacted by Trade Unions to request assurance that network companies are expected 

to consider workforce resilience issues during RIIO-ED2. We have already undertaken engagement with our 

employees’ Trade Unions as part of our preparatory stakeholder engagement and will continue to do so as we 

finalise our RIIO-ED2 Business Plan. 

Best Practice Approaches to Workforce Resilience  

The CIPD describes approaches to organisational resilience according to their focus on:   

1. Job design, including its demands, employee control and rewards.  

2. Organisational culture and structure and impact on operations.   

3. The supportive characteristics and influence of leaders.  

4. Systemic/external environment and networks of successful relationships that enable employees and 

organisations to adapt.  

 

McKinsey articulates the business case for workforce diversity1 and explains that organisational resilience is 
improved through investment in diversity and inclusivity:  

“When companies invest in diversity and inclusion, they are in a better position to create more adaptive, effective 
teams and more likely to recognize diversity as a competitive advantage.” 

Best Practice in Increasing Diversity  

United Utilities, Severn Trent and National Grid are members of the 30% Club3. The 30% Club advocates that 
gender balance on boards and in senior management encourages better leadership, governance and performance. 
They target beyond 30% representation of women on all FTSE 350 boards, to include one person of colour, by 
2030. 

The CMI has published actions leaders can take to improve BAME diversity in the workplace. These include 
measuring, reporting and benchmarking diversity. RBS and Lloyds have both set targets for ethnic minority 
representation in senior roles. RBS explains: 

“Industry best practice is to have 10-14% of leadership roles filled by black, Asian and minority ethnic (BAME) 
employees. RBS is setting the ambitious target to achieve 14% BAME leaders by 2025.” 

Centrica and Scottish Water are members of the valuable 500, a global movement attempting to put disability on 
the business leadership agenda, including through the commitment of their large private sector corporation 
members to begin to table disability on their board agendas. 

NatWest promote age-diverse teams in the workforce. The CIPD note this can address skill and labour shortages 
and reputational benefits. 

Scottish Power, Thames Water and SSE energy services are some of the Utilities companies that are members of 
the Stonewall Diversity Champions programme, that commits to inclusive and accepting workplace environments 
for LGBT individuals.  
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Best Practice in Tackling the Gender Pay Gap  

Alongside the mandatory publication of gender pay data the Government Equalities Office Gender Pay Gap Service 
suggests six effective actions for reducing the gender pay gap and improving gender equality in organisations:  

1. Include multiple women in recruitment and promotions shortlists  

2. Use skill-based assessment tasks in recruitment  

3. Use structured interviews for recruitment and promotions  

4. Encourage salary negotiation by showing salary ranges  

5. Introduce transparency to promotion, pay and reward processes. 

6. Appoint diversity managers and/or diversity task forces. 

 

Best Practice in ensuring Fair Reward for Employees 

SSE are a living wage employer and have a commitment to work with its supply chain to roll out the living wage. 
The Living Wage Foundation report that 75% of employers surveyed said paying the living wage increased 
motivation and retention rates for employees, while 58% said it improved relations between managers and their 
staff. 

Best Practice in Employee health and wellbeing  

The HSE cites the BT group as an example of good practice in worker involvement to assisting employees with 
stress and mental health. BT’s activities mean that they now get almost 80% of people who have been off for 
more than six months with mental illness back into their own jobs, compared with 20% nationally. 

Best Practice in Employee Volunteering  

Aviva promote volunteering to build resilience. They found that 96% of their volunteers felt that their action had 

increased their level of wellbeing, 87% agreed it helped their personal development and 94% of agreed it had a 

positive impact on how they and their team behave. 

 

Training Best Practice 

Vodafone aim to help young people develop their digital skills and access learning and employment opportunities 

that will help them thrive in the digital economy. Vodafone has provided a total of 168,899 digital learning 

experiences to young people aged 26 and under since April 2018. This has been achieved through its digital work 

experience programmes, apprenticeships, intern and graduate schemes. 

 

Improving supply chain diversity  

The CIPD has recently published guidance for companies on how to source diverse suppliers, noting that diversity 

and inclusion enables businesses to better reflect and understand their customer base.  
 

 

 

 

Our Workforce Resilience Strategy demonstrates how we will ensure that we have a sustainable workforce to 

deliver our services safely for our customers and one, which reflects the diverse communities we serve. These 

qualities provide direct and indirect benefits to the customers we serve. Specifically: 

 A stable, competent and well-trained workforce makes a direct contribution to network reliability and quality of 

supply, which in turn benefits our customers. 

 A diverse workforce enhances our ability to communicate effectively with our customers; better understand 

their needs and deliver a service which fully meets those needs. 

 Happy, healthy and satisfied employees are motivated and productive; driving improvements and innovations 

that benefit of our customers.  
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The steps we have taken to develop our action plan are outlined in the three key strands to our approach to 

workforce resilience. 

5.1. Continuing to be an employer of choice 

Table 2: Recruitment Proposals 

Proposal 
Success measures 

Affordability 
assessment 

R.1 Extend working with Local 
Schools within BAME Community 
to educate on engineering 

Increase in BAME applications for early 
career roles. 30% of BAME hires into EC 
roles of each cohort (dependent on location) 

Within expected 
budget 

R.2 

Work Experience placements 
programme targeting apprentice 
candidates from disadvantaged / 
underrepresented groups. 

Number of students completing the 
programme - 10 per cohort, 2 cohorts per 
year 

Number of students going on to full time 
employment following the programme - 
target 6 per year 

‘See it to be it’ programme 

Within expected 
budget 

R.3 
Implement coaching for 
interviews for candidates from 
under-represented and 
disadvantaged backgrounds 

Run programme each quarter: 1) 
Neurodiversity - 4 candidates maximum 2) 
All others - 6 candidates maximum 

Tracker for early careers ("are/were you 
eligible for Free School Meals at school? 
Question on application) 

Within expected 
budget 

R.4 

Ensure blind CV process to all 
levels of recruitment 

Increased levels of diverse applications and 
hires across BAU recruitment 10% increase 
in BAME hires into BAU roles from previous 
year  

Within expected 
budget (depending 
on solution offered 
by SF) 

R.5 
Enhance internal recruitment 
candidate support programme 
with pre-interview support for 
under-represented groups  

Increase and successful moves for 
underrepresented groups, recognising and 
supporting diverse internal talent 

Within expected 
budget 

R.6 Integrate part-time and job-
sharing roles into recruitment 
strategy 

Increase in numbers of job shares across the 
business year on year. 5% of our jobs to be 
advertised as job sharing/part time 

Within expected 
budget 

R.7 

Industrial placement 
opportunities for students 

Provide industrial placement 

opportunities for students (including 

those studying Electrical Engineering) to 

further support our existing future talent 

pipeline. These will be paid opportunities 

(of up to 12 months) which will offer 

students substantial and valuable 

experience in our industry. 

Within expected 
budget 
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Table 3: Diversity and Inclusion Proposals 

Proposal Success measures Affordability 

assessment 

D&I.1 Offer internships for individuals from 

disadvantaged groups to encourage 

careers in STEM based sectors. 

Equivalent of 1% of UK Power Networks 

transferred apprenticeship levy funds for the 

training and assessment cost of the 

apprenticeships agreed with the receiving 

employer. 

Within 

expected 

budget. 

D&I.2 To better inform our planning and 

decision-making increase Data 

Disclosure across all protected 

characteristics. 

Track year on year data disclosure, 

encouraging high levels of data to aid 

strategy and decision making. 80% Data 

Disclosure on voluntary characteristics 

Within 

expected 

budget 

D&I.3 Increase under-represented groups at 

all levels (focus on gender and ethnic 

diversity). 

Increase female representation to 25% min. 

all levels, increase Minority Ethnicity 

representation to 15% min all levels, 

Minimum 1 x female and 1 x Minority 

Ethnicity candidate interviewed for every 

Senior and Executive managerial position 

Within 

expected 

budget 

D&I.4 Reduce Gender and Ethnicity Pay 

Gap. 

Internally published gender and ethnicity 

reports. Deliver a reduction on the gender 

pay gap throughout the RIIO-ED2 period, 

maintaining our top three position in the 

sector. 

Within 

expected 

budget 

D&I.5 All employees trained to minimum 

level specified in the Equality, 

Diversity and Inclusion (EDI) Training 

Framework based on their role. 

100% of employees trained to the minimum 

level framework 

Within 

expected 

budget 

D&I.6 All Senior and Executive Managers to 

have EDI Targets. 

100% of EMT & SMT annual targets set to 

feature explicit D&I target e.g. Increase the 

percentage of managers in the directorate 

trained to minimum EDI training framework 

to achieve 100% of managers trained. 

Within 

expected 

budget 

D&I.7 Obtain regular feedback from 

employees on our Diversity and 

Inclusiveness Strategy and actions 

through the EMPower Community and 

Inclusion Survey. 

All questions to score above 80% 

satisfaction on strategy related questions in 

the Inclusion Survey Results 

 

Within 

expected 

budget 
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Table 4: Employee Engagement 

Proposal 
Success measures 

Affordability 

assessment 

EE.1 

Maintain IiP Platinum accreditation, 

ensuring that we are compared against 

other sectors. 

Maintain our position in the top 2% of 

global employers by increasing 

Platinum elements of our IiP 

accreditation to 36/36 and maintain 

Platinum status to 2028. 

Within expected 

budget 

EE.2 

Externally Benchmark ourselves against 

other organisations across sectors for our 

charitable work / social mobility / corporate 

social responsibility to be in the top 10% of 

UK companies. 

Entry to and Improving position on 

social mobility company pledge list 

2023-2028 

Within expected 

budget 

EE.3 

Support UK Power Networks social 

contract by increasing the % of employees 

participating in Community Matters 

activities to support the communities we 

serve 

50% employees utilising volunteering 

day allowance (2 days per employee) 

by 2028 

Year-on-year increase in funds 

raised by employees 

Within expected 

budget 

EE.4 

Maintain high levels of employee 

engagement through benchmarking 

ourselves against high performing 

companies from various sectors, seeking 

accreditation by featuring on global lists 

Benchmark employee engagement 

nationally against companies from 

other sectors on market leading 

employee engagement lists  

Within expected 

budget 

 

Table 5: Employee Development 

Proposal 
Success measures 

Affordability 

assessment 

ED.1 
Increased efficiency through innovative, 

tailored and point of need training delivery. 

5% reduction in UCI per delegate for 

training received. 

Blended training available to suit 3 

main learning styles. 

Reduction in time to competence. 

Within expected 

budget 

ED.2 

All roles to have clear career pathways and 

competencies, integrated into performance 

management and personal development 

plans 

100% of roles mapped to career 

competencies and career pathways 

Within expected 

budget 
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5.2. The right skills for DSO and digital resources 

Table 6: Required skills for DSO and digital resources 

DSO skills: 

Network Planning, 

Operations and 

Markets  

• Continue to use our innovation function to attract and incubate new talent and then 

move into BAU roles where they can apply the solutions they have developed e.g. 

into DSO functions  

• We will recruit specialist skills such as in market operations and flexibility 

commercial capability where these are not easily available in-house and we need 

external perspectives  

Digital skills: Data 

Engineering, 

DevOps, Analytics  

• We are investing now to recruit new skills in data analytics and stronger cyber 

capability to provide a baseline for further additional hires or retraining of internal 

candidates who may be identified through existing peer interest groups. 

• We are establishing “communities of practice” to upskill wider business resources in 

these specialist areas e.g. Analytics centre of excellence to improve data literacy of 

the whole organisation  

Customer 

Research and 

Engagement  

• We will need to recruit externally into the business to provide specialist customer 

research skills to be able to manage external research agencies and evolve the 

engagement strategies during RIIO-ED2  

• We will supplement these resources with research agency contracts – but 

importantly we will select a few that we will develop long term relationships with 

given that our segment is a difficult one to engage customers on  

Local Authority 

Engagement and 

Planning 

• We will recruit new skills and merge them with a combined planning team that will 

sit under the DSO Network Planning function  

• These resources will have a blend of engineering skills and advanced modelling 

capabilities given the areas that they will need to support local authorities on  

Enhanced 

customer service 

and key account 

management  

• Additional key account management roles – specifically in connections to manage 

increasing workloads and more complex solutions (e.g. multi technology connection 

requirements) as well as the DSO to manage ongoing commercial contracts and 

operational issues with connected DER  

• Enhanced customer service roles that are able to manage and continually update 

digital configurations in IVR, Web and CRM applications. These are hybrid 

business/IT roles but will sit under customer services  

 

Table 7: Skilled and effective workforce 

Proposal 
Success measures 

Affordability 

assessment 

SEW.1 

Develop and implement a 

workforce plan in order to 

ensure future core Skills 

demand is met through staff 

progression/pathways. 

• Increase in staff progression. 

• Reduction in third party reliance. 

• Increased efficiency and upskilling through 

multiskilling.  

• Increase in staff utilisation. 

• Reduction in CML. 

• Increase in BMOCS. 

Within 

expected 

budget 
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SEW.2 

Identify and address future non-

core skill requirements 

associated with move to DSO, 

achieving Net Zero and 

digitalisation. 

• 50%reduction in reliance of Knowledge 

Economy 

• 90%staff retention rate against vacancies 

advertised in key skilled areas. 

• Evolution of training portfolio. 

• Expansion on the range and levels of 

apprenticeships currently offered.  

Within 

expected 

budget 

SEW.3 

Increased efficiency through 

innovative, tailored and point of 

need training delivery. 

• 5% reduction in UCI per delegate for training 

received. 

• Blended training available to suit 3 main 

learning styles. 

• Reduction in time to competence. 

Within 

expected 

budget 

 

 
Table 8: Collaborating with Others 

Proposal Success measures 
Affordability 
assessment 

CWO.1 

Understand and support 

delivery of future skills 

requirements in the 

sector. 

Working as a key stakeholder with (ATA)  

Or 

Establishing our own digital/engineering skills 

academy. 

And   

Number of organisations that choose to use UK Power 

Networks as their Training Provider. 

Additional 

funding 

required. 

CWO.2 

Supporting organisations 

in the energy sector 

through sharing 

knowledge, best practice 

and resources to 

increase 

>1% of UK Power Networks apprenticeship transferred 

levy  

1% of training content donated to external 

organisations 

Within 

expected 

budget 

CWO.3 

UK Power Networks 

Technical Education 

Bursary provision for 

disadvantaged groups to 

encourage careers in 

STEM based sectors 

0.5% of technical training days opened up for young 

people from disadvantaged backgrounds, ex-offenders 

and ex-service personnel 

Or equivalent value for those not near a training centre 

Within 

expected 

budget 
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Table 9: Employee and Leadership Development 

Proposal 
Success measures 

Affordability 

assessment 

ELD.1 
Developing qualified, high-quality 

leaders and managers  

Increasing year-on-year managers 

qualified to a minimum Foundation 

Chartered Manager (fCMgr) status 

Target: 85% of managers, circa 350 Level 

3 managers and 250 Level 5 managers 

and above.  

Within expected 

budget 

(apprenticeship 

levy dependant) 

ELD.2 

Continuity of high-level leadership 

delivered through robust leadership 

succession planning  

Key internal move succession planning is 

reinforced by high calibre external 

recruitment. No key role to be left unfilled.  

Within expected 

budget 

ELD.3 

Expand our mentoring programme, 

supported by ILM accredited training 

for mentors 

A network of appropriately trained mentors 

offering better internal networks and 

greater support to new starters and those 

on company training and development 

plans 

Within expected 

budget 

ELD.4 

Align activities to be fit for the future, 

recognising the benefit of creating a 

workforce that is digitally skilled and 

undertaking self-directed learning, 

able to learn at any time anywhere. 

90% end user experience and training 

satisfaction 

Within expected 

budget 

ELD.5 

Invest in upskilling and reskilling our 

employees to adapt to new roles and 

tasks as other roles and tasks 

become redundant, through flexible 

funding options 

Optimise modular learning and a 20% 

increase in employees taking up flexible 

funding by the end of RIIO-ED2  

Within expected 

budget 

 

5.3. A flexible workforce to deliver net zero 

Responding to increased work volumes related to Net Zero driven investment 

 

The transition from our base case to a net zero scenario will see changes in demand for services with potentially 
2.7 million EVs and 0.3 million heat pumps in place by 2028. To align with our business strategy, the workforce 
needs to flex up in good time in order to meet demand without incurring headcount inefficiencies.  

We will deliver this objective through a combination of our supply chain and employees. Increases in our 

employee workforce will be met through the following actions: 

 Upskilling existing staff 

 Increasing investment in apprentices 

 Recruiting from the external market  

 Reallocating underutilised resources  

 Fixed term project resources 
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We will need to remain adaptable in our recruitment strategy to respond to changing conditions including regional 

and local authority priorities. 

 

How our business is expected to evolve during RIIO-ED2 

 

To meet the forecast base case scenario workload and address the new areas in line with strategic context of 

RIIO-ED2, we anticipate the major changes to the makeup of our workforce will include the following additional 

roles: 

 Approximately 90 roles in a newly established and independent DSO function. 

 Approximately 30 roles in the Digital domain providing capabilities such as data analytics, DevOps, data 

engineering and specialist cyber defence skills. These will be backed by our global technology partners on 

our System Integration frameworks. 

 Approximately 160 roles in our Connections business building over the 5-year period with specific skills in 

quotations, project design and key account management. 

 Reallocation of around 210 current Smart Meter / First responder roles to undertake fuse upgrades as the 

smart metering programme starts to ramp down during RIIO-ED2. 

 Around 250 operational staff, mainly jointers and field engineers over the 5-year period to support necessary 

network upgrades. 

 

Transitioning to the Net Zero highest scenario would require a further 215 roles and approximately 770 additional 

supply chain resources primarily delivered through our ED1SON Alliance partners. 

 

 

The operational skills we will need and where they will come from: 

 

We acknowledge that economic recovery may result in some specific skills shortages; through our active 

monitoring and training we are confident that we can recruit in time to service the need based on the following 

strategy: 

 Recruit new hires: Our existing time to hire is currently less than seven weeks and has not exceeded 10 

weeks during past peak recruitment. 

 The ratio of applicants to vacancies is approximately 20:1 (the ratio for craft apprenticeship applications is 

40:1).  

 The new recruits over a 5-year period (plus around 150-200 ‘business as usual’ recruits per year) is within 

existing recruitment capacity to recruit around 400 people plus apprentices per year. 

 Reallocation of Smart Meter personnel is covered in Annex 1 which shows resourcing requirements for 

service upgrades. 

 Alternatively, upskilling or multiskilling the existing workforce:   

 Key roles to be upskilled will be our crafts persons into Operational Engineer functions such as High Voltage 

switching, connection of generators and new installation or replacement of LV automation schemes.  

 Multiskilling of craft trades for new and existing craftsman 

 Expanding the EPN existing staff development programmes for craft attendants to progress into a craft trade.  

 Formal apprentice (2-3 year) programmes: an increase in Apprentice numbers from 20 per year to 40 per 

year from 2022 adding to the 120 apprentices who will qualify in the next 3 years. 
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Table 10: Responding to increased work volumes related to Net Zero driven investment 

 

 

 

 

 

 

 

 

Name of 
role 
 

Total 
existing 
resource 

Required 
resources 
to deliver 
base 
case* 

Additional 
employees to 
deliver 
Net Zero 
highest 
scenario 

Additional 
contractors 
to deliver 
Net Zero 
highest 
scenario 

Risks and mitigation 
measures 

Linesman 
 

520 580 10 70 

Ageing profile mitigated by 
50% of all craft apprentices 
being trained as overhead 
linesmen. 

Jointer 
 

620 700 20 70 
Utilise existing multiskilling 
to meet excess demand. 

Fitter 
 

200 220 30 0 

Ageing profile in EHV 
mitigated by 20% of future 
craft apprentices being 
trained as EHV fitters 

Design 
 

85 100 0 10 
Higher apprenticeship 
cohorts of 6 per year from 
2022. 

Field 
Engineer 
(SAP) 
 

565 630 40 40 

Continuing upskilling into 
other voltages & drawing 
upon 400 Authorised 
Persons progression. 

Protection 
and 
Commiss- 
ioning 

60 70 10  Training two cohorts of six 
per annum from 2021 

Smart 
Meter 
First 
Responders 

210 210 0 60 

Solution for EV 
fuse/service upgrades 
predicted to be 145-280K 
over a five year period 

DSO 50 140 20   

Digital 
Roles 

10 40 15   

Connections 360 520 70   

Contractors    
 

520 
Supply chain preparations 
underway 

Total 2680 3210 215 770  
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The supply chain skills we will need and where they will come from 

 

We have discussed these work volumes with our supply chain to understand their resilience to be able to respond 

(also see Section 10.7 on Supply Chain Resilience) and agreed the following strategy to secure resources: 

 

 Engaged and secured support from strategic partners, evidenced by letters of support from Alliance partners. 

 Engaging with key materials suppliers to establish security of supply with no initial concerns. 

 Brexit preparations and additional stockholding have enhanced resilience. 

 

We are confident but not complacent given our track record of dealing with events in the past: 

 

 Delivered a 70% increase on capital allowance from DPCR 3 to 4 

 Mobilising for the smart meter rollout delivering to date 218k interventions 

 Supporting the DG solar boom from 2010   

 

How can we be confident, but avoid complacency in workforce resilience: 

 

• Our position as an employer of choice gives us 

confidence in our ability to recruit the staff we 

need 

• Our attractiveness to candidates is strong 

• 20:1 for all posts 

• 40:1 for apprentices and trainees 

 

• Our engagement scores, package of job security and 

attractive remuneration is a good basis to build on. 

 

• Our staff turnover is very low (Currently 2%)  

 

• Current 2-3% staff turnover compare to UK average of 

15% and 8.8% for engineering roles. 

• Our cycle time to hire is 6 weeks • Even during past peaks recruitment cycle time has not 

exceeded 10 weeks on average. 

• This cannot be taken for granted we monitor it monthly 

 

We have a good starting point when combined with our internal training and promotion from within but cannot be 

complacent. By tracking the external market, we will look for early signs over any ‘overheating’ or talent shortage 

and adapt accordingly. For example, by widening searches, bringing forward recruitment or investing in further 

training. 

 

High-level risks and mitigating actions 

 

We are in the process of reviewing the material risks and stress testing our plans. This will remain an ongoing 

process based on market conditions: 
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Risks Mitigating actions  

We are unable to secure sufficient 
resources given competition against other 
sectors for scarce skills at a point in time 

• Use of strategic partners with long term relationships 
instead of point procurement  

• Retain flexibility to source from Tier 2 contractors as a fall 
back 

• Flex recruitment based on an updated view of forward 
demand 3 years out   

We are unable to attract niche skills to our 
sector given other markets e.g. cyber  

• Calibrating remuneration packages to be in line with market 
prices 

• Use technology partners to augment hot skills e.g. IBM, 
Accenture, Enzen 

Trade disruptions impact delivery of 
critical plant and equipment  

• Ensure frameworks include alternative suppliers  
• Hold sufficient inventory to withstand shocks e.g. Brexit 

planning 

We are unable to retain critical skills in the 
business  

• Implement long term incentive plans for hot skill areas  
• Ensuring we have an overall compelling employee 

proposition – financial, wellbeing, flexible, empowered  

We are unable to flex our work patterns to 
suit customer requirements (e.g. early/late 
and weekends) 

• Strong TU relations to work together and achieve shared 
objectives …. 
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Service Upgrade Works 2023 2024 2025 2026 2027 

Fuse Replacement Low High Low High Low High Low High Low High 

Fuse Upgrades/ week 343 615 377 718 429 864 445 942 579 1,225 

Fuse Upgrades/ day (255 days 

per year) 
70 125 77 146 87 176 91 192 118 250 

Teams (Jointer/ mate) 10 21 11 21 12 25 13 27 17 36 
           

Service Cables Replacements           

Service Cables Replacements/ 

week 
82 148 90 172 103 207 107 226 139 294 

Service Cables 

Replacements/day 
17 30 18 35 21 42 22 46 28 60 

Teams (Jointer and digging 

mate or Line team) 
8 15 9 18 10 21 11 23 14 30 

           

Unlooping service           

Unlooping services/ week 10 18 11 22 13 26 13 28 17 37 

unlooping services/ day 2 4 2 4 3 5 3 6 4 7 

Teams (Jointer and digging 

mate or Line team) 
1 2 1 2 1 3 1 3 2 4 

 
Assuming the low case scenario we would require 19 full time teams across the company in 2023 to complete service 

upgrade works rising to 33 by 2027, with circa 6 - 8 FTE teams working on this type of upgrade work today. By June 

2025 the smart meter programme will be coming to a natural end with approximately 70% of the 36 Jointing teams and 

22 Rapids becoming available for these works (cut out changes will still continue post the programme) e.g. 25 Jointing 

teams and 15 Rapids to transfer to EV programme. 

 

The crossover of resources from smart metering would significantly close the gap for even the ‘high’ scenario but 

certainly would cover the ‘low’ scenario model with any gap pre-2025 covered by contractor support. 
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Risks are assessed in accordance with our Risk and Control procedure using a combination of impact and 

probability scores, together with an assessment of control and mitigating actions. The assessment is kept 

under review.  

 

Rating

Number Risk Mitigating Action

Im
pa

ct

Pr
ob

ab
ili

ty

Ri
sk

 ra
tin

g

Co
nt

ro
l

1 We are unable to secure sufficient resources given competition against other sectors for scarce skills at 

a point in time

•Use of strategic partners with long term relationships instead of point procurement (Alliance and 

overall delivery in DCD) 

3 12 2

e.g. Lower Thames Crossing and HS2 •Retain flexibility to source from Tier 2 contractors as a fall back

e.g. Work permits – ground works staff – skill requirements to qualify •Review of commercial rates based on latest market information 

e.g. Attractiveness of UK (£/EURO) – overall supply •Flex recruitment based on an updated view of forward demand, e.g. 3 years out  

•Uncertainty mechanism to cover this – see NG example funding covering both volume and costs 

•Upfront planning given the longer lead times 

•ENA / Industry (EU Skills) dialogue with Government based on the latest market information to 

influence skill requirements or class exemptions (e.g. Agriculture sector) 

•Look beyond EU e.g. Control engineers from South Africa, 500k grads out from India 

2 We are unable to attract niche skills to our sector given other markets e.g. cyber •Calibrating remuneration packages to be in line with market prices 2 8 2

•Use technology partners to augment hot skills e.g. IBM, Accenture, Enzen

•More flexible approach to reflect wider market rates where justifiable 

3 We are unable to retain critical skills in the business •Implement appropriate incentive plans for hot skill areas (e.g. LT incentive plans, project completion 

bonus) 

3 12 2

•Ensuring we have an overall compelling employee proposition – financial, wellbeing, flexible, 

empowered 

4 We are unable to flex our work patterns to suit customer requirements (e.g. early/late and weekends) •Strong TU relations to work together and achieve shared objectives …. 2 6 1

•Review contracting arrangements to include this 

5 Trade disruptions impact delivery of critical plant and equipment •Ensure frameworks include alternative suppliers – diversity of the supply chain 3 12 2

•Hold sufficient inventory to withstand shocks e.g. Brexit planning

6 Access to raw materials – concrete, steel etc (given wider infrastructure works ) e.g. HS2 •Breadth of suppliers 3 12 2

Global supply chain issues given increased demand globally as all countries ramp up for NZ •Long term contract commitments – e.g. large contracts to secure the transformer manufacturing slots 

in DR4

•Continuing market analysis 

•Engage T1 or directly to pool overall buying power through them 

4

4

4

4

4

3


