




Movement created by UNWOMEN
A global champion for women and girls; established to accelerate progress on 

meeting their needs worldwide 

right to attend 
school & 

receive quality 
education

quality health 
care & 

information

live free of 
gender limiting 

stereotypes 

equal 
opportunity & 

pay

live free from 
harassment 

and fear

right to serve, 
vote, & lead
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HeForShe Thematic Champions

Christopher M. Crane, 
CEO and President
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Prime Minister CEO CEO
Canada The World Bank Group De Beers Group

Emmanuel Faber Jean Laurent-Bonnafé Giles York QPM
Global CEO Global CEO Chief Constable
Danone BNP Paribas Sussex Police
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Exelon’s Commitments

Reach parity in retention of 
men and women at Exelon

Invest $3M in STEM education 
for young girls in regions where 
we operate in partnership with 

UN Women



Named to the 
2017 

DiversityInc. 
Top 50 

companies for 
diversity 

Increased 
presence of 

women on the 
Board of 

Directions from 
5.8% in 2015 to 

23% today

33% of CEO 
direct 

reports are 
women

First utility to 
implement the 

White House Equal 
Pay Pledge

Enhancements 
made to Paid 
Family Leave 

Policy

Exelon’s Accomplishments



Goal 
Create an inclusive culture that works to achieve gender parity of 

voluntary resignation of men and women

2017 – 2018 

Reviewing current talent 
management processes & 

programs, ensuring that it supports 
& enables development & 

advancements opportunities for 
women

Identify & encourage practices 
that support inclusion

2019 – 2020 

Study impact of current & newly 
developed programs & policies on 

retention of women at different 
operating companies

Target more impactful policies & 
take additional steps to 

measurably reduce female 
turnover & create more inclusive 

culture

Evaluate why women join, stay, and leave



Retention Parity

2017-2018 2019 - 2020

Gender Retention Study: Evaluating why men and women join, stay 
and leave organization.

Programs: Reviewing current policies and programs to ensure that it 
supports and enables development and advancement opportunities for 
women.

Engaging Business Champions: Assisting with driving awareness 
and tailoring HeForShe for their organization.

Organizational Culture: Identify and encourage practices that 
support inclusion

Leadership accountability:
1. Retention goals are part of the annual D&I planning process for every OpCo & Practice Area.

2. HeForShe metrics are reviewed at every Quarterly Management Meeting. 
3. Required to report annually to UN Women.

 Study impact of current and newly developed 
programs and policies on retention of women 
at different operating companies

 Target most impactful policies and take 
additional steps to measurably reduce female 
turnover and create more inclusive culture

Goal: Create an inclusive culture that works to achieve gender parity of voluntary resignation of men and women
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Retention Strategy – Closing the Gap
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2017 
Gender 

Retention 
Study

headcount

research

external 
hires

promotions

benchmarkengagement 
surveys

inclusive 
leadership 

assessment

stay & exit 
interviews

turnover

GOAL

Close  the 
Male/Female 
Resignation 

Gap

Career 
Development & 
Advancement

Creating a 
Respectful & 

Inclusive Culture

Work Life 
Flexibility

Informing the Retention Strategy The Strategy – Closing the Gap



Retention Strategy – What Are We Doing and What’s Next
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Career Development & 
Advancement

• Leveraging policies and 
programs that already work.

• Exploring the expansion of 
career development tools.

• Discussing how we can share 
talent across the organization.

• Creating opportunities for 
increased networking.

Inclusive Culture

• Developing: Leaders develop 
annual D&I plans with a focus 
on inclusive culture.

• Measuring: D&I metrics are 
reviewed at each Quarterly 
Management Meeting.

• Increasing offerings of Inclusive 
Culture resources, and learning 
opportunities.

Work Life Flexibility

• Reviewing current Work Life 
Flexibility policies and programs.

• Piloting: The Finance 
organization is currently piloting 
work life flexibility tools and 
resources

• Sharing tools and resources  
throughout the organization in 
2019.



Support BGE STEM Programs

Specialty Girl 
Scout TroopSTEM Day Events STEM Academy



Message From Chris Crane
We want to foster an environment where the best and the brightest, as well as future generations – both girls and 

boys - feel empowered to pursue careers with limitless opportunity.

As a company, we have always believed Exelon should reflect the diverse communities we serve. It not only 
makes us a better company; it makes us a better community partner. We know first-hand that an inclusive culture 

drives greater innovation, market competitiveness and opportunities for growth. Yet, women are still 
underrepresented at nearly every level of America’s workforce. This challenge is particularly acute in STEM fields. 
At Exelon we are no exception, and we are committed to breaking through the barriers that cause women to opt 

out of the professional workforce. 

In fact, by 2020, Exelon will reduce the voluntary exit of women in the organization – at all levels – to achieve 
gender parity in this metric. We believe it’s time for all American employers to do the same and we look forward 
to being on the forefront of driving this change. Because our retention rates are significantly higher for men than 

they are for women, it is more than just making a commitment or becoming a HeForShe champion; improving 
retention will take hard work. It will require formal, tracked goals and strategies that target changes to our 

culture. But this is not new to us. At Exelon, we’re always creating new initiatives and enhancing existing practices 
to strengthen our culture of diversity and inclusion



Our team’s journey

Executive 
Listening & 

Learning 
Sessions 

Employee 
Feedback 

Summarized 
into Key 
Themes

Diverse 
HeForShe 

Planning Team 
Established

Key Focus 
Areas Identified

Action Plans 
Developed and 

Launched



Our team’s journey

• Every female employees in the company was provided the 
opportunity to join a small group discussion with her executive leader

• Facilitated sessions where employees shared their personal 
experiences working in the utility industry and the company, and their 
perspective on what the company is doing well and where we can 
improve

Executive 
Listening & 

Learning 
Sessions 

Employee 
Feedback 

Summarized 
into Key 
Themes

Diverse 
HeForShe 

Planning Team 
Established

Key Focus 
Areas Identified

Action Plans 
Developed and 

Launched



Our team’s journey

• The input from each of the Listening & Learning sessions was 
reviewed resulting in several key themes across the company

• The key themes were shared with all BGE leaders during an in-person 
gender equality summit

Executive 
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Learning 
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Employee 
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Summarized 
into Key 
Themes

Diverse 
HeForShe 

Planning Team 
Established

Key Focus 
Areas Identified

Action Plans 
Developed and 

Launched



Our team’s journey

• A BGE HeForShe initiative team was established

• Diverse team – divisions and departments, roles within the organization, years with the company, 
gender, race, etc.

• The team has grown to over 30 members as more employees have volunteered to help

• The team also works closely with the Baltimore Network of Exelon Women (NEW) employees 
resource group

Executive 
Listening & 
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Employee 
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Summarized 
into Key 
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Diverse 
HeForShe 

Planning Team 
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Key Focus 
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Developed and 

Launched



Our team’s journey

• 5 Initial focus areas were selected by the team from the Listening & Learning session feedback

• An owner, or co-owners, were identified to lead each theme

Executive 
Listening & 

Learning 
Sessions 

Employee 
Feedback 

Summarized 
into Key 
Themes

Diverse 
HeForShe 

Planning Team 
Established

Key Focus Areas 
Identified

Action Plans 
Developed and 

Launched



Our team’s journey

• Small theme-specific teams proposed solutions to address the feedback theme

• These were reviewed by leadership and implementation of these solutions began in 2019

Executive 
Listening & 

Learning 
Sessions 

Employee 
Feedback 

Summarized 
into Key 
Themes

Diverse 
HeForShe 

Planning Team 
Established

Key Focus Areas 
Identified

Action Plans 
Developed and 

Launched



Examples of Actions

Creating an Inclusive Work Environment Training. 

Invested in Unconscious Bias Leadership Training.

Women in the Field Focus Group. 

Social media campaigns and internal panel discussions featuring women in non-
traditional roles.

Developing a formal mentoring program for all employees.


