Our co-creators, employees, suppliers, and
contractors are at the heart of our human capital.
Their passion, commitment and motivation are the
key drivers of the organization’s accomplishments.
It is through their knowledge and skills that EDC
delivers its goals to its stakeholders.
Our human capital powers our manufactured and
intellectual capitals. They also expand our services
and assistance to our communities and the planet.
While our people take care of our plant facilities
and customers, they also look after each other
and the environment around them. Thus, it is our
responsibility to ensure their safety and keep them
motivated.

Activities
•
•
•
•
•
•
•
•
•

•
•
•
•
•

1,692 Employees
HR service delivery
Employee engagement
Labor relations
Talent management
HR as strategic business
partner
HR Systems, Support and
Services enabling
Employee value
proposition
Continued shelterin-place and
work-from-home
arrangements
Vaccination
program
Professional counseling
Repurposing of
employee benefits
Enhanced healthcare
Program
APCS-CI-Agile Culture*

Outputs
•
•
•
•
•
•
•
•

Highly engaged and
resilient workforce
Holistic employee
development
Increased productivity
Zero grievances and
resolved employee
discipline cases
Zero manhours lost due
to industrial dispute
Change management
and communication
programs
Data-driven decisions
Digitization of HR
operations

Value Created
•
•
•
•
•
•
•

Employee satisfaction
and highly engaged
workforce
Enhanced employee
experience
Industrial harmony
Future-fit organization
Professional talent pool
Seamless execution of
HRSS processes
On-time delivery of HR
Services

Contribution to SDGs

Risks
•
•
•
•
•
•

Optimizing talent
development for
leadership pipeline
Workforce competency
Internal governance
competency
Compliance with Data
Privacy Act
Health and safety
Climate change impacts

*Accountability, Performance Orientation, Collaboration, and Safety (APCS); Continuous Improvement, (CI) Agile

Human Capital

Caring for our people
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A Day in the Life of Working from Home
My alarm goes off at 7:30 AM during work
days. After coming to my senses, I immediately
start thinking about all the things that I need to do
throughout the day. I also try to motivate myself for
the challenges ahead of me.
It has become my habit to check my emails first, with
a cup of coffee in hand. Then I try to get some work
done before attending my first Zoom meeting for
the day. Our Employee Engagement team meeting
starts and we are usually joined by the SMEs of the
specific event we are planning for. We then discuss
all ongoing preparations—finalizing the event’s time
and date, creating the event flow, identifying the
event’s host and scriptwriter, scheduling technical
runs, and releasing posters and calendar invites to
all employees.

Before I realize it, the clock reminds me it’s already
5:00 PM.
Each day is different. Some days can be dragging,
while others bring much fulfillment and a strong
sense of accomplishment. What helps me the most
is carefully planning my personal time and activities
after work to have fun and enjoy myself with my
friends and loved ones. I then make sure to get
enough rest at night to come back recharged the
next day.
Rose Mae Alcazar is an HR Analyst from EDC’s
Negros Oriental office.

The meeting ends after everyone has been assigned
their individual tasks.
Before I proceed to the next activity in my list, I find
some quiet time to recalibrate and ground myself
(we all need that, right?). I take a deep breath,
then proceed with the rest of my day sending
calendar invites, creating and designing engaging
posters (which is a different challenge of its own),
seeking approval from internal clients, and putting
up new and upcoming employee activities in the
“What’s Up” page so fellow employees are aware
of important dates and schedules. In between
all these, I find time to open the work emails that
have accumulated so I can attend to other equally
important or urgent concerns related to my role
(not to mention the intermittent “chats” that pop
up throughout the day which bring up more of the
same).
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Good powers EDC. We engage both internal and external stakeholders
in our operations and commit to uplifting and improving their lives.
Working with others broadens our reach and extends our positive impact.
Everyone becomes our partner in social development—our employees,
contractors, suppliers, host communities, industry alliances, media, the
academe, non-government organizations, people’s organizations, local
government units, government regulatory agencies, and customers.
We seek to bring out the best in our people, which is reflected in our
employment practices and workplace culture. We also aim to develop
our external stakeholders through our Corporate Social Responsibility
(CSR) programs.
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In caring for our people, we uphold the highest governance standards
under our policies, operate with international best practices, and
respond to global investor expectations concerning sustainability.
Further, we ensure compliance with national and local regulations in
all our operations and locations. It is also integral for EDC to enhance
development opportunities for people within our areas of influence.
We also ensure that we demonstrate respect for human rights in all our
operations. EDC does not practice forced or compulsory labor, nor do
we employ child labor.

Caring for our people
The years 2020 and 2021 were undoubtedly
unusual and very difficult times for everyone. It
was a severe test of our organization’s agility,
culture, and our collective skills. With most activities
coming to a standstill, EDC acted decisively and
went beyond being a leader in the renewable
energy industry by looking after all its stakeholders.
Management was at the forefront of those efforts
but the employees themselves stepped-up to help
the company and their fellow employees. As a
result, everyone remained productive during the
pandemic and the Company managed to obtain
an overall engagement score of 95 from its 2021
Employee Engagement Survey (which was done
through Willis Towers Watson Engagement Survey
platform) held early in the year. This proved that the
employees themselves remained highly-engaged
and appreciative of their overall work experiences
during the ongoing pandemic.
We made all these possible through our values and
regenerative purpose, along with our behaviors
of Accountability, Performance Orientation,
Collaboration, and Safety (or collectively referred
to as “APCS”), which are clearly demonstrated in
the following achievements:
Building partnerships that result in progressive
employee relations
Our commitment to open dialogue, transparent
negotiations, and progressive employee relations
have built strong partnerships with our 13 unions
and led to significant improvements in our Collective
Bargaining Agreements (CBA) negotiations through
the years. In the past, negotiations were done per
union, holding several meetings before coming to an
agreement. During the 2012-2013 cycle, however,
each union negotiation was concluded in just one
session. This was followed in 2014 by a unified
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CBA negotiation, comprising of all six (6) Rank
and File (RF) unions, who likewise agreed to have
their members covered by “performance-based
merit increases” instead of the “general increases”
(or “CBA blows”) that were determined in previous
negotiations. This was a clear show of our unions’
support for the company’s new performance
management system.
Our four (4) Professional/Technical (PT) (including
Supervisory) unions duplicated this feat in 2015
by having their own unified CBA negotiation
concluded in just one meeting. These successes
further encouraged both management and the
unions to have unified CBA negotiations with seven
RF unions and four PT unions in the same year. Both
were concluded in just one session.
This paved the way for the potential streamlining
of CBA anniversaries in 2020, wherein the plan
was to hold simultaneous negotiations with EDC’s
ten unions. This was significant because this would
be the first time that said unions, which represent
employees across different locations and two
employee groups (i.e., RF = 5 unions, PT = 5 unions),
would negotiate as a unified and single bargaining
panel. This was made possible by the noble gesture
of our union leaders to set aside their respective
unions’ individual interests to secure industrial peace
in the company. Management truly appreciated the
gesture and recognized that such an opportunity
was brought about by the harmonious relationship
that existed between management and the unions.

workers and their families. But this did not prevent
the Company from proceeding with its simultaneous
2020 CBA negotiations because it wanted to
sustain the goodwill and trust it had cultivated with
the unions.
Virtual conferencing facilities were used, and
agreements were reached with all ten unions in a
series of four meetings. The successful outcome
was truly a “first of its kind” achievement for labor
relations, employee engagement, and internal
communications in our country. Furthermore,
no express expenses were incurred by both the
management and union panels in successfully
concluding its Collective Bargaining Agreements for
the period of January 1, 2020, to December 31,
2021.
The outcome of the CBA negotiations also surpassed
the economic benefits that were previously agreed
upon, as both parties delivered the following
improvements in employee benefits:
•
•
•

Rice Allowance Improvement
Increase in Overtime (OT) Meal Allowance
Flexible Uniform Allowance

The unions attained these economic benefits for
1,488 employees.
In recognition of the momentous achievement of the
unified, simultaneous, and online CBA negotiations,
both parties also agreed to the following one-time
bonuses:
•
•

Signing Bonus
Online CBA Milestone Bonus

The conclusion of these ten Collective Bargaining
Agreements is the pinnacle in the proud history of
collaboration between EDC management and its
workers’ associations. This is also the first time in
the history of labor relations in the Philippines that
a collective bargaining agreement was negotiated,
concluded, and signed all via digital platform,
according to Director Yahya Centi, Department of
Labor and Employment (DOLE) Regional Director
for Region 8/Eastern Visayas who was party
to the CBA conclusion. This statement was also
substantiated by the Philippine League of LaborManagement Cooperation Practitioners Inc.
(PHILAMCOP). According to benchmarking done
by the industry organization, there were no other
online CBA negotiations done in 2020.

When the COVID-19 pandemic broke out in the
first quarter of 2020, however, EDC was forced to
impose work-from-home and shelter-in-place work
arrangements in its different offices and power
plant facilities to protect the health and safety of its
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Growth culture of Agile mindset and supporting
Continuous Improvement Initiatives
In support of an always-on transformation mindset,
EDC promotes a Continuous Improvement
(CI) program to empower employees to think,
recommend, and implement their ideas and
solutions at work. We believe that the aggregate of
many “small” improvements can provide the most
impressive achievements.
The COVID-19 pandemic could not deter the CI
program as employees completed 2,400 CI ideas
that resulted in about PHP 2,735 million total value
(total savings and additional revenue generation)
in 2021 alone. The company also strengthened its
Agile approach in doing work. To date, we have
about 160 agile squads and 112 agile advocates
who helped drive different projects and programs of
the company creating PHP 23 B in value generation.
Employees also took an active role in developing
health and safety protocols for their work activities,
even as they had to learn and adapt to their new
working conditions. Notably, our COVID-19
Health Officer Joel Ygnacio personally coordinated
vaccinations for his colleagues on shelter-inplace (SIP) duty. He anticipated that individual
appointments may disrupt their work activities, so
he arranged special on-site vaccinations through his
friends and former students in the LGU. “Squads”
were also formed to address work-related concerns,
and the squad members themselves thought of
the solutions which management allowed them to
implement. This likewise became a learning process
for our employees and they eventually became
more confident in coming forward with their own
ideas for continuous improvement.
Since employees spent more time at home (because
of their WFH arrangement) or in the facilities
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(as a result of the SIP work arrangement), the
Company also promoted continuous improvement
for the personal growth and overall well-being of
employees by encouraging them to pursue their
passion and personal interests outside of work. This
became the Special Interest Development Program
(SIDP). Through the SIDP, the Company provided
a Special Interest Development (SID) grant of five
thousand pesos (PHP 5,000.00), which employees
could use to subsidize expenses from the pursuit
of their personal or special interests. The program
initially ran from May 1 to December 10, 2020
but it has been extended to 2021. A total of 1,142
employees took part in this program.
The “top 5” special interests of employees were
identified to be activities or programs related to
physical fitness and wellness (177), baking (104),
biking (104), welding/fabrication works and metal
works (95), and woodworking/carpentry (79).
Despite the disruptions brought by the COVID-19
pandemic, we were committed to the growth of
our future organization leaders. The Young Officers
Development Academy of EDC, more popularly
known as YODA, was also launched in 2020. To
date, YODA has 45 participants, whose managerial
and technical competencies, and leadership skills
and capabilities are being developed.
EDC is “future-proofing” its business processes and
procedures by embracing digital innovations and
infrastructure. These include the Workday platform
introduced by Human Resources Management
Group (to serve as the single source of employee
information and HR-related processes and
procedures) and the Happay platform (for all
finance, accounting, and payables transactions)
launched by the Finance Group. Other examples
were the Enterprise Asset Management system and
Supply Chain Management procurement system.

ENERGY DEVELOPMENT CORPORATION 2021 INTEGRATED REPORT

IN T HE YE AR 2021,

2,400
PHP 2,735M
C I ID E A S

TOTAL VALUE

TO DAT E

160 112
PHP 23B
AGIL E S Q UADS

AG IL E ADVOC AT E S

IN VALUE G E N E R AT ION

A healthy and safe workforce delivering reliable
affordable clean energy

even philanthropic actions (donations to charitable
institutions).

Resiliency is part of EDC’s spirit. However, this was
tested when our biggest facility in Leyte, including our
employees and host communities, were devastated
by Super Typhoon Yolanda in 2013. It was during
these times that the term “Tindog” (Cebuano word
for Bangon or Stand in English) was first heard and
eventually became the battle cry of EDC and its
employees. We rallied behind our colleagues in Leyte
and they repaired our facilities, and even improved
them, after just a few months. This experience instilled
in us a mindset that we are capable of overcoming
the most daunting challenges. We have since called
this our EDC Tindog Spirit and this was demonstrated
again when the COVID-19 pandemic threatened the
health and safety of our employees, including our
families, and business operations.

Another major initiative in 2021 was the company’s
partnership with MyGolana to provide free online
counseling sessions to employees who felt the need
for additional mental and emotional support in order
to cope with all the pandemic-related stress and
concerns. This provided employees with easy access to
professional help through a counselor of their choice.
The Company also hosted online learning sessions
which featured medical and industry experts to enrich
employees’ knowledge on various topics such as
financial planning, homeschooling, common health
conditions and diseases, and women’s reproductive
health, providing a more holistic approach to
employee wellness.

Even before the government declared an enhanced
community quarantine in Luzon in March 2020, EDC
proactively declared work-from-home arrangements
for its office-based employees and followed this up by
arranging “shelter-in-place” (SIP) work arrangements
for its operations personnel. These modified setups
reduced the risk of exposure to the virus for our
employees; allowing them to safely continue delivering
their work requirements at home, from their provinces
or in our facilities.
The Company also reviewed existing employee
allowances to cover the emerging needs of employees
during the pandemic. This repurposing of benefits
allowed employees to use their allowances to
purchase personal healthcare (such as PPE, medicine
and vaccines); higher Internet plans (for better and
longer access to Internet services); communication
charges (for usage of mobile phones); equipment and
furniture (for better work-from-home conditions); and
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Apart from our existing flu and pneumococcal
vaccination program for employees and their families,
the company initiated a corporate vaccination program
to provide free COVID-19 vaccines to employees,
while allowing them also to order vaccines (at their
personal cost) for their family or household members.
It is likewise working to help its service providers and
other partners secure vaccines for their own workers.
Throughout the ongoing pandemic, EDC continued
to provide a stable supply of electricity to its power
customers by implementing Shelter-in-Place (SIP) work
arrangements for our facility operations personnel.
They worked in “two-week bubbles” inside our
project sites and the company provided all their meals
and accommodations in our facilities. Among the
precautions and stringent measures that have been put
in place, our SIP employees are also kept away from
non-SIP employees to prevent possible infections.

Tindog EDC

Standing stronger together
Staying true to our promise, we prioritized the safety and well-being of our most
important resource: our people. Their talent, knowledge, skills, and dedication to
service are the core of EDC’s corporate values.
In the second year of the pandemic, EDC continued its initiatives and introduced
new programs to better address the requirements of the new normal. These
initiatives are part of “Tindog EDC,” a comprehensive COVID-19 Response
Program for our employees. The program was strategically focused on three key
aspects—physical safety, mental health, and financial security.
Initiatives under this include:
• Declaring work-from-home (WFH) arrangements even before the national
lockdown
• Establishing shelter-in-place (SIP) amenities for employees in project sites
and ensuring health and safety measures were in place
• Successful repatriation program of 54 stranded employees and contractors
• Repurposed employee benefits and allowances
• Personal healthcare and personal protective equipment (PPE)
• Upgrade of internet plans for WFH employees
• Telecommunication charges for the use of mobile phones
• Purchase of ergonomic equipment and furniture for WFH employees
• Philanthropic actions such as personal donations to officially registered and
recognized charitable institutions
• PHP 238 million COVID-19 resiliency assistance provided to employees
Amidst the many challenges due to the pandemic, our employees remained
highly engaged, happy, and proud of their work. This is reflected in our employee
engagement survey rating of 95% which was done through the Willis Towers
Watson platform.
We value our people. Success is only possible together as we participate as cocreators of a decarbonized and regenerative future.
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2021 COVID-19 EMPLOYEE RESPONSE

99.5% fully vaccinated
EMPLOYEES AND BOOSTER SHOTS WERE INTRODUCED

Health promotion
ACTIVITIES WERE EXPANDED TO CATER TO
THE NEEDS OF EMPLOYEES’ FAMILIES

Surveillance testing

WAS STARTED BASED ON SCIENTIFIC METHODOLOGIES

Real-time database
FOR INFORMATION MANAGEMENT TO
GUIDE IN DECISION MAKING

Ventilation controls

WERE INSTITUTED & CONTINUOUSLY MONITORED

Expanded COVID-19
Response Team
WAS ESTABLISHED COMPOSED OF NEW DOCTORS
AND COVID-19 OFFICERS

External partnerships

WERE STRENGTHENED WITH NATIONAL & LOCAL GOVERNMENT,
EDUCATIONAL ENTITIES & STAKEHOLDERS

Surge preparation
WERE PUT IN PLACE
(IE. MEDICINE & EQUIPMENT SUPPLIES)

Social distancing

DEVICES WERE INSTALLED TO ENSURE
DISTANCING & ASSIST IN CONTACT TRACING

COVID-19 Marshals

WERE DEPLOYED TO ENSURE PROTOCOLS ARE FOLLOWED

Employment
Our people make it possible to achieve our
corporate goals. Their welfare and development
are of primary importance to us.
Thus, we established and continued to implement an
enterprise-wide performance management system,
along with individual development plans, to provide
everyone with equal opportunities for professional
growth and development. Regular discussions
and constructive, transparent feedback between
employees and their immediate superiors guide
career growth among our teams and ensure high
employee engagement and satisfaction. Wherever
possible, we hire locally to fill our vacancies.
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EDC goes beyond minimum wage standards,
not only in its head office in Manila, but in all its
operating sites, with minimum wages that range
between PHP 24,000 to PHP 36,000 for our Rank
and File employees. This is above the regional
minimum wage ranging from PHP 6,000 to PHP
11,000. We also benchmark our rates with energy
industry standards. EDC strives to identify the
optimal rewards and recognition mix (monetary
and non-monetary) to attract the best talents, retain,
engage, and effectively motivate all employees.
Retirement benefits are also provided to our regular
employees.
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We focused on our Human Resource (HR) Service
Delivery and Employee Engagement for our Human
Capital. Through our Empower Council and its
members from the different functional groups and
operating sites, we foster collaborative relationships
anchored in harmonious discussions. The council
also enables the employees to suggest initiatives
aligned with their personal interests (e.g., sports,
work-life integration activities, company events).
Bringing together employees who share the same
passions and advocacies allow us to sustain a
high-performing organization. This further drives
an internal culture of accountability, performanceorientation, and collaboration.

We also devised a cadetship program for fresh
graduates interested in for renewable energy. This
would run for six months with allowance incentives
and a certification program to increase engagement.
After a selection process, the candidates would be
hired as junior engineers.
In 2021, EDC also utilized new technology and
digitalization for the timely and quality service
delivery of HR services. We maintained zero
rework on all HR operations-related processes
and effectively upheld our employee information,
resulting in zero data privacy breach.
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`

Protecting Our Employees During The Pandemic:
We Continued Our shelter-in-place and
work-from-home Arrangements

1,626

TOTAL MANPOWER COUNT
Location

TOTAL EMPLOYEE TURNOVER: 78

Male

Female

Total

Reason

Negros

196

35

231

Mount Apo

118

28

146

Bacon-Manito

132

44

Leyte

388

58

Male (52)

Female (26)

Resignation

21

19

17

4

176

End of
Contract

446

Retirement

10

1

4

1

0

1

Ilocos

24

8

32

Death

Head Office

367

228

595

Dismissal

1,225

401

1,626

Total

TOTA L M A NP OWER CO UN T FO R 2 0 2 1

Employment Contract

Age

1,225 or 75%
MALE

401 or 25%
FEM ALE

M A NP OWER P ER S I TE

Extended Workforce

Bacman

3

Total

%Age

30 yrs old
and below

280

17.2%

Head Office

54

Ilocos

9

31-40 yrs

435

26.8%

Leyte

11

41-50 yrs

386

23.7%

Mt. Apo

3

51 yrs - up

525

32.3%

Negros

2

Grand Total

1,626

100%

Grand Total

82

1 4 .2 %

36.6%

9 .0 %

1 0 .8 %
2%

2 7 .4 %

N EGROS MO UN T A P O BACON-M ANI TO LE Y T E ILOCOS H E A D O FFI CE

100% of employees receive regular performance
and career development reviews
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Talent Management, Training, and Development
We provide our people with relevant training and
career development support to help them excel in
their chosen fields, as well-trained and motivated
employees strengthen our place in geothermal
power and boost our global reputation. Therefore,
we also support employee education, both in the
Philippines and abroad. We also finance relevant
postgraduate courses and trainings in specialized
non-degree courses. EDC also implements a
leadership development program to support
succession planning and management. We monitor
the career development of each person on our team
to ensure their growth in the Company. In addition,
we invest in upgrading skills and promoting
lifelong learning programs to ensure the continued
employability of our people and their transition to
retirement.
Empowering our internal workforce is a critical
part of the division’s role. To create competent
employees in a positive environment, we ensure
our people are empowered. In 2021, we launched
talent development initiatives to meet the supply and
demand of capabilities in the industry.
During the year, we initiated T200 recruitment,
enterprise onboarding, learning management,
and competency assessment and development
within our teams. We also introduced technical and
training assessments that expand to all our capitals,
particularly intellectual and manufactured. We
increased competency in our internal governance
by closely monitoring, implementing, and executing
all the talent management-related processes to build
EDC capabilities. To better communicate the talent
management processes to the entire organization,
we released guidelines and advisories on
recruitment, training and development, and career
and succession management.
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Further, we introduced HR as a strategic business
partner with the guidance of our senior leadership
in culture formation. This partnership enhanced
communication,
organizational
development,
performance , change, and employee management
throughout the Company. Through collaboration,
we co-created a holistic approach to advance our
corporate objectives and people goals, leading
to 100% Planning, Assessing, Coaching and
Evaluating (PACE) cycle completion.

TOTAL AND AVERAGE TRAINING HOURS
Male

Female

Total

Energy Development Corporation

Company

31,723

13,212

44,935

Total No. of All Employees

1,225

401

1,626

Average Hours per Employee

25.9

32.6

27.6

To ensure our talent requirements for long-term
human capital development, we identified five
capabilities: Purposeful Innovation, Organizational
Agility, Committed Stakeholder Ecosystem, Flexible
Generation, and Transformative Integration. We
believe that these will propel and sustain us in
the future. On the sourcing side, we looked into
talents who can help us expand these capabilities.
On the development side, we’ve concentrated on
competency building to match these capabilities.
To equip staff with these skills, programs have been
developed and implemented. Design Thinking and
Innovation Hackathons were implemented to support
innovation; Scrum Master Certifications reinforced
our agile culture; Stakeholder Management and
the EDC Brand Employee Engagers (BEE) aimed
to support the Committed Stakeholder Ecosystem;
and numerous training on data science and
analytics have been implemented to support flexible
generation.
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Labor Practices, Diversity,
and Equal Opportunity
EDC is an equal opportunity employer. We uphold
this principle in our workplace and across all our
sites. We do not discriminate against any persons
seeking employment with the company and treat
everyone with the respect and dignity that they
deserve. Promotions are based on an employee’s
demonstrated readiness for the next level based on
the capabilities shown in his/her contributions. We
evaluate, appraise, and compensate our employees
based on their performance in the company.
The Company operates in compliance with the
labor laws and upholds human rights in all our sites
and facilities. We also engage our stakeholders—
employees, customers, and shareholders—in this
effort. EDC has a Whistleblower Policy, encouraging
our stakeholders to raise serious concerns involving
labor practices and human rights violations. This
includes reporting illegal and questionable activities
or omissions, unethical behavior, fraud, and other
malpractices before seeking resolution outside
the company. The policy also protects those who
report on such matters from harassment, retaliation,
reprisal, or any adverse consequences. Our
Protected Disclosure Policy provides procedures for
whistleblowing, and the rights and responsibilities of
the involved parties.

Human Rights and Supplier Assessment
EDC is committed to upholding and protecting
human rights at all levels of the organization. We
exert efforts to ensure that the rights of our people
are respected and protected. These rights include
the right to a safe workplace and protection from
unjust practices. We assess our operations, including
investment agreements and contracts, for potential
risks or impacts on human rights.
We are also dedicated to protect our labor force
and promote employee rights with our network of
suppliers. We only engage with legal contractors
who comply with labor laws and have no labor or
human rights cases. The terms and conditions of our
contracts require that our independent contractors
strictly abide by all applicable laws governing
labor, employment, and contracting.

includes an HR Database Management platform
that delivers solutions to our employees. Through
these initiatives, the EDC HR department enforced
policies and guidelines, and managed inherent
risks in compliance with the Data Privacy Act and
manpower costs. In 2021, the success of these
activities was reflected in the full SLA compliance,
on-time service deliveries, and zero data privacy
breach incidents. All of these underscore EDC’s
effective vendor management that values people.

Our contractors must fulfill all their legal obligations
to their personnel. These include the provision
of compensation, wages and or fees, and all
mandatory benefits related to labor, social security,
health, and taxes. We require our business partners
to submit an affidavit of compliance with minimum
wage and other government-mandated benefits,
such as SSS and PhilHealth. Additionally, as part of
our requirements for vendor accreditation, vendors
classified under contracting/subcontracting are
required to submit a copy of Department of Labor
and Employment (DOLE) certification (e.g., DO174, Certificate of No Pending Case).
EDC provided better access to HR services and
information. By adapting relevant HR technologies
through a third-party vendor, we supported
the EDC leadership in decision-making. This
enabled us to capitalize on data for enhanced
employee experience and seamless execution
of HR Shared Services (HRSS) processes. This
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Occupational Health and Safety
Our workforce and contractors’ health and safety are
our top priority. We are guided by our Occupational
Health and Safety (OHS) management, aligned with
the requirements of ISO 45001. Our new Corporate
Health, Safety and Environment Policy provides a safe
and healthy working environment for all employees,
contractors, and stakeholders.
Our Head Office Health and Safety Team translates
this policy into health and safety strategies,
programs, and standards, communicated and
applied consistently across EDC. We also comply
with international guidelines and standards on labor
and occupational health and safety (OHS).
Our partner contractors share this responsibility
for health and safety. They are required to have
their own OHS management plan and initiatives
aligned with EDC’s standards and programs. We
conduct fleet-wide safety training with experts for
employees and contractors. This ensures safety
management throughout our operations. Our thirdparty agreements also require compliance with
the Independent Contractor Health, Safety, and
Environment Requirement.

NUMBER OF INCIDENTS (COMPANY/CONTRACTOR)
Type of Incidents

2021

2020

2019

Fatality

0/0

0/0

0/0

Days Away from Work
Cases

1/5

1/4

0/1

Restricted Work Activity
Cases

0/3

0/2

0/2

Medical Treatment
Cases

1/11

1/2

3/7

21

10

13

20,615,796

14,842,885

16,986,829

0.2037

0.1347

0.1531

Total Recordable
Incidents
Cumulative Man hours
Total Recordable
Incident Rate (TRIR)

We are continuously seeking ways to further
improve our safety performance and measure the
effectiveness of our Health and Safety Management
System. Throughout our facilities, we practice incident
reporting and record management to establish peer
to peer assurance, collect, maintain, and monitor
all necessary health and safety performance data.
We conduct regular assessments and internal and
external audits to ensure that we are meeting our
goals and effectively managing OHS risks in our
workplaces. Our target is a total recordable incident
rate of 0.1 or lower. We are constantly reviewing
and improving our incident management system as
we work towards a zero fatality consequence.
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EDC Occupational Health Team: Promoting a culture of shared responsibility and workplace safety
To further foster a culture of health and workplace safety within EDC, we strengthened our Occupational Health (OH) Team. This collaborative approach was made possible by bringing together our line management, facility
heads, and corporate and site incident management teams.

1. Securing health and welfare of employees
during the COVID-19 pandemic
• Enhanced entry screening for personnel and
shelter-in-place (SIP) arrangements
• Compliance with health protocols, pre-entry
quarantine, and testing
• COVID-19 Delta variant preparatory efforts
included air purifiers, medical management
supplies, oxygen tanks, concentrators,
personal protective equipment (PPE) gears,
pulse oximeters, vitamins, and a stock of
approved and recommended COVID-19
treatment regimens and supplies
• Assistance to inflicted employees through
access to teleconsult and helplines, pandemic
care kits, isolation facility hotel with medical
personnel, and securing slots for hospitals

2. Strengthening health troops
• Hired two additional doctors to be part of the
Occupational Health (OH) Team
• Assigned COVID-19 officers to each site and
a COVID-19 specialist fleet-wide

5. Keeping information flowing through
communication campaigns
• Launched “Ask Doctors Anything” (ADA)
events with internal and external speakers,
including representatives from the Department
of Health (DOH)
• “Health Top Picks,” which are short talking
points released to employees
• Partnership with LGUs and local media
empowering leaders to be health advocates

3. Equipping our workforce with
vaccine shield
• 99.5% fully vaccinated employees through
our parent company, LGUs, stakeholders, and
contractors
• OH teams working together with local
government units (LGUs)
• Cold storage facilities in each site
• Annual flu vaccine for employees and
dependents

4. Leveraging technology in decision making
• Data collection and reporting system for OH
teams
• Electronic social distancing tags for on-site
workers for enhanced contact tracing were
equipped with an alarm that captures data
when the required social distancing criteria is
breached.

6. Improving the health service
delivery system
• Medical Services Reimagining Projects that
streamline medical services delivery
• On-site and virtual doctor consultations, along
with nursing care, medicine dispensing and
delivery, online purchasing, and other clinical
services done through a single supplier for
streamlined operations

7. Maintaining employee holistic well-being
• Employee Assistance Program for emotional
and mental health concerns
• By-appointment counseling services
• Learning sessions on emotional health

Adding to these, EDC and its OH Team successfully acquired the Department of Labor and
Employment (DOLE) Safety Seal Certification for all our sites. This brings forward our commitment
to implement health protocols in alignment with the guidelines set by the government for the
safety of our employees, contractors, suppliers, and society.

95

|

ENERGY DEVELOPMENT CORPORATION 2021 INTEGRATED REPORT

403-4, 403-6

Workplace Safety and Regenerative Culture Integration
In EDC, we strive to always go beyond compliance;
hence we continued our Health, Safety and
Environment (“HSE”) Generative Culture programs
and other business as usual tasks (e.g., compliance
management, risk assessments, inspections,
preparation of safety standards and guidelines,
coordination meetings) for 2021:
1. Health, Safety, and Environment (HSE)
Regenerative Culture programs including
• Good Catch - Standardized management
approach of HSE observations and nearmisses, encouraging our people to promote
workplace safety with themselves and others
at all times
• HSE Conversations - Senior management
listening to and engaging a worker or group of
workers on HSE matters
• HSE Rewards - Incentives for HSE activities
displayed such as safe behavior and
workplace HSE improvements. The incentives
are introduced through a points system with the
rewards redeemable as electronic cash gifts.
• HSE Academy - Self-paced online HSE
learning platform
• 42KM - bimonthly online event where
employees engage on topics relating to culture
transformation and raise their issues on HSE for
quick resolution

•

•

Contractor HSE Management - Launched
HSE Contractors Forum to improve HSE
performances of our partners and further
strengthen the relationship between the
Company and our contractors. The forum also
promotes 100% fulfillment of all applicable
HSE compliance obligations.
Hazard Identification, Risk Assessment
and Control (HIRAC) Process - Sustained
participation and consultation with affected
workers

3. Emergency Management
• Released bulletins on emergency management
• Conducted refresher trainings and seminars
on incident command systems, employee
emergency preparedness, emergency medical
response, and hazardous material emergency
response

2. Safety Risk Management
• Road Transport Safety - Installed In-Vehicle
Monitoring System (IVMS), including GPS and
dashboard cameras, to add a layer of on-theroad safety monitoring
• General Setting to Work - a new work
authorization process for all geothermal
facilities, implemented with existing EDC safety
rules to manage inherent occupational safety
hazards
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EDC celebrates employee achievements with EDC Rocks Service Awards
“EDC makes me a real man and turns my dreams
into reality. I’d like to thank EDC for giving me the
opportunity to serve the company for 30 years
despite so many challenges—work-related and
even family-related trials.” These were the words of
Samuel Ramirez, one of the awardees from Leyte
Facility Operations & Maintenance.
He further shared that the harmonious relationship
between management and employees lightened his
load and paved the way for his continued success.
Ramirez is just one of the many individuals who
served as EDC’s strong foundation in fulfilling its
corporate responsibilities and overarching mission.
It is essential for EDC to recognize and celebrate
our co-creators in our mission of decarbonization
and regeneration.
In a virtual event, EDC recognized and celebrated
200 service awardees who have been sharing their
skills and talents with the Company for the past 1030 years. We also highlighted over 40 individuals
and groups who received external recognition in
2021.

the company’s Rock Stars. He also noted how the
blessings far outweigh the difficulties brought on
by the ongoing crises, as EDC continues to receive
overwhelming support for its regenerative mission.
EDC Senior Vice President-HRMG, Ma. Elizabeth
Nasol refers to the awardees as the strong foundation
of their organization, hence the term “EDC Rocks.”
She encouraged the employees and leaders to
“keep on rocking” amidst any circumstances.
Among the achievers from 2020-2021 who were
recognized were individuals and teams who won
external awards from various award-giving bodies
here and abroad for their exemplary performance in
communications, occupational safety, environmental
protection, conservation, and management. These
include the Safety and Health Association of the
Philippines Energy Sector (SHAPES) Outstanding
Safety and Health Professionals, Gawad Tugas
Award, ACES Awards, DOLE’s Safety Seal
Certification Program, The Anvil Awards, and The
Philippine Quill Awards.

Following a “blast-in-the-past” theme, EDC honored
these EDC Rock Stars. They championed their
commitment to excellence as they helped the
company fulfill its mission to forge collaborative
pathways for a decarbonized and regenerative
future. They are critical contributors for EDC to
maintain its stature as the country’s largest 100% RE
producer amidst the ongoing pandemic.
EDC President and COO Richard
Tontoco
expressed gratitude to the employees for their
efforts, agility, and dedication while dealing with
their pandemic-related challenges, making them
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Enhancing virtual employee engagement through Power Chats and EDC Boosters
Constant engagement and communication are
important in maintaining relationships in the midst of
the ongoing work-from-home (WFH) set-up. On top of
the other employee engagement initiatives in place,
EDC also launched Power Chats in 2021 to connect
our leaders through light-hearted 10 to 15-minute
video programs, shared with the entire workforce.
Power Chats feature our leaders in a talk show
format where they share personal thoughts and
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insights on certain topics or upcoming projects.
The first season mostly featured members of the
Management Committee (Mancom), starting off
with EDC President and COO Richard B. Tantoco,
but succeeding episodes will also feature facility
heads, union leaders, team leaders, and project
leaders. Eventually, we hope to include leaders
from our host communities as well. The interviewer
of the program from different departments changes
every episode.The short Power Chat video is often
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released every Wednesday morning, which is
considered a “Zoomless time” for EDC.
EDC Boosters, a series of talks on varied key and
relevant topics, were also initiated. This series
featured experts from different fields. For example,
Dr. Ted Esguerra shared his personal COVID-19
story, from treatment to recovery, through Doc
TEDTALKS: Lessons from my COVID-19 Story.
Meanwhile, Dr. Gia Sison led the talk titled

“GYNEto Yan, Mars!” which tackled women’s
issues, such as hormones, menopause, and other
gynecological matters. In another event, Dr. Sison
also headlined the session titled “Unsaid Feelings”
which focused on understanding and managing
emotions. Francis Kong was also invited to share
his insights on “Leading and Living a Productive
Life.” The latest EDC Booster was led by Dr. Edsel
Salvaña, who discussed the COVID-19 vaccines
and the issues surrounding them.

