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G2 Ocean AS
G2 Ocean works systematically to survey and implement measures for equality and against discrimination due to gender, pregnancy, leave in the event of birth or adoption, caring duties, ethnicity, religion, outlook on life, functional impairment, sexual orientation, gender identity and gender expression and combinations of these.

Part 1: State of gender equality
At the end of 2024, G2 Ocean AS consisted of 31% women and 69% men. G2 Ocean has an almost equal gender distribution of women and men in all departments. The exceptions are IT and Operations where there is a greater proportion of men than women.
Among G2 Ocean AS's 68 employees at the end of the year, there are 2 female students who are employed temporarily. Part-time employees have the option of working more during holidays and less at exam time and do not have the option of working full-time alongside full-time studies. There is therefore no involuntary part-time in G2 Ocean.

	Temporary employees
Percentage of all employees
	Parental Leave
Average number of weeks
	Part-time

Percentage of all employees
	Involuntary part-time

Percentage of all employees

	Female
	Male
	Female
	Male
	Female
	Male
	Female
	Male

	3
	0
	21.82
	10.95
	3
	0
	0
	0




G2 Ocean uses salary statistics from Korn Ferry which are based on so-called Job Grades. Hay evaluations are a tool we use to map our job roles in the context of the organizational structure. The method gives different job roles a score based on the degree of required competence, problem solving and responsibility in the role. We believe that the use of grades is an effective means of preventing discrimination on the grounds of gender, because we compare roles across the organization within a specific framework. This means that we consider roles, "equal work" or "work of equal value", and not who has the role.

In this report, we have used Job grades as a starting point and supporting factor for dividing employees into the main categories:

· Professional
· Manager/Senior Professional 
· Directors, Vice President, Managing Director & CFO
The main categories consist of several Job Grades to get at least five of each gender in each main category so that the results of the salary survey can be published publicly. The CEO is in a Job Grade that does not fit into the groups below and is therefore not included in the table. The part-time employees are not included in the table as they have a variable salary. The salary statistics consist of basic salary for 2024 and bonus for 2023 which was paid out in 2024.


	Job Hierarchy
	TOTAL HEADCOUNT %
	PAY GAP %

	
	Male
	Female
	Male
	Female
	Gap

	Professional
	71
	29
	100
	93
	-7

	Manage/Senior professional
	79
	21
	100
	108
	8

	Directors, Vice President, Managing Director and CFO
	59
	41
	100
	107
	7

	Grand Total
	67
	33
	100
	104
	4





Part 2: Our efforts for equality and against discrimination
Principles, procedures and standards for equality and anti-discrimination
Our equality work is rooted in G2 Ocean's various strategies, systems and guidelines, and policies.

• We have our own policies in the personnel handbook in the areas of bullying and harassment as well as equality to prevent harassment and promote equal treatment.
• Managers must notify HR in the event of disciplinary matters or other notifications. HR will provide guidance and support where necessary.
• Consideration of equality and non-discrimination is otherwise included in the other personnel policy where G2 Ocean focuses on providing equal opportunities and offering a working environment where all employees, workers and job seekers receive fair and equal treatment by the company regardless of gender, sexual orientation , age, marital status, disability, race, ethnic origin, religion or religious belief, colour, nationality or national origin, pregnancy and maternity, and civil partnership.
• The company aims to ensure that employees, workers and job seekers are recruited, selected, trained, promoted and transferred objectively on the basis of their skills and abilities and in line with the applicable job description.



This is how we work to ensure equality and non-discrimination in practice
The structure for equality work.
• The management of G2 Ocean, the working environment committee (AMU) and all employees are involved in the equality work.
• The management meets regularly and raises any issues to a higher level if necessary.
• G2 Ocean is also a member of an international forum "Diversity Study Group" where equality and discrimination are on the agenda.

How we have worked to investigate and identify risks of discrimination and barriers to equality.
• HR and AMU have had a meeting to systematically look at risks of discrimination and barriers to equality according to the four-step model.
• In employee meetings, there is room to raise matters such as verbal or physical harassment, or sexual harassment in a work context.


Risks of discrimination and obstacles to equality. 
In order to assess risk and the level of equality, diversity and inclusion in the workplace, G2 Ocean holds meetings with AMU to review and update the status of measures and come up with new ideas. 

The work throughout 2024 addressed the following agenda items: 

• ARP - Section 26 of the Equality and Discrimination Act 
• The four-step working method 
• The salary report at that time 
• Risk of discrimination and obstacles to equality in the following areas were discussed: 
                   o Recruitment 
                   o Salary and working conditions 
                   o Promotion 
                   o Development opportunities 
                   o Work and family life

Possible causes of risks and obstacles.
Possible causes of risks and obstacles in G2 Ocean:
• Shipping has historically been a male-dominated industry, and it is therefore challenging to attract female applicants to the shipping positions.
• The fact that men have longer seniority may also indicate that it is also difficult to retain women in the shipping industry and the company. This may be due to a large workload, which can make work-family balance difficult.
• Although we have guidelines against harassment and discrimination, few employees are aware of which policies we have and few regularly go into the personnel handbook and read these.
• Description of measures.
For the year 2024, we have had a particular focus on leadership development, employee engagement and competence development/upskilling as well as diversity.


In 2024, we started working on the following measures:
• Specific KPIs were created to continuously work on diversity and equality.
• An employee survey was sent out towards the end of 2024, where work on the results and action plans for each location will be followed up in 2025.
• Two company-wide webinars dealing with equality, diversity and inclusion were held.
• Training was carried out to keep up to date with what is happening in the organization and new systems.
• The annual training plan for 2024 made training available and equal for all employees. 

Measures we are planning in 2025.
• Work strategically to get managers to carry out impartial recruitment processes.
• Increase communication related to equality, diversity and inclusion, and involve employees in the communication activities.
• Ensure good benchmarking data for salary evaluations to ensure correct salary per position level and ensure salary review process and identify any pay gaps.


Results of the work and evaluation of measures.
In the last quarter of 2024, we have assessed the results of the measures we have implemented. Feedback from employees after the skills development programs has been positive and employees find them useful. We have recruited 7 new employees in Norway in 2024 and there is a good nationality balance among our new colleagues. In areas such as communication around equality, diversity and inclusion, we still have something to work on, so we will have further focus on this in 2025. We also want to maintain a good dialogue with AMU in 2025 to follow up and identify more risks and update status of measures.
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Eksempel prinsipper, prosedyrer og standarder

12019 ble det utarbeidet en strategi for likestilling. Den ble vedtatt av ledelsen i 2020 og ble

gjort Kjent for alle ansatte pé et allmate. Malet med strategien er at vi skal ivareta hensynet til
likestilling i all virksomhet, og at vart arbeid bidrar til gkt likestilling innenfor var sektor.

I tllegg har vi iverksatt en rekke tiltak for  sikre likestilling og hindre diskriminering i vart arbeide.

Eksempler pé tiltak og lover:
+ Vi skal kartlegge konsekvenser for likestilling av alle tiltak (f. utredningsinstruksen i
statlige tiltak).

+ Viharvedtatt at vi hvert ar skal kartlegge status for likestilling og risikoer for
diskriminering i var sektor og i var myndighetsutgvelse.

+ Viharen egen plan for likestilling som oppdateres med nye mal og tiltak hvert ar.

Eksempel tjenesteyting o infrastruktur:

+ Vihar et mal om at brukere og publikum skal fa et likeverdig tilbud. P4 nettsidene vre har vi
til enhver tid informasjon om vare viktigste tjenester pa ti sprak. Vi har lokaler som er fysisk
tilrettelagt for synshemmede og personer i rullestol. Vi har fokus pa kommunikasjon som
ikke fremmer stereotypier, og vi sarger for god opplaering blant vare ansatte i holdninger og
diskriminering.

+ Viharinnfart et meldesystem for publikum/brukere som blir utsatt for diskriminering,
trakassering, seksuell trakassering og kjgnnsbasert vold i var myndighet.

Eksempel planlegging, budsjett og fordeling av gkonomiske midler:
« Vivurderer likestillingskonsekvenser giennom konkrete beregninger. Her spr vi oss om hvem
som tjener, taper eller ikke ns ved ulike tiltak og bevilgninger.

Eksempel bygge kompetanse hos ansatte pa likestilling, diskriminering og stereotypisering:

+ Visgrger for 4gi vare ansatte kompetanse til 4 se mulige konsekvenser for likestilling og risiko
for diskriminering i alt sitt arbeid. Dette gjr vi ved & ta opp slike problemstillinger jevnlig pa
avdelingsmater. Det siste aret har vi ogsa invitert inn eksperter utenfra for & gke kompetansen
pa Inbtiq.

Eksempel annen myndighetsutpvelse:

« Vikjenner til og bygger var aktivitet pa Den europeiske menneskerettskonvensjon,
Rasediskrimineringskonvensjonen, Kvinnediskrimineringskonvensjonen og FN-konvensjonen
om rettighetene til mennesker med nedsatt funksjonsevne.

« Vistiller krav il likestilling, mangfold, ikke-diskriminering og ikke-stereotypisering hos
vére underleverandgrer/tjenesteleverandarer (feks. juridiske tjenester, kantinedrift,
kommunikasjonstjenester, renhold og hoteller).

+ Vihar utarbeidet arbeidsprosesser for alle typer saker vi jobber med. For & sikre at
var myndighetsutgvelse ikke diskriminerer, men bidrar til likestilling, er det lagt inn at
konsekvenser for likestilling skal undersokes i alle prosesser.

+ Minst 10 prosent av vare forskningsprosjekter skal undersoke status for likestilling innenfor
vért myndighetsomrade.




