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We’re building 
a place where 
everyone belongs.
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We want OVO to be the best place to work. That’s why 
building a community where everyone belongs is a key 
part of our strategy. Listening to our people - who are our 
experts. We know that to succeed, we need diverse teams 
that represent our customers. So we can understand their 
needs and deliver amazing service.

By creating an inclusive culture, where everyone is valued 
for who they are, our people can feel supported to do their 
best work.



The future is Belonging
After 5 years on our Belonging journey, our strategy remains focused 
on our people and our values:
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Build something great 
Creating a diverse community to make sure we reflect and understand 
the communities we serve.

1

Do what’s right
Fostering truly inclusive cultures so our people feel happy, supported, and 
respected. We want them to always be able to bring their whole selves to work.

2

Find a better way
Listening to our people - who are our experts. Our people help us drive 
innovative change so we can build the best place to work, where everyone 
truly belongs.

3
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These 4 goals are still 
guiding us on our journey  

to make sure everyone  
at OVO truly belongs.

Diverse 
talent

1

Inclusive 
culture

2

Engaged 
teams

3

Driven 
by data

4



What we achieved in 2025
Last year, we promised we’d work on these 3 things:
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Finding ways 
to make things 
better for our 

neurodivergent 
people 

Boosting our 
gender equality 
and anti-racism 

work

Making 
Belonging 
matter at 
all levels



What we achieved in 2025

Launched an internal campaign called “Making OVO work for everyone” that focused 
on neurodiversity, mental health, and disability. As part of this campaign, we delivered 
a series of in-person training sessions on accessibility, and heard 
from neurodiverse senior leaders.

Improved the internal processes to give our people the right assistive technology  
(like Grammarly), when they need it.

Introduced new accessibility guidelines to make sure our internal communications  
are always used in an accessible way.

Gave customers the option to mute hold music across all our phone lines, 
which can help those of us who are neurodivergent avoid sensory overload.

Completed the Disability Confident Smart Self Assessment as part of our membership 
of the Business Disability Forum. We achieved top scores in areas like learning and 
development, leadership, and making our work environments more accessible.

To support our neurodivergent folks, we…
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https://docs.google.com/document/d/1ygVEp7wf2e2WhdtMoLg3NB7XyQI9Cx9wszkk_vjd_CM/edit?tab=t.0#heading=h.52advjdjqaqi


What we achieved in 2025

Tackled the increase in racial abuse our customer service agents were experiencing. 
We also introduced better ways to monitor it. To continue this work, we signed 
up to the "Service with Respect" campaign.

Produced a race and mental health podcast series.

Guided the business through Ramadan, to make sure everyone knew how to best 
support our Muslim team members.

Continued our partnership with the Aleto Foundation to deliver impactful programmes 
like OVO Launchpad, summer internships, and our Black Leadership Academy.

Established a new partnership with Energyz Black, an organisation that supports 
and champions Black people working in the energy sector. We also held our first 
networking event in Glasgow.

Delivered anti-racism training to over 100 of our leaders in our customer-facing teams.

Achieved the highest rating of “Exemplary Employer” from the Investing 
in Ethnicity matrix.

To continue our anti-racism journey, we… 

Belonging update report 20258

https://open.spotify.com/show/09a1DSoxMWMQB8rAf8zFzD&sa=D&source=editors&ust=1757930473745818&usg=AOvVaw0djpDF5_G5_zIVXd7ZV9YC
https://energyzblack.co.uk/
https://investinginethnicity.org/
https://investinginethnicity.org/


What we achieved in 2025

Delivered an impactful campaign that focused 
on gender equality and featured stories from our 
people. Some of our senior women leaders also 
shared leadership advice, which received great 
feedback from our people.

Focused specifically on the experience of our 
women engineers, to make sure they were kept 
safe and supported in the best way.

Launched our Parents network and organised 
knowledge sharing sessions with award-winning 
parents networks from other organisations, like 
John Lewis.

Worked with the Business Disability Forum to 
introduce better support for desk free workers, 
to help our engineers support customers with 
accessibility needs at home.

Joined our Care Team's get together so over 
800 people could take part in meaningful 
conversations about Belonging.

Updated our hiring training tools with a module 
dedicated to inclusive hiring.

Changed our volunteering policy to include the 
time our people spend supporting our internal 
Belonging work.

To improve gender equality 
at OVO, we… 

To bring Belonging to every 
level of the business, we…  
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https://kitchentable.ovo.com/content/news/article/685912168ff1f711969af673
https://kitchentable.ovo.com/content/news/article/685912168ff1f711969af673


And if that wasn’t 
enough, we also:

Rewrote our Trans Inclusion Policy and Guide to Parental Leave.

Introduced a new Trans+ Inclusion Advisor role to help us support 
our trans and non-binary people.

Delivered 7 sessions to give over 200 of our leaders the tools and 
confidence to create a safe LGBTQ+ workplace.

Made a new platform (the National Support Network) available 
to both our people and our customers, so they can easily find 
signposting to any support they need.

Became founding partners of a groundbreaking new initiative called 
Elevate 1000. This is designed to support 1,000 young people from 
lower socio-economic backgrounds with work experience.

Signed the Armed Forces Covenant, making a commitment to support 
members of the armed forces, cadets, reservists, and their families.

Made sure accessibility and inclusion were fully embedded in the 
procurement and design of our new office in Bristol.
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We're proud to 
be recognised 
for our efforts
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The REDI Faith-Friendly Workplace Index
We ranked 2nd in the UK

The British LGBT Awards 
We’re a top 10 Inclusive Company

Rainbow Honours
We came in the top 10 at their LGBT+ Network 
Of The Year awards

Investing in Ethnicity
We were a finalist for Outstanding Employer

BCO Awards
Our Glasgow office won best “Fit-out of Workplace”



A spotlight on our growing 
number of Communities
Our 8 amazing Belonging Networks continue 
to influence real change in our business. 
And this year, more than ever, we’ve created 
everyday Communities that offer informal 
peer support to our people. 
 
These Communities are less about 
influencing big policy changes (although 
they sometimes do!), and more about people 
connecting through a shared experience. 
They offer a safe space to talk about the 
things that matter to them or are affecting 
their lives. This includes bereavement, 
pregnancy or baby loss, long term trauma, 
eating disorders, addiction, and more.

“The Bereavement Support Group is invaluable in my opinion. It is a safe, welcoming space where you 
are free to be exactly who you are, and express how you are feeling without judgement. On those days when 
it's hardest, there is so much support from everyone in the group, even if you feel alone or like you're going 
crazy. You can add a message and no matter what, someone will always answer and brighten your day and 
help you through.” – A Zero Carbon Living Advisor at OVO

“I attended my first meeting of the Organ Donation Support Group back in February 2024 whilst my best 
friend was in intensive care at Lincoln County Hospital. The group is so welcoming and Heather and the 
other guys are doing wonderful things to promote awareness. Even with my personal experiences, there 
were things I didn't know – for example, thinking I was automatically registered on the donor register.”
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We're proud 
of our progress.

But we know that when 
it comes to diversity 

and inclusion, our work 
is never done.



Diversity of our community
2026 target Where we got to in 2025 Comments Change since baseline measurement (2021)

10% ethnic minority 
representation in leadership 9.9% +2.3% on 2024

This is based on a total of 160 people forming our 
leadership team. (This is due to a decrease in 2025)

Increase of 2.3%

At least 40% women 
in OVO leadership roles 45.4% +6.4% on 2024 Increase of 3.9%

At least 30% women 
in OVO tech roles 28.1% +1.6% on 2024 Increase of 11.4%

Ongoing target of at least 25% 
of all new hires at OVO to be from 
an ethnic minority background 26.87% -6.13% on 2024

(This is a decrease on last year, but still above 
our target of 25%.)

Increase of 15.87%

Ongoing target of at least 5% of 
all new hires at OVO to be Black 8.9% -7.6% on 2024

(This is a decrease on last year but still above 
our target of 5%.)

Increase of 5.9%

All data correct as of 18/9/2025

We want to make sure our community represents the 
whole of society. That's why we're using real data and 
working towards clear, actionable targets.

Belonging update report 202514



Diversity of our community
Here's an overview of the diversity of our community in 2025:

62.6% 
40 or under

22.8% 
Between 41 and 50

14.6% 
Over 50

Age

Gender

49.3% 
Men

41.8% 
Women

Ethnicity

78.5% 
White

15.1% 
Ethnic minority

6.4% 
Data not available

7.9% 
Data not available

1% 
Non binary

77.8% 
Heterosexual/
Straight

4% 
Gay/Lesbian

2.7% 
Bisexual

13.2% 
Data not available

2.4% 
Another sexual 
orientation

Sexual orientation

37.2% 
Atheist/Agnostic

27% 
Christian

4.3% 
Muslim

1.5% 
Hindu

10.2% 
Other religion

0.4% 
Sikh

0.1% 
Jewish

0.1% 
Humanism0.2% 

Buddhist

19% 
Data not available

Religion

All data correct as of 18/9/2025
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All data correct as of 18/9/2025

Neurodiversity, 
disability, and mental 
health in our community
This year, we've made changes to our Workday system to make sure we understand 
the needs of our people, so we can support them.  
 
So far, we know that 28% of our people have a disability or long-term health condition. 
These include neurodiversity, and mental health conditions.

This breaks down as 11.5% who are neurodivergent, 14% who have a mental health 
condition, and 10% with a physical disability or health condition.

11% of our people have an adjustment or need support with their ways of working at OVO. 
This includes specialist equipment, technology, and changes to their ways of working.

This is based on 55% of our people completing our survey.
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Gender  
and ethnicity  
pay gaps



2025 gender pay and bonus gaps
Pay gap Bonus gap

Mean 13% (+0.8% on 2024)1 23.3% (+0.7% on 2024)

Median 12.5% (+0.2% on 2024) 16.9% (+8% on 2024)

1 In line with government reporting, this data excludes people in the Energy Solutions team because it has fewer than 250 employees.

2 At OVO, we believe gender is a spectrum, and shouldn't be defined by binary terms like "male" or "female". To meet government 
guidelines, gender pay gaps have to be calculated using people's "legal sex" on their HM Revenue & Customs record. That's why we've 
had to use "men" and "women" in this section.

Overall representation: 43% women and 57% men.
72% of men and 65% of women received a bonus.

     �We see lower representation in women in senior leadership roles. The disparity typically 
creates a pay gap.

     We have fewer women in the higher paid tech, product, and data and analytics roles.

Our median bonus gap continues to fluctuate (from 1% in 2022, to 71% in 2023, 8.9% in 2024, 
and now 16.9%). This is because some of our roles have access to a bonus or role-based 
incentive scheme – for example Smart Engineers, who are 93% male – while others don't.

Making sense of the figures 
Mean: the average values 

Median: the middle value, when values 
are arranged from highest to lowest
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We're absolutely committed to achieving gender equality across OVO. 
In 2024, we tried to be more targeted in reducing our gender pay gap. 
However, we realised that trying to affect change in time for the following 
pay gap reporting period meant we were too focused on short-term actions.

That’s why we’re introducing an 18-month action plan to reduce pay gaps 
by April 2027 in a more meaningful way. This plan includes:

Providing bespoke data for each of our senior leaders, showing their 
team’s demographic, pay gap calculations, and suggested action points.

Starting focused work with external organisations like Working Families 
to try and address some of the root causes of our gender pay gap.

What we're doing to close the gender pay gap
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2025 ethnicity pay and bonus gaps
Median ethnicity pay gap: 11.4% 
The snapshot date is 5 April 2024.

Our ethnicity pay gap has decreased by -5% in the last year, 
which is something we’re really proud of.

However, there continues to be a pay gap in favour of our 
white-identifying population:

	� Our senior leadership is mostly white, which generally 
creates  an ethnicity pay gap.

	� We've been focusing on diverse hiring, which has meant 
that we have had more people from ethnic minorities join 
us in entry level roles.

What we’re doing to close the ethnicity pay gap:

	� It’s reassuring to see our ethnicity pay gap reduce 
significantly in the last year. We’ll keep working to 
make sure there’s a more even representation of ethnic 
minorities at all levels of our and industry particularly 
in leadership roles. That’s why we’ll continue to invest 
in targeted initiatives like the OVO Black Leadership 
Academy in partnership with the Aleto Foundation. 
We're also developing our own internal leadership 
development programme for our people from Black 
and ethnic minority communities.

	� We also maintain our ongoing target of 25% of all our 
new hires. 
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Our Belonging Priorities for 2026
2025 marked the end of OVO’s first ever 5-year Belonging strategy. We’re really proud of what we've 
achieved, but we know we can’t slow down. We need to be more focused than ever to make sure 
we continue to create impact and lasting change.

Here’s how we’ll build a community that’s truly representative of the customers we exist to serve.

Gender equality 
We’ll continue to work hard to make sure 
our community represents all genders at every 
level of the organisation. Our target is 49.5% 
women, 49.5% men, and 1% non binary. 
In this area, we want to really focus on: 

1.	 Women in tech

Actionable allyship 
We’ll make sure all of our people, starting 
with our leaders, role model inclusive 
behaviour and show up as allies in our 
communities. In this area, we want 
to really focus on: 

1.	 Anti-racism 
2.	 LGBTQ+ in leadership

Effective adjustments	 
We’ll redesign our processes to make sure 
support is easily accessible to all our people 
when they need it. In this area, we want 
to really focus on: 

1.	 Effective access to assistive technology 
2.	 Reasonable adjustments (including the 	
	 Access to Work scheme)
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At OVO, belonging means creating a place where 
everyone can do their best work. When people feel safe, 
supported and valued for who they are, they contribute 
more, challenge more and perform better.

This report sets out the progress we’ve made and the 
work still ahead of us. Building teams with different 
backgrounds and perspectives isn’t just the right thing to 
do, it’s how we make better decisions and create a better 
experience for our customers.
Chris Houghton – CEO

The information and data reported here are accurate, and in line with our legal obligation.

22

“

”
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We're always finding new 
ways to make OVO a more 
diverse and inclusive place 
to work. Because it takes 
all of us to reach net zero.
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