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1.0 INTRODUCTION 

Under Section 45 (4) of the Canada-Newfoundland Atlantic Accord Implementation Act (S.C. 
1987, c. 3) and the Canada-Newfoundland and Labrador Atlantic Accord Implementation 
Newfoundland and Labrador Act (R.S.N.L. 1990, c. C-2) (the Atlantic Accord Acts), the Canada 
Newfoundland and Labrador Offshore Petroleum Board (C-NLOPB) may require that: 

“any Canada-Newfoundland benefits plan include provisions to ensure that disadvantaged 
individuals or groups have access to training and employment opportunities and to enable such 
individuals or groups or corporations owned or cooperatives operated by them to participate in 
the supply of goods and services used in any proposed work or activity referred to in the benefits 
plan.” 

In its White Rose Benefits Plan, Cenovus Energy (formerly Husky Energy) committed that the 
requirements of its Diversity and Respectful Workplace Policy would be cascaded down to its 
project contractors, which would be required to act in a manner consistent with the policy. The 
Diversity and Respectful Workplace Policy states that every employee has the right to work in 
an environment that is free of harassment and violence, and where respectful treatment is the 
norm, and that Cenovus is committed to: 

o Building a work environment that is free of discrimination, harassment, and violence by ensuring 
its employment policies are implemented in a fair and equitable manner and are free of 
discrimination; 

o The principle of fair representation of the four designated groups of under-represented people 
(women, Indigenous people, visible minorities, and people with disabilities) at all levels of the 
organization; and 

o Creating an environment which enables all employees to contribute to their full potential, thereby 
increasing our business effectiveness and competitive advantage and providing employees with a 
positive and valued work environment. 

Further to the Benefits Plan commitment, Cenovus prepared the White Rose Project Diversity 
Plan, which was accepted by the C-NLOPB in September 2003. The plan describes how 
Cenovus will ensure that diversity is achieved throughout the White Rose project. This includes 
the organizational requirements Cenovus and its main contractors must satisfy in order to 
integrate diversity into the way they do their White Rose-related business, and the target setting, 
monitoring and reporting process that is used.  

Through this process, Cenovus and its main contractors establish diversity targets and engage 
in internal monitoring to measure their success in meeting them. Cenovus’ main contractors 
commit to these targets in their annual Diversity Plan Reports, which are subject to review by 
Cenovus. They are also the basis of the annual Diversity Plan Report that Cenovus provides to 
the C-NLOPB. This document is the 17th of these Diversity Plan Reports and it highlights the 
White Rose project’s diversity achievements in 2025 and outlines some of the diversity targets 
that have been established for 2026.  
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2.0 IMPLEMENTATION OF THE DIVERSITY PLAN PROCESS 

2.1 Roles and Responsibilities 

In 2025, the primary responsibility for stewardship of Cenovus’ White Rose and West White 
Rose Diversity Plans was held by Aimee Sheppard, Senior Industrial Benefits & Diversity 
Advisor in the Atlantic Region. 

The contractors required to submit Diversity Plan Reports are selected by Cenovus based on 
the amount of White Rose work they are undertaking or subcontracting in Canada, as well as 
the number of personnel employed under the contract. The following contractors prepared 
annual Diversity Plan Reports and/or reported on the percentage participation for all four 
designated groups for 2025: 

o A Harvey and Company; 
o Aker Solutions; 
o Cougar; 
o Crosbie Group; 
o DOF (formerly DOF Subsea and Maersk Supply Services); 
o East Coast Catering; and 
o Maran Shuttle Tankers (formerly Altera) 

 
Contact information for the above companies is available in Appendix A.  

2.2 White Rose Diversity Forum 

Cenovus holds an annual forum to discuss diversity in the context of the White Rose project, 
and to focus on the broader considerations of diversity relevant to Newfoundland and Labrador. 
The event is part of the close-out activities of the preceding year. In 2025, the event was held on 
May 12 and more than 90 people from different stakeholder groups attended in person with 
more joining online. 2025 marked the 20th anniversary of production from the SeaRose FPSO. 
In recognition of that, the diversity forum included an update from Cenovus on some of its 
diversity accomplishments from the previous year and three local speakers who shared their 
experience in creating safe and inclusive spaces for minority members over the past 20 years 
(See Appendix B). 
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2.3 Other Cenovus Activities 

Cenovus continued to make progress against its White Rose Diversity Plan throughout 2025 
and executed several internal and external activities aligned with the plan’s objectives of 
creating and maintaining an inclusive culture: 

Internal    

Staff Resource Groups 

Atlantic Region employees volunteer as members of Cenovus’s staff resource groups and 
ensure local programming and participation. Staff appreciate the informal learning 
opportunities and the safe spaces created to have sensitive conversations. In 2025, 
volunteers were active in the following staff resource groups:  

o Women@Cenovus;  
o Mental Health Matters@Cenovus; 
o Indigenous Community Sharing Circle@Cenovus;  
o Pride@Cenovus;  
o Fusion@Cenovus; and 
o enable@Cenovus.  

 
Together, these volunteers coordinated the delivery of diversity moments to various 
departments, events, and training opportunities including: 

o Pink Shirt Day in February. Onshore and offshore, senior leaders communicated 
their support for the need and benefits of a respectful work environment and zero 
tolerance for bullying; 

o Pride@Cenovus organized an internal coffee break during Pride week.  
o Women@Cenovus coordinated events throughout the year including an 

International Women’s Day event, a panel highlighting women who worked on 
site during the SeaRose’s life extension drydock, a workshop on recognizing and 
preventing burnout, and offered external development opportunities for women; 
and 

o Our Indigenous Community Sharing Circle shared information on Red Dress Day 
and Truth and Reconciliation Day. 

 

Student Program 

Throughout 2025, Cenovus also employed 89 co-op students: 50 men and 39 women 
(44%). Four of the students were from the College of the North Atlantic’s Instrumentation 
and Controls Technology program. During their 8-week term, students had the opportunity 
to visit the SeaRose FPSO. This gave the students, including a female student, the 
opportunity to learn about life offshore.  
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External 

Throughout 2025, Cenovus continued to build relationships with and support frontline community 
stakeholders who are focused on advancing inclusion and diversity in Newfoundland and 
Labrador. For example:  

o Cenovus announced a $2.25 investment in Memorial University over 5 years ($450,00/ 
year) to support students in the Faculty of Engineering and Applied Science, Department 
of Earth Sciences, and the Marine Institute. It also includes an investment in the 
Limitless Leadership Program, a special cohort program for high potential young women;  

o Cenovus provided $91,00 to support the Indigenous Internship Field Opportunity in 
Newfoundland and Labrador. The funding was used to help the Indigenous intern gain 
valuable employment experience including offshore experience. At the end of the 
internship, the intern was hired full-time;  

o Cenovus provided $75,000 to the Nature Conservancy of Canada to support three post-
secondary internships in NL. In the application process, preference is given to 
candidates who identify as members of equity-deserving groups. In 2024,68% of 
applicants identified as being from an equity-deserving group;  

o Cenovus contributed $70,000 to support the work of Dr. Svetlana Barkanova, NSERC 
Chair in Inclusion in Science and Engineering. Based at Grenfell College, Dr. 
Barkanova’s objectives include encouraging more girls, especially from rural areas, to 
pursue STEM; 

o Cenovus contributed $46,000 to the Office to Advance Women Apprentice’s new social 
enterprise, Built Collective. This innovative company will help skilled tradeswomen 
achieve their journeyperson designation;   

o Cenovus continued its Future Leaders Award program at the Marine Institute. The award 
provides financial support and experience to a nautical science cadet. Preference is 
given to candidates who identify as members of equity-deserving groups;  

o Cenovus supported Women in Resource Development Corporation (WRDC)’s STEM for 
Girls programming;  

o In addition to sponsoring the Eastern Region Science Fair in NL ($20,000), Cenovus 
provided $5,000 to establish a scholarship to support Indigenous student participation in 
the fair; 

o Cenovus provided $15,000 to WISE-NL’s Summer Student Employment Program. In 
addition, Cenovus organized a site tour for the participants and gave the students an 
opportunity to connect with women working in STEM;  

o Cenovus provided $10,000 scholarship funding for applicants from the four designated 
groups. Scholarships were administered by Memorial University and College of the 
North Atlantic; 

o Cenovus provided $5,750 to EnergyNL to enable members from equity-deserving 
groups attend the annual conference;  

o Cenovus provided $2,500 to support the FIERCE leadership summit for women and 
gender diverse people; and 

o Cenovus contributed $2,500 to Memorial’s Faculty of Business Administration to support 
a diverse supplier database project. 

o In addition to financial support, Cenovus also provides in-kind support and stewardship to 
many of the above initiatives helping to share best practices and foster learning.   
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3.0 CORPORATE AND WHITE ROSE PROJECT DIVERSITY 2025  

This section provides information regarding workforce diversity in 2025 for Cenovus and its White 
Rose and West White Rose projects, based on data collected in accordance with the Canada-
Newfoundland and Labrador benefits reporting requirements.  

3.1 Women’s Employment 

3.1.1 Women Working on the White Rose Project (Employed by Cenovus) 

The number of Cenovus employees supporting the White Rose Project has generally increased 
from the initiation of work in 2000 and reached a peak of 377 in 2013 and 2014 (Figure 3-1). At 
the end of 2025, Cenovus’s total White Rose work force was 336.  

In 2000, women’s share of employment was just 14%. In 2025, 94 women worked for Cenovus 
on White Rose activity, representing 28% of the total workforce (Table 3.1).  

Throughout 2025, Cenovus also employed 89 co-op students: 50 men and 39 women (44%). 
Students are not included in the numbers below.  

Figure 3-1 Cenovus’s Employment on White Rose 2000 to 2025 
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Table 3.1 Cenovus’s Employment on White Rose, 2000 to 2025 
 

Year # Male 
Employees 

# Female 
Employees 

% Change in # 
Female 
Employees 

Total 
Workforce 

% Women in 
Workforce 

% Change in 
Total 
Workforce 

2000 24 4 - 28 14% - 
2001 36 18 350% 54 33% 93% 
2002 54 20 11% 74 27% 37% 
2003 64 29 45% 93 31% 26% 
2004 106 45 55% 151 30% 62% 
2005 173 60 33% 233 26% 54% 
2006 175 48 -20% 223 22% -4% 
2007 174 66 38% 240 28% 8% 
2008 200 71 8% 271 26% 13% 
2009 191 63 -11% 254 25% -6% 
2010 172 66 5% 238 28% -6% 
2011 230 82 24% 312 26% 31% 
2012 231 93 13% 324 29% 4% 
2013 283 94 1% 377 25% 16% 
2014 278 99 5% 377 26% 0% 
2015 243 89 -10% 332 27% -12% 
2016 275 80 -10% 355 23% 7% 
2017 271 96 20% 367 26% 3% 
2018 274 100 4% 374 27% 2% 
2019 245 105 5% 350 30% -6% 
2020 187 82 -22% 269 30% -22% 
2021 213 87 9% 300 29% 11% 
2022 221 99 12% 320 31% 4% 
2023 194 77 -22% 271 28% -15% 
2024 202 83 8% 285 29% 5% 
2025 242 94 13% 336 28% 18% 

 
 

3.1.2 Women Working on the White Rose and West White Rose Projects (Employed by 
Cenovus and its main contractors) 

The total workforce for the White Rose and West White Rose projects includes the employees of 
both Cenovus and its contractors across both projects.  

Due to the nature of a large-scale construction project like WWRP, swings in workforce numbers 
are expected as certain scopes ramp up and wind down. Between 2017 and 2018, the total 
workforce increased by 135%, from 1,597 to 3,754 (Table 3.3) due to the start of construction of 
the West White Rose project.  

In early 2020, Cenovus released the Henry Goodrich mobile offshore drilling unit and the 
associated contractors. Then in March 2020, the majority of work on the West White Rose Project 
was suspended due to COVID-19. In October 2020, Cenovus announced the project would stay 
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in preservation mode through to 2021. As a result of those decisions, the overall workforce 
declined. However, in mid-2022, Cenovus announced the restart of the WWRP. 

In Summer 2025, the concrete gravity structure was safely towed from the graving dock in 
Argentia to its location in the White Rose Field and ballasted down to the seabed. Then, the 
topsides arrived from Ingleside, Texas and were transported offshore and mated with the CGS.  
Finally, in Q4, work shifted to final hook up and commissioning scopes.  As the platform gets 
closer to being operational, several scopes and contracts concluded in 2025. At the end of 2025, 
the total workforce for the West White Rose Project was 526. 

At the end of 2025, the total number of women employed on the White Rose and West White 
Rose projects by Cenovus and its contractors was 252 (Table 3.2).  

Table 3.2 White Rose and West White Rose Project Employment, 2004 to 2025 
 

Year 
# Male 

Employees 

# Female 
Employees 

% Change in 
# Female 

Employees 

Total 

Workforce 

% Women in 
Workforce 

% Change in 
Total 

Workforce 
2004 539 130 - 669 19%  
2005 786 173 33% 954 18% 43% 
2006 858 131 -24% 989 13% 3% 
2007 859 155 18% 1,014 15% 3% 
2008 956 174 12% 1,130 15% 11% 
2009 857 161 -7% 1,018 16% -10% 
2010 730 141 -12% 871 16% -14% 
2011 753 167 18% 920 18% 6% 
2012 1,338 260 56% 1,598 16% 74% 
2013 1,242 252 -3% 1,495 17% -7% 
2014 1,935 437 73% 2,372 18% 59% 
2015 1,002 249 -43% 1,251 20% -47% 
2016 1,071 212 -15% 1,283 17% 3% 
2017 1,317 280 32% 1,597 18% 24% 
2018 3,186 568 103% 3,754 15% 135% 
2019 2,935 452 -20% 3,387 13% -10% 
2020 1,112 224 -49% 1,336 17% -60% 
2021 973 199 -13% 1,172 17% -14% 
2022 1,179 252 27% 1,431 15% 14% 
2023 2,234 380 51% 2,614 15% 122% 
2024 2,141 370 -3% 2,511 15% -4% 
2025 1,149 252 -31% 1,401 18% -44% 
*2014 - 2025 totals include White Rose and West White Rose Project workers including contractors. 

 
 
 
  



 
2025 DIVERSITY PLAN REPORT 

10 
March 2026 WR-ADM-RP-0102  

Figure 3-2 White Rose and West White Rose Project Employment, 2004 to 2025 

 

At the close of 2025, approximately 91% of the 1,401 White Rose and West White Rose project 
employees worked in Newfoundland and Labrador, including 640 in offshore positions. The West 
White Rose project required a completely onshore workforce in 2024, including a significant scope 
in Texas. Upon completion of the topsides, the remainder of the West White Rose work was 
almost entirely completed in Newfoundland and Labrador, including a heavy offshore installation 
and commissioning scope which accounts for the increase in offshore roles.   

Although total representation by women across the two projects was 18%, they held only 3.6% of 
offshore positions (Figure 3-3). This low percentage reflects that there is both low turnover and a 
relatively small pool of qualified women seeking offshore opportunities, issues which continue to 
be addressed by Cenovus and the broader industry. 
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Figure 3-3 White Rose and West White Rose Project Employment, 

Offshore, 2005 to 2025 

 

Figure 3-4 White Rose and West White Rose Project Employment,  

Onshore, 2005 to 2025 
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3.2 Employment of Other Designated Groups on the White Rose Project  

In 2012, Cenovus and its main contractors began reporting on the percentage participation from 
the four designated groups. For designated groups other than women, this is based on self-
reporting. Table 3.3 provides information regarding the participation of Indigenous persons, 
visible minorities, and persons with disabilities in the White Rose project labour force.  

People from Cenovus and its diversity-reporting contractors reported belonging to these three 
designated groups in 112 instances. It is important to note one person may be a member of 
more than one group. Overall, the number of instances increased from 58 in 2023 to 125 in 
2024 with a decrease to 112 in 2025. 

Table 3.3 Number of Employees from Other Designated Groups on White Rose Project, 2025 
 

Indigenous  
Managers 

and 
Supervisors 

Professional 
and 

Technical 
Administrative 

Skilled 
Crafts and 

Trades 
Sales and 

Service 
Manual 
Workers Total 

Cenovus 0 6 0 3 0 0 9 
Contractors 4 11 4 7 0 5 31 
Total 4 17 4 10 0 5 40 
Persons 
with 
Disabilities 

Managers 
and 

Supervisors 

Professional 
and 

Technical 
Administrative 

Skilled 
Crafts and 

Trades 
Sales and 

Service 
Manual 
Workers Total 

Cenovus 1 7 0 4 0 0 12 
Contractors 1 2 0 4 0 5 12 
Total 2 9 0 8 0 5 24 

Visible 
Minorities 

Managers 
and 

Supervisors 

Professional 
and 

Technical 
Administrative 

Skilled 
Crafts and 

Trades 
Sales and 

Service 
Manual 
Workers Total 

Cenovus 1 6 0 1 0 0 8 
Contractors 4 12 3 21 0 0 40 
Total 5 18 3 22 0 0 48 
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3.3 Recruitment 

Cenovus encourages applications from members of the four designated groups by including the 
following statement in all job advertisements: 

At Cenovus we embrace diversity of thought, experience and backgrounds to help us make better business 
decisions, address our challenges, seize opportunities and unlock innovative solutions. We define diversity 
as the variety of people, including all of the unique attributes of our staff, as well as the variety of ideas 
within our organization. Building an inclusive workplace by drawing on the skills and talents of a diverse 
workforce provides Cenovus with a competitive advantage. We believe it’s important to maximize the 
potential of everyone who works for our company and ensure people feel respected, appreciated and heard. 
We define inclusion as ‘diversity in action,’ creating an environment of involvement, respect and connection, 
where various ideas, backgrounds and perspectives are harnessed to create business value. If you require 
accessibility assistance to complete the on-line application or otherwise apply for an open position with 
Cenovus, its subsidiaries and affiliates, please email careeropportunities@cenovus.com. 

3.4 Diverse Businesses 

Cenovus recognizes it can be difficult for diverse businesses to connect with resource 
companies. To identify those that are providing goods and services to Cenovus, such 
companies have an opportunity to identify themselves in bid documentation. Cenovus also 
encourages contractors to track and report on diverse businesses that provide them with goods 
and services.  

Table 3.6 is a list of the known diverse businesses that provide goods and services to 
contractors that also provide services to the White Rose project. Some of these companies do 
not directly supply goods and services to the project, however, they have been included 
because they have been identified as diverse businesses operating in Newfoundland and 
Labrador. This listing is based on information provided by Cenovus’ contractors for 2025.  

Table 3.4 White Rose Project Diverse Businesses 
 

Company Women Persons with 
Disabilities Indigenous Visible 

Minorities 
Bellevue Signs     
Copy Canada     
Canadian Industrial Rescue     
Caretek     
DMC     
E-three Consulting     
Horizon (formerly Innu Med)     
Impact Consulting     
Imprint Specialty Promotions     
Inclusion NL     
Innu DMC     
Mark’s Work Wearhouse     
Multifoods      
Newfoundland Chocolate Company     
One Touch Cleaning     
Professional Uniforms and Mats Inc.     

mailto:careeropportunities@cenovus.com
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Company Women Persons with 
Disabilities Indigenous Visible 

Minorities 
Provincial Airlines     
Quality Matters     
Target Linens     
Vallen     
Warrior Supply     

 

4.0 WHITE ROSE PROJECT DIVERSITY ACHIEVEMENTS AND 
TARGETS 

The following section summarizes the achievements of Cenovus’s main contractors on the 
White Rose project with respect to diversity targets in 2025 and highlights some of their targets 
for 2026. Given the range of achievements and targets, company names have not been listed 
except in the case where an achievement or target may be public. Lists are not exhaustive as 
many activities carry over from year to year or are repetitive across multiple contractors. Rather, 
they illustrate the types of activities contractors pursued and are shared in the event they serve 
as helpful suggestions for others looking to make their workplace more inclusive. 

Process Achievements and Targets 

Process targets are the actions that contractors commit to take over the course of the year to 
achieve greater diversity. They include actions in the areas of Information and Communications, 
Employee Recruitment and Selection, Employee Development, Working Environment, 
Contracting Goods and Services, Community Outreach, and Financial Contributions. 

Specific process achievements of Cenovus’s main contractors in 2025 are listed below. While 
some of the process achievements identified are not specific to the White Rose project, they are 
achievements of one of Cenovus’ main contractors in other areas where they are providing 
services in Newfoundland and Labrador. 

Information and Communications 

o New and existing employees complete online training including Respectful Workplace, 
Diversity and Supervisory/Leadership courses. 

o One firm launched a new corporate pulse survey dedicated specifically to Diversity, 
Equity & Inclusion. The new pulse survey supports continued target-setting and progress 
tracking across the organization. 

o One firm showcases DE&I information on office display screens. Materials are refreshed 
quarterly and promote awareness and highlight ongoing initiatives related to inclusion 
and diversity. 

o At one firm, quarterly culture & strategy weeks reinforce organizational values by 
focusing on personal development, corporate attitudes, inclusion, diversity, 
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sustainability, learning resources, and key objectives. These events include town halls 
that encourage inclusive participation and cross-organizational collaboration. 

o Turnover data was integrated into quarterly recruitment and retention reporting, 
segmented by underrepresented group where applicable. This provides leadership with 
clearer visibility into workforce trends and informed targeted retention discussions at the 
executive level. Data insights are being used to guide onboarding improvements and 
community-based recruitment strategies. 

o Monthly Respectful Workplace Policy Moments are shared with workforce. 
o Several firms incorporated special events, such as Pride Week, Indigenous Peoples 

Day, Pink Shirt Day and International Women’s Day with social committee activities.  
o Some firms have internal libraries with books available to borrow about topics specific to 

D&I items of interest.  
o Multiple companies offered employees mental health awareness training. 

Employee Recruitment and Selection 

o One firm conducted a review of job postings and their careers webpage to ensure 
inclusive language and representation. Updates were made to remove non-essential 
barriers, reinforce equal opportunity messaging, and highlight community partnerships. 

o One firm continued to engage with Indigenous and community-based partners to 
promote employment opportunities. This included participation in community job fairs, 
direct outreach, and collaboration with local training programs. These partnerships 
enhanced local workforce representation. 

o Several firms indicated they participated in international recruitment fairs and that new 
hires were from international backgrounds. 

o Multiple firms worked with AXIS, Work Transition Program, Association for New 
Canadians, Canadian Council on Rehabilitation and Work, Coalition of Persons with 
Disabilities of NL, YWCA and WRDC to promote opportunities to underrepresented 
groups. 

Employee Development 

o One firm held a workshop for managers on Unconscious Bias in recruitment. 
o One firm launched a refreshed DE&I learning platform featuring modules on leading 

diverse teams, understanding bias, allyship, privilege awareness, and related topics. 
o At one firm, a member of a designated group completed the requirements for the 

Bachelor of Business Administration Degree at Memorial. The cost was 100% 
reimbursed by the employer. 

o One firm incorporated targets for women and other designated groups in the company’s 
succession plan. 

o One firm set targets re: appointments to project committees, boards, work terms, etc. 
o Multiple firms supported designated group members to access developmental 

opportunities and management training. 
o In collaboration with Association for New Canadians, one firm supported ESL training for 

staff who are newcomers to Canada.  
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o At one firm, all managers successfully completed Indigenous Awareness Training in 
2025. This initiative strengthened cultural understanding, reinforced respectful 
engagement practices, and aligned with our commitment to reconciliation and 
meaningful community partnerships. The training has been embedded into new leader 
onboarding. 

Working Environment 

o At multiple firms, monthly toolbox talks and site meetings incorporated diversity themes, 
cultural recognition moments, and respectful workplace reminders. This consistent 
reinforcement has contributed to a more inclusive and safe work environment. 

o One firm used the week leading up to July 1 to “Celebrate Canada” which includes 
recognizing National Indigenous Peoples Day, June 21, Saint-Jean-Baptiste Day, June 
24, Canadian Multiculturism Day, June 27 and Canada Day, July 1.  Moose hide pins 
and information cards were distributed to all employees both onshore and offshore. 

o One firm hosted culturally diverse cooking classes led by employees.  

 

Community Outreach and Financial Contributions  

o Multiple firms continued their relationship with Inclusion NL to increase awareness of 
disabilities and inclusion.  

o One organization supported and participated in outreach initiatives benefiting 
underrepresented communities, strengthening community relationships and 
demonstrating our commitment beyond the workplace. These efforts enhanced 
community visibility and aligned with our corporate responsibility strategy including 
community BBQs in First Nation Communities and Iinformation during indigenous 
gatherings. 

o Firms continued to partner with key external organizations and community groups. 
Notable collaborations included: Work Global Canada, Trades NL, Association for New 
Canadians, and Black North Initiative. 

o Altera donated a number of scholarships and other contributions to the Marine Institute 
and also awards six scholarships to dependents of employees. 

o DOF supported organizations focused on recruitment, retention and advancement of 
women in STEM including WISE NL, NLOWE and WinSETT.  

o Cougar continued to offer / provide tours of their facility to groups from surrounding 
communities. Teaching individuals of all ages about the operations and career 
opportunities within the aviation and oil and gas industries. 
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Contracting Goods and Services 

o One firm conducted a comprehensive review of its supplier base to assess diversity and 
identify potential gaps or areas of underrepresentation. This evaluation revealed 
opportunities to enhance supplier diversification. As a result, they are working through 
the process of engaging new suppliers to build a more inclusive and representative 
supply chain. 

o Multiple companies focused on using local suppliers of promotional items. 
 

Outcome Achievements and Targets 

Outcome targets are reasonable, but ambitious, numerical measures of change that Cenovus’s 
main contractors commit to achieving over the course of the year. Reflecting the different 
circumstances in which companies may find themselves, these targets may vary widely. The 
following are outcome achievements, or numerical measures, which were achieved in 2025: 

o One small firm hired five designated group members in 2025.   
o In a traditionally male workplace, one woman was hired to a team lead position as a 

development role while two more were promoted to senior roles. 
o One firm had 82% of leadership completed training related to leading diverse teams, 

exceeding their target. 
o Multiple firms noted they hired employees from underrepresented groups in 2025, 

including visible minorities and culturally diverse candidates. 
o Multiple firms have an internal D&I library which has books available to borrow about 

topics specific to D&I items of interest.  
o One firm increased female representation within their offshore sector by 5%, exceeding 

their target of 3%.This growth was largely driven by the strategic workforce planning 
where intentional recruitment targets were established to support greater participation 
from underrepresented groups within the offshore industry. 

o One firm partnered with one new supplier that is Indigenous-owned and operated, 
strengthening their commitment to supplier diversity and economic inclusion. 

o One firm hired 13 students and two were persons from underrepresented groups.  
o One firm noted 61% of resumes received were from designated groups and 14% of 

interviewees were from designated groups. 
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2026 Outcome Targets 

Some of the outcome targets (i.e. measurable goals) to which Cenovus’s main contractors have 
committed for 2026 are listed below: 

o Engage in at least two touchpoints (meetings, events, volunteer sessions) with groups 
like ANC, Pride, Indigenous organizations, NLOWE, disability advocates. 

o Host at least one cultural spotlight sessions throughout 2026 where employees 
voluntarily share traditions, holidays, or cultural practices. 

o Implement two annual information sessions promoting career advancement, internal 
mobility, and stretch opportunities for underrepresented groups. 

o Continue to discuss EDI and AR in our monthly meetings that include middle managers 
and supervisors from all departments. 

o Ensure 25% of all resumes are from designated groups as identified by section on the 
application form. 

o If any special assignments or other forms of development occur, 50% are assigned to 
designated groups. 

o Ensure 75% of interviews for student work terms are assigned to candidates from 
designated groups. 

o Maintain 25% female representation in the Professionals and Management group 
onshore. 

o Include turnover by underrepresented group to recruitment and retention reports. 
o All managers complete Indigenous Awareness Training. 
o Increase our female representation in our offshore sector by 2-3%. 
o Increase our overall indigenous representation by 2%, aligned with hiring projections.  
o Partner with 1 new supplier that is owned and operated by an underrepresented group 
o 100% of employees trained in diversity and inclusion through e-learning.  
o Continue to discuss EDI and AR in our monthly meetings that include middle managers 

and supervisors from all departments. 
o Workshop for managers on “Unconscious Bias” in recruitment. 

 

 



     2025 DIVERSITY PLAN REPORT 

March 2026 WR-ADM-RP-0096 19 
 

 

5.0 PHOTOGRAPHS 

The photos below highlight some of the ways Cenovus demonstrated its commitment to inclusion 
and diversity in 2025.  

 
 
In February, employees onshore and offshore gathered to recognize Pink Shirt Day to 
stand against bullying. 
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Last year, the Women@Cenovus staff resource group held a variery of events to raise 
awareness of gender differences and equity issues. For example, they hosted a panel 
discussion highlighting some of the women who worked at site during the SeaRose’s 
Life Extension Drydock program in Belfast. The session was designed to demonstrate 
the benefits of working in the field and encourage women to consider these 
assignments.    

 
 

  
 

The group also supported external learning opportunities such as sessions offered by 
the Newfoundland and Labrador Organization for Women Entrepreneurs.  
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They also partnered with the Mental Health Matters@Cenovus staff resource group to 
offer a workshop to help people recognize and prevent burnout. 
 

 
 

 
In July, the Pride@Cenovus staff resource group hosted an internal coffee break to 
celebrate Pride Week in St. John’s.  
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In May, Cenovus and some of its contractors worked with Office to Advance Women 
Apprentices to host a free BST Info Session for Women. The session gave women an 
opportunity to tour the training facility, ask questions and watch demos of the equipment. 
There was also a Q&A session with women who have worked offshore. When asked in 
the post-event survey, Do you feel more confident about what’s involved in Basic 
Survival Training, 100% said yes.  

 

 
 
 

Once again, Cenovus supported WISE-NL’s Student Summer Employment Program 
with a contribution of $15,000. The funding helped to create STEM-related employment 
opportunities for high school girls. In addition to the funding, Cenovus hosts the girls for 
a day in the office and introduces them to STEM careers in oil and gas. 
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Cenovus continues to support students pursuing STEM education. In March, students at 
Memorial University’s Faculty of Engineering and Applied Science received Cenovus 
bursaries valued at $5000 each. Bursaries were designated for students from non-
traditional backgrounds.   
 

 
 
 

As well, Cenovus continued its sponsorship of the Eastern Region Science and 
Technology Fair for high school students and an Indigenous student scholarship.  
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Cenovus continues to provide scholarships for diverse students at Memorial University 
and College of the North Atlantic. 
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In November, Cenovus sponsored the first FIERCE leadership conference for women 
and gender-diverse folks.  
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Cenovus also invested $2.25 million in Memorial University to targeted priority areas 
within the Faculty of Engineering and Applied Science, the Faculty of Science, and the 
Marine Institute. This partnership will help students build the skills and experiences 
needed to thrive in their careers, while strengthening the talent pipeline for our industry. 

 

In May, Cenovus held its annual White Rose Diversity Forum to discuss diversity in the 
context of the White Rose project. The event brings together employees, contractor 
representatives, and community stakeholders to discuss challenges and opportunities in 
building more inclusive workspaces and communities. 
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Cenovus continued to support an internship program in NL through Nature Conservancy of 
Canada (NCC). They also reported that 68% of applicants identified as being a member of an 
equity-deserving group. Below, intern Laura Colbourne is tree coring (aging) at Barachois 
Brook.  

 

 
 

 
 

 
NCC Interns Megan Burton, Parker Sullivan, and Laura Colbourne crossing Harry’s 
River.  
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6.0 CONCLUSION  

As a large company, Cenovus recognizes its responsibility to lead by example and in 2025, it 
continued to advance diversity and inclusion internally and in the communities in which it 
operates. Awareness, allyship, community engagement, and collaboration continue to guide the 
company. Cenovus’ contractors represent companies of different sizes and business lines and 
it’s important to recognize they are at different places on their own diversity and inclusion 
journeys. Through this reporting process, contractors are challenged to set goals and objectives 
that are meaningful to their workplaces. Together, we are learning from each other and are well 
positioned to continue making progress on building more inclusive organizations and 
communities. 
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APPENDIX A  
Contracting Company Contact Information
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Contracting Company Information  
 

Company Company Representative Email 
A. Harvey and Company  Stephanie Patten-Kibyuk stephaniepatten@aharvey.nf.ca 
Aker Solutions Catherine George catherine.george@akersolutions.com 
Cougar Helicopters  Mark Broderick mbroderick@cougar.ca 
Crosbie Group  Lyndsay Reddy lreddy@crosbiegroup.com 
DOF (Formerly DOF Subsea 
and Maersk) Trudy Jackson trudy.jackson@dofsubsea.com 

East Coast Catering Brittany Smart bsmart@eccltd.ca 
Maran Shuttle Tankers 
(formerly Altera) Sharon Russell srussell@maranshuttletankers.com 

 

  

mailto:stephaniepatten@aharvey.nf.ca
mailto:Megan.obrien@akersolutions.com
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APPENDIX B  
2025 Forum Agenda 
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18th Annual White Rose Project 
Diversity Forum Agenda 
Monday, May 12, 2025  
Emera Innovation Exchange  
Signal Hill Campus 

 
 
8:15 Networking Coffee 
 
9:00 Welcome—Aimee Sheppard 
   
9:05 Land Acknowledgement—Lisa Proctor 
 
9:15 SVP Opening Remarks–Jeff Jeworski  
 
9:25 Diversity Plan Update—Aimee Sheppard  
 
9:40 What I’ve seen over the last 20 years—Charlie Murphy 
 
9:50 Q&A with Charlie 
 
10:00 Networking Break 
  
10:25 My view from the front line to the boardroom—Kim Keating   
  
10:40 My view from the classroom—Greg Woolgar   
 
10:50 Q&A with Kim & Greg  

 
11:10 Inclusion in Action—Contractor Update 
 
11:20 Audience discussion 
 
11:35 Closing remarks—Jeff Jeworski  
 
11:45 Adjourned  
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