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Diversity & Inclusion Strategy  

 

1. Introduction 

SatCen believes that having a diverse workforce and a sense of belonging are critical to the personal 
and collective success of staff members. Workplace diversity reflects the diversity of European citizens 
that SatCen serves, and it boosts SatCen’s competitiveness in several ways. It enables SatCen to find 
innovative solutions to problems, as staff members from diverse backgrounds bring a greater mix of 
individual talent and experience, allowing SatCen to improve its ability to adapt to various situations 
and demands. The inclusion of staff members helps them feel valued and respected, thus increasing 
talent attraction and retention. 

Diversity is embraced at SatCen, and each staff member is appreciated and included. Creating a strong 
sense of belonging helps SatCen to harness individual differences in ways that drive leadership, co-
operation, innovation and service excellence. 

 

2. Definition of diversity and inclusion 
 

2.1. Diversity  

Diversity relates to the mix of backgrounds, characteristics, experiences, professional skills and 
perspectives that staff members bring to our workforce. This includes diversity streams with a focus 
on gender, disability, nationality, sexual orientation, race or ethnic origin, age and religion.  

People and their identities are complex and multi-faceted. Diversity factors may include visible traits 
as well as invisible traits, and every person is a unique combination of these traits, combined with 
their skills, knowledge and experience. Individuals show different aspects of their identity at different 
times and places.  

2.2. Inclusion  

Inclusion is the extent to which we value, respect and connect with the diverse mix of people in our 
workforce, and where their participation, progress and success is facilitated. In an inclusive 
environment diversity can grow, and everyone has equal access to opportunities. Inclusion creates a 
sense of belonging, it empowers people to contribute their skills, ideas, and perspectives for the 
benefit of the organisation, and thus increases the well-being of staff. 
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3. The benefits of a diverse and inclusive working environment 

By increasing diversity in the workforce, SatCen better reflects the diversity of European citizens it 
serves. Openly promoting and demonstrating SatCen’s commitment to diversity and inclusion 
enhances public trust and confidence. Diversity also increases SatCen’s performance in terms of 
innovation and creativity, while inclusion improves SatCen’s productivity by enabling staff to perform 
to their fullest potential. Diversity and inclusion boost the engagement of staff members, as they feel 
valued and respected, helping SatCen to retain and attract top talents, and to reduce staff turnover. 

 

4. Statement of principle 

SatCen undertakes to promote equality and diversity in the workplace. It favours a proactive and 
inclusive approach to equality and, as an employer, wishes its staff to reflect the diversity of the 
European society.  

The Diversity and Inclusion Strategy, as well as the Action Plan 2022-2023 on Diversity & Inclusion, 
describe SatCen’s overarching commitment to pursuing diversity and being an inclusive organisation 
where people feel safe, respected and able to reach their full potential. The Action Plan outlines the 
priorities that will be implemented to meet the commitments in the determined focal points. It 
includes new initiatives designed to further expand the work across the different diversity streams 
and underpins the work already underway within other SatCen plans and programmes. 

 

5. General objectives 

SatCen commits to : 

1. Fully and completely apply the principles of non-discrimination and equality laid down in: 
• the Treaty on the Functioning of the European Union (2012);  
• in the UN Convention on the Rights of Persons with Disabilities (UNCRPD, 2011);  
• in the Employment Equality Directive (2000) and; 
• in the Directive on the Implementation of the Principle of Equal Opportunities and Equal 

Treatment in Matters of Employment and Occupation (2006) – Gender Recast Directive. 
 

2. Implement Human Resource policies where diversity is regarded as a source of enrichment, 
innovation and creativity, and where managers and all staff promote inclusion, through policies 
improving work-life balance and flexible working arrangements for both women and men, through 
appropriate support, particularly for the underrepresented gender, and through the 
implementation of the obligations enshrined in the UN Convention on the Rights of Persons with 
Disabilities.  
 

3. Secure equal opportunities at every step of the career, through selection and recruitment 
procedures and mobility. Selection and recruitment must always be made based on merit, 
irrespective of any other factors. The process must be devoid of bias while respecting the specific 
measures and rules to redress the gender imbalance and to increase female representation in 
senior and middle management. 
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4. Exclude any kind of discrimination, and promote the enforcement of this principle at every level 
of SatCen. There can be no place for divisive or opaque behaviours; nor any form of bullying or 
harassment.  

 
5. Increase managers' and Human Resource services' awareness of any barriers that can prevent 

individuals from succeeding. Organise special events and training to fight against stereotypes and 
to foster inclusion as a corporate culture built on greater diversity and inclusion.  

 
6. Communicate widely and to each colleague the commitment to implement a diversity and 

inclusion policy, and deliver regular and detailed follow-ups of the results.  

Senior management is committed to reporting annually on the progress, and to ensuring staff have 
the chance to provide ongoing feedback. The success of this strategy relies on shared responsibility 
along with individual accountability. It requires all areas of the organisation to engage in specific 
activities that will promote a respectful and inclusive workplace.  

 

6. Overarching Diversity and Inclusion Strategy  
 

It is essential that middle managers and senior managers are role models, and therefore have a 
particular impact by leading by example.  

In line with this, the support of the Senior Management is essential to champion the cause and some 
of the identified objectives.  

Staff members with people management responsibilities should promote work-life balance, 
awareness about unconscious bias and diversity. 

 

 


	Diversity and Inclusion Strategy cover page
	SatCen diversity and inclusion strategy 20220215

