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Doing things 
better every 
day towards 
meaningful work

Our Social Performance: Our Workforce

The EDC journey is one that goes beyond 

providing employment. It is about giving 

individuals the opportunity to make 

significant contributions to society. We 

anchor it on building a culture of life-long 

learning so that everyone gains confidence 

and becomes accountable for tasks and 

decisions. Performance-orientation and 

continuous improvement are embedded 

in our ways of work to emphasize the 

importance of achieving desired results. And 

most of all, we promote collaboration so that 

everyone seeks to win as one team.
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Our employees understand that their 

roles are more than just keeping 

our businesses and operations 

running smoothly. They are our vital partners 

in realizing our sustainability aspirations 

because they share the Company’s 

commitment to renewable energy and 

a clean, low-carbon path. We are thus 

connected by a common vision and choice. 

Together we are inspired and motivated to 

act now to make a difference. Our efforts and 

solutions make sustainable development 

possible for more and more people.

The rapidly changing climate is a challenge 

that inevitably affects our habits, our 

activities, and our lifestyles. Our response to 

this “new normal” is to adopt a “new business 

as usual” mindset that translates to the 

way we do business as well as the way we 

manage our people.

We empower our workforce by giving them 

the knowledge and skills they need to keep in 

step with the growing demand for renewable 

energy, changes in technology, and shifts in 

the regulatory environment. They are further 

exposed to opportunities that push them to 

HUMAN CAPITAL
INPUTS ACTIVITIES OUTPUTS OUTCOMES

Employee Value 
Proposition

Talent Pool Management
Enhanced organizational 

structure

Direct and Indirect 
economic impact through 

hiring local content

Lopez Values Succession Planning
Certified coaches 

and mentors among 
employees

Professional growth

APC

Workforce Upskilling/
Training

Talent development 
springboard and platform 

for professionals and 
experts in the renewable 

energy sector in the 
Philippines and Asia

Employee Engagement
Increased productivity, 

efficiency, and creativity 
among employees

Leadership Mentoring Employee Retention  
and Promotion

This enabled some individuals to step up and 

take on greater responsibilities. EDC helped 

them adjust to their new roles by providing 

trainings that strengthened their leadership 

and management skills. Examples of these 

are the Basic Management Program and 

the Management Development Program 

of the Asian Institute of Management that 

our employees attended. These were part 

of a larger initiative on capability-building 

their limits so that they realize the full extent 

of their capabilities.

ENHANCING OUR 

ORGANIZATIONAL STRUCTURE

We shifted our organizational structure in 

2018 by emphasizing functional verticals to 

foster synergy, enable greater collaboration, 

establish clearer accountability, and allow 

faster decision-making. 
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that included the review and revision of 

company processes, the application of new 

technologies, and the upgrading of skills for 

those whose roles were redefined. 

Another feature of our enhanced organization 

is its flexibility that allows for greater talent-

centricity in the company. Rather than 

keeping our talents assigned to specific sites, 

we allowed them to be deployed where their 

unique skills or capacities were needed. This 

opened another avenue for their professional 

development as they benefited from the 

greater exposure and involvement in the 

different aspects of our business.  

This likewise facilitated the process of 

searching for needed talents which was 

previously addressed by the recruitment of 

external candidates. 

WORKING FOR A HIGHER PURPOSE 

Many individuals seek employment with EDC 

because it offers the unique opportunity 

of working for a pure renewable energy 

company. We also have a compelling 

Employee Value Proposition that is built on 

five key pillars—Partnership, Rewards, Well-

Being, Resilience, and Higher Intent. All these 

qualities are inevitably ingrained in the 

manner we look after the careers of  

our employees. 

This is complemented by our employment 

policies and guidelines that focus our efforts 

on finding individuals with the desired skill set 

and right attitude. We do not discriminate 

against sex, race, ethnicity, belief,  

or political affiliation. 

Once employed, we provide our workforce 

with equal opportunities for career 

development and growth, regardless of 

gender. We also implement a merit-based 

and non-discriminatory rewards program.  

Our philosophy is to recognize and pay for 

the position, person, and performance - 

based on the market and considering internal 

equity as well to arrive at the appropriate 

total value.

Total Manpower Count
(Regular and Seconded Employees) 

 
EDC = 1,851

Ilocos

25

FGHPC

67

BacMan

189

Leyte

572

Mt. Apo

149

Head Office

590

Negros

326

M 20

M 54

M 143

M 500

M 119

M 342

M 272

F 5

F 13

F 46

F 72

F 30

F 248

F 54

Total Manpower

1,918

Employment Contract

BACMAN HEAD 
OFFICE ILOCOS LEYTE MT. APO NEGROS TOTAL

Extended 
Workforce 5 39 11 27 5 12 99
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MAINTAINING STRONG 

PARTNERSHIPS WITH LABOR UNIONS

EDC has a long history of maintaining 

industrial harmony with our 13 labor unions that 

represent our different project sites nationwide. 

Our collective bargaining agreements (CBAs) 

with the said unions actually cover 38.5% of our 

total workforce.

The CBAs contain provisions for the discussions 

between labor and management. The 

frequency of these meetings are specified in 

the CBA, as well as the need for consultation 

on operational changes in the organization. 

EDC holds regular Employee Council and 

Expanded Labor-Management Council 

meetings for both its unionized and non-

unionized employees. We also hold townhall 

and union leaders’ meetings to foster constant 

communications between both sides.

PROMOTING A CULTURE OF 

LIFE-LONG LEARNING

Sustaining a high-performing organization 

requires a strong commitment to providing 

opportunities for relevant training and 

development. EDC employs a targeted 

approach to identify the right people to 

receive the appropriate training. Regular 

talent reviews are thus conducted at the 

enterprise and functional group levels to 

guide our plans and screen our employees 

for this purpose. We use a hybrid learning 

approach that includes both formal training, 

coaching and mentorship, and exposure and 

developmental assignments. 

For 2018, EDC focused on developing the 

leadership skills of employees aged 35 years 

and below. Our flexible organization structure 

made it possible to assign these “high 

potentials” to different projects across our 

Company’s business. We likewise tapped more 

senior employees — those who are 35 years 

and older —as mentors or subject-matter 

experts. Our training strategy for this group 

was to develop their coaching skills. They were 

also given the tools to draw out the creativity 

of their teams and enhance their problem-

solving abilities. 

In a traditional set-up, leaders often focus on 

the instructive nature of their role. As a result, 

employees only learn to carry out instructions 

and do not explore other options. By learning 

to ask the right questions, leaders are able 

DEVELOPING AN AGILE WORKFORCE

We recognized the need to make changes in the way we worked in view of our desired 

business results and sustainability aspirations. Learning from the experience of the 

software development industry, EDC opened its doors to the Agile way of  working.

The Agile approach to work is iterative and collaborative. It resulted in the creation 

of cross-functional teams—or squads—that each have a set goal. Instead of being 

constrained to their traditional roles, everyone is expected to work together and do 

whatever it takes to achieve the project goals.

Rather than let the eaders identify who should be trained as a scrum master, the members 

of the different squads took the initiative instead by submitting the names of those for 

scrum certification. As a result, the skill and capacity for the Agile way of work is now 

spreading throughout the organization.

To support our employees in their transition to Agile, EDC hosted the Professional Scrum 

Master™ (PSM) training for employees across our business. Trainees expressed their 

satisfaction with the course, highlighting how they were able to put their new skills to 

work right immediately. “Days after the training, we are now in the process of creating 

new Agile squads in our group as part of EDC’s shift to Agile,” shared Kevin Guillermo, 

from the Subsurface group.  Nicole Nuguid, from Strategic and Long-Term Planning also 

emphasized the practical benefits of the program. “The training prepared us for real-life 

issues that may arise in our own Agile teams. It also promoted Agile awareness within EDC, 

even with those who did not attend the training.”

As of October 2018, there were a total of 32 Scrum-certified EDC employees.
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to draw out the ideas of their teams and 

give them an innovative mindset. EDC began 

with nine leader-coaches but we have since 

added another thirty. We are focusing on 

creating more “multipliers” to make these skills 

and behaviors more pervasive.

EDC also supports employees who wish to 

pursue further studies, whether here or abroad. 

A number of our employees are pursuing 

relevant non-degree courses while others are 

enrolled in post-degree graduate level studies 

in fields related to the energy industry.

PRACTICING THE PRINCIPLES THAT MATTER

One of EDC’s main initiatives for 2018 was to 

promote the behaviours of accountability, 

performance-orientation, and collaboration or 

what is now collectively referred to as “APC”. 

We emphasized these three behaviours as the 

keys to a new way of working in our serious 

thrust to always be “better than yesterday.”

All our efforts and activities are geared 

towards becoming better and doing things 

better—even in something as basic and routine 

as conducting meetings. The result is we now 

have meeting norms based on these APCs. 

These norms help guide employees to run 

more efficient and productive meetings. 

Employees are also encouraged to hold quick 

huddles to check in with their teams. In these 

huddles, only three questions are asked:

1. What did you do yesterday?

2. What are you doing today?

3. Is there anything I can unblock for you?

Even our performance management system, 

the EDC PACE (Planning, Assessment, 

Coaching, Evaluation) was aligned to 

institutionalize commitment to the APCs. 

To this effect we re-assigned weights to 

our performance factors, shifting from an 

“80% results-20% behavior” ratio to a “60% 

results-40% behavior” share. 

Most importantly, the commitment to APC 

goes all the way to our senior leaders. They 

have a Leaders Action Program that asks 

them how they practice APC and they are 

expected to have a commitment for each  

APC behavior.

AGE TOTAL % AGE

30 yrs old and below 354 19%

31-40 yrs 394 21%

41-50 yrs 586 32%

51 yrs - up 517 28%

TOTAL 1,851 100%

Employee Turnover

New Hires

131

126

92 (M) / 39 (F)

87 (M) / 39 (F)

JOB 
CATEGORY

EMPLOYEE 
COUNT

NO. OF 
ATTENDEES

% OF 
ATTENDEES

AVG. 
TRAINING 

HOURS
HIGHLIGHT TRAINING PROGRAMS

VPs and Up 16 14 88% 12.14 • Leaders Assembly 2018
• New PACE Form Learning Session

Managers 
to AVP

100 100 100% 30.53 • Management Development Program
• New PACE Form Learning Session

Supervisors 
to Assistant 
Managers

480 480 100% 58.32

• Basic Management Program
• Basic Supervision Training
• Agile 101
• Scrum Certification
• IMS Leadership Development Training
• IMS Environmental Impacts and Aspects

PT /RF 1,246 1,094 88% 33.81

• APC & Continuous Improvement Session
• Financial Modeling
• Accounting 101
• Advance Excel
• 5S of Good Housekeeping for Enhancing 

Productivity Training
• Agile 101
• Contracts 101
• Energy Analysis Training
• Emotional Intelligence Training
• Fire Fighting Training

Consultant 9 4 44% 8.22
• Leaders Assembly 2018
• Agile 101
• Lean Training

TOTAL 1,851 1,692 91% 39.81
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satisfy all stakeholders. They looked at security logs to obtain passenger statistics and also 

checked how vehicles were assigned per group to check on their usage rate.

Armed with the data, they called on the BGBU Services Team to validate their findings as well 

as review their recommendations. With Abet Gavarra taking the lead, the Admin Services 

team composed of Jonel Tan, Frank Elizaga, and Sid Cardeno reviewed the data and arrived 

at the same conclusion that the recommendations would not have any adverse effects on 

BacMan’s operations. The decision to reduce the number of service vehicles in the site to just 

11 units was thus finalized.

Since the decision would likewise affect the service vehicle 

providers of BacMan, Abe also took on the responsibility of 

facing them to explain the reason behind the reduction of service 

vehicles being contracted by the site.

The BGBU Vehicle Optimization Team also developed and 

implemented a centralized vehicle dispatching system. The service 

reduction and the centralized system are projected to reduce 

BGBU’s recurring OPEX for employee shuttle services by 24%. 

Throughout the difficulties of their tasks, the teams involved 

demonstrated their patience and resolve by working together 

to develop a very practical solution—proof of their strong 

FEATURE STORY

Exceeding expectations and working together to find solutions
BGBU teams tap into the spirit of community and excellence to deliver results

More efficient vehicle systems at BGBU

Faced with the challenge of reducing transport expenses, while still ensuring that employees 

had access to the services they needed, the members of the BGBU Vehicle Optimization 

Team had their work cut out for them. 

The team, led by Tonet de Veco, took a systematic approach to problem-solving. Her 

teammates Ching Vergara, Del Toralde, along with Abe Manansala of Accounting, gathered 

data on vehicle utilization to understand the problem at hand and find a solution that would 

Thumbs up from the BGBU Vehicle Optimization Team
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FEATURE STORY

shared responsibility towards achieving a common goal. They showed courage to look at 

the possibilities, and the determination to turn ideas into reality exemplifies the pioneering 

entrepreneurial spirit that helps EDC achieve its objectives and stay ahead of  

the competition.

Spearheading safety improvements

All EDC sites are always on the lookout for ways to improve the safety of their operations. 

In the case of BacMan, they recently focused their attention on the issue of Motor Vehicle 

Incidents (MVIs).

Despite continuously implementing measures to address motor vehicle safety through driver 

behavior programs and pre-use inspections, 11-44% of the site’s total safety incidents from 

2012 to 2016 were MVIs.

BGBU tried a new approach by turning to technology to help solve the problem. Through 

the “Vehicle Optimization and Safety Monitoring Device”, the facility could monitor and track 

vehicles in use. This solution also went beyond addressing vehicle safety issues, by providing 

real-time data for analytics. 

A multi-disciplinary team, led by Project Analyst Shyrel Castor, took on the challenge of 

project implementation. With members from Admin services, Roderick Flores, Alberto Gavarra, 

and Frank Elizaga; Safety and Health Services representative Joselito Hatoc, and Russel 

Mascardo, from Security, the team evaluated the demo units provided by potential vendors, 

made the selection, and led the installation of the GPS-based trackers and dashboard 

cameras on the existing service vehicles of BGBU.

With the implementation of the VOMD, each of BGBU’s service vehicles can be monitored 

real-time, for location, speed, and idling status. The device also prompts safer habits, as 

the service drivers are more cautious due to the presence of the dashboard camera. With 

continued consultation and support from all BGBU heads, the VOMD is now helping reduce 

motor vehicle safety incidents in the BU, as well as contributing to their vehicle  

optimization efforts.


