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Dear Stakeholders,

We are happy to share our 2019 Diversity and Inclusion report. It serves as
a reminder of our continuing efforts to foster a collaborative environment.
At New Jersey Resources, we value a broad spectrum of perspectives,
backgrounds and experiences to encourage creativity and spark new ideas
for positive outcomes. Our internal scorecard provides a set of measures to
give us a comprehensive view of our diversity and inclusion efforts to keep
us on track.

Stephen D. Westhoven

President and Chief Executive Officer
New Jersey Resources

As a forward-thinking company, we have made diversity and inclusion a
strategic priority and are focused on driving transformational change and
safeguarding a sustainable, diverse and inclusive environment. We respect
and leverage the diversity of our stakeholders — from our employees to our
customers and the communities we serve. This means being proactive to
ensure people feel valued, are encouraged to be their authentic selves and
reach their full potential.
We are proud of our 1,100 employees, and appreciate all they do in
affirming diversity and inclusion at New Jersey Resources. We are committed
to developing our diverse talent to ensure their future success. With engaged
employees, we can harness the benefit of human differences to drive
innovation and create an inclusive workplace.

Amanda Mullan

Senior Vice President and
Chief Human Resources Officer
New Jersey Resources

Together we are making progress.
New Jersey Resources is an Equal Opportunity/Affirmative Action Employer.
All qualified applicants will receive consideration for employment without
regard to race, color, religion, sex, sexual orientation, age, gender
identity and/or expression, national origin, disability, veteran or
other protected status.
Cheryl Morrison

Director, Diversity & Inclusion
New Jersey Resources
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Employee Training Completion

Established Business Resource Groups

Targeted Development Programs
for Underrepresented Groups

Established External Relationships

Navigating Diversity and Inclusion

To help steer diversity and inclusion at New Jersey Resources (NJR),
the Diversity & Inclusion Executive Council and Diversity &
Inclusion Council, along with our inaugural Business Resource
Group (BRG) Supporting Women’s Advancement and Growth,

“We believe diversity, inclusion and

reinforce our efforts. Together they foster a collaborative

employee engagement are integral

environment that promotes respect through education and

to our vision, strategy, Commitment

awareness. As the decision-making body, the Executive Council
endorses NJR’s Diversity and Inclusion (D&I) strategy and ensures

to Stakeholders and business

accountability throughout the company. Complementing its efforts

success. Respect for our co-workers

is the D&I Council — made up of a cross-functional team of
employees whose core mission is to cultivate deeper connections
with co-workers and communities.

and concern for others are equally
important. We are fostering an
environment that values
diversity and ethics and helps
create an inclusive organization
where we embrace, leverage and
respect the differences of our
employees, customers and the
communities where we live, work
and serve.”
– NJR Diversity & Inclusion Council

Our Strategy – How we Approach it

It is essential to link D&I to NJR’s mission. The success of our strategy
is measured across three pillars of performance — Workforce and

• Empower BRGs with the tools and
resources they need to grow and
connect with business strategies

Workplace, Customers and Community and Suppliers — which align
with our business objectives and provide the opportunity for the
greatest impact.
As we look ahead to fiscal 2020, we are using diversity as a lens to
strengthen our efforts along the lines of recruitment and professional
development, community partnerships and supplier relationships.
We recognize that advancing our strategy under these three pillars

• Increase workforce representation
among underrepresented groups,
including — but not limited to —
women, racial/ethnic minorities,
veterans and individuals
with disabilities

requires a deliberate approach. We are, for example, incorporating a
commitment to D&I in performance objectives to ensure it is a key metric
at NJR. Further, this year we held our first formal strategic planning
workshop, bringing together members of the D&I Council and forming
BRGs to create a roadmap with clear targets for the next fiscal year and
beyond. Our strategy sets the foundation for our goals, and we identified

• Identify and implement programs
designed for the professional
and personal development of
underrepresented groups

priority objectives to help us move in the right direction.

• Enhance supplier diversity strategy
and awareness, and partner with
the business units to tie business
spend with diverse suppliers

Stakeholder Value and
Diverse & Inclusive Culture

Workforce and
Workplace

Mission
and
Vision

Customers and
Community

Commitment
to
Stakeholders

Human
Capital
Strategy

Suppliers

Key
Business
Priorities

Talent and Organizational Development – Bringing Us into the Future

Talent and Organizational Development, a key building block of Human Resources, supports all aspects of the employee
lifecycle — attracting, hiring, onboarding, retaining and developing talent to meet organizational goals and objectives.
We provide the roadmap, tools and support needed for employees to maximize their performance and potential to grow
and advance in their careers. Managing and developing talent is a key business driver and essential to our success.
NJR provides employees with a continuous path for career growth and advancement through challenging development
and critical experiences. Our goal is to match talent with opportunities to continue building our business now and in the
future. The NJR Career Development Framework establishes behaviors needed for success and is an integral part of our
culture, reinforcing our commitment to employees and stakeholders.
At NJR, we have a strong retention rate, with an average employee tenure of 12.5 years. In fiscal 2019, we experienced
shifting dynamics with approximately 5 percent of total employees retiring, while still witnessing a 25 percent increase
in workforce diversity since fiscal 2017. We remain steadfast in our commitment to bring on greater diverse talent
at NJR, and ensure a workplace where employees are involved, engaged and feel fully included and supported along
their development path. To this end, we focus on ensuring our employees are recognized and appreciated for their
contributions and achievements — with Talent, Organizational Development and D&I partnering closely to move these
efforts forward.

Fiscal Year 2019

Fiscal 2017 - 2019

Diverse Hire Growth*

1,107 NJR Employees
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Asian 44%
African American 6.7%

Hispanic/Latino 26.7%
Two or more races 27.3%
*Based on voluntary self-identification

Empowering Employees

In our effort to fuel NJR’s commitment to employee progress, we have
implemented new programs designed to empower underrepresented
employee groups — including women and members of the Latino, Asian,
African American and lesbian, gay, bisexual, transgender and queer
(LGBTQ+) populations — with enhanced knowledge and leadership
skills. Promising future leaders were nominated to participate in
targeted career advancement opportunities delivered through

4.7
out of 5-star rating

these and other diverse partnerships.
Looking ahead to fiscal 2020, we’re excited to work with such
organizations as LGBTQ+ proponent Out and Equal Workplace
Advocates, Prospanica — the Association of Hispanic Professionals —
and Culture@Work from Working Mother Media, among others. Working
with organizations like these provides us the chance to learn about best
practices, further engage our employees and continue to provide them
with enhanced opportunities for personal and professional growth.

• Ascend offers robust leadership
and professional development
programs designed to cultivate
Pan-Asian talent

• ALPFA (Association of Latino
Professionals for America)
advocates for Hispanic
professionals and provides
development opportunities

• Executive Leadership Council
provides professional growth and
development opportunities for
African Americans

• Tri-State Diversity Council builds
organizational cultural competence
and leadership practices
Employees attend Stand & Deliver — presented by national motivational
speaker Steve Adubato Ph.D. — to help gain insight and apply leadership
and communication skills in the workplace.

Enhancing Workplace Diversity through Attraction and Recruitment

Our goal is to match great talent with opportunities that continue to build on our success. That means taking a new
approach to access and attract a larger and more diverse talent pool. This past year, we established new relationships
with universities, government agencies and community and veterans’ organizations, including Bridging the Gap and
Farleigh Dickson University, to identify and reach prospective candidates from underrepresented groups. We believe
a collaborative approach to recruiting people with different backgrounds and perspectives brings a range of ideas,
knowledge and innovation.
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new community
partner relationships

54 100% 2X

interns and summer hires

increase in diverse
intern hires

number of veteran hires

Our summer internship program is a formula for success. It helps us discover diverse, new talent. These opportunities are
designed to help our future leaders gain real, hands-on work experience and networking opportunities in a vibrant environment.

Advancing D&I through Training

This year, our D&I training module featured an added component designed
to help employees better understand that diversity and inclusion cannot
be used interchangeably, and appreciate how conscious and unconscious
biases impact our decisions in the workplace. Valuing the importance of a
diverse and equitable workforce, a commitment to D&I is a key performance

95%
employee completion

evaluation indicator for all our employees — making sure it is top-of-mind
in all we do.
In fiscal 2020, employees will benefit from several new initiatives,
including Microaggression training, Civility at Work training, a
Maximizing Productivity Across the Generations seminar, a
Leadership D&I workshop and more.

Enhancing Cultural Awareness

Outside of traditional training, the D&I Council, along with our BRGs,
provide engagement and educational opportunities aimed at building
conversations that increase cultural awareness and inclusion
among employees.

4.2

out of 5-star rating

Cultural Awareness Events
• International Women’s Day
• Black History Month
• Asian Heritage Month
• Hispanic Heritage Month
• Diversity and Inclusion
Annual Strategy Session

Fostering an Inclusive Environment
with Business Resource Groups

Studies strongly suggest BRGs foster and promote an engaged workforce
and increased productivity — encouraging talent engagement, professional
development and employee retention. Our inaugural BRG Supporting
Women’s Advancement and Growth (SWAG) — made up of a strong team of
women and men as allies — was established in September 2017, and has
seen its membership increase threefold to approximately 8 percent of the
workforce. In fiscal 2019, SWAG raised over $8,000 for local charities, and
held seven events — from work-life balance to wellness – with strong
employee participation at each event. It has set the foundation for the
launch of other BRGs. In fiscal 2019, we formed the Latino BRG, Todos
Unidos, with the African Heritage, Pan-Asian and Generational BRGs
scheduled to launch in fiscal 2020.
Like SWAG, these groups are composed of employees linked by such things
as ethnicity, culture, life experiences, shared interests, goals and more.
Together, their members will drive inclusivity and engage and create a
greater sense of community here at NJR.

Facilitating Connections with Mentoring

With the success of our pilot Mentor Circles, our Talent team established a formalized initiative in fiscal 2019.
Unlike traditional one-to-one mentoring programs, Mentor Circles engage a wide range of employees where
a mentor leads a small group of participants over 12 consecutive months. Sharing knowledge, ideas and lessons
learned, these mentors help forge a path for fellow employees who share common interests and learning objectives.
This has been a valuable addition to our development programs as they grow and learn together and effectively
maneuver through the journey to career advancement.
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Mentor Circles

52
Participants

6

Mentor Leads

Leading the Way with Customers and Communities

The spirit of service and team is reflected in our core values, and we are
committed to turning those values into actions. This year, we expanded
our relationships with diverse organizations to improve the experience
of inclusion for our customers and cultivate meaningful connections with

5,200
volunteer service hours

the communities we serve. The D&I Council supports our efforts and is
instrumental in identifying additional opportunities to work with likeminded community organizations.
Through event sponsorships, philanthropy and employee volunteer
initiatives, we are supporting underserved and underrepresented
populations and empowering diverse members of our communities.

1,800
organizations reached
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Creating an Inclusive Supply Chain

NJR recognizes the value of diverse suppliers and their importance to our
procurement process. D&I is partnering with NJR’s business units to help
them understand and appreciate supplier diversity as a key element to

78%
response rate

advance our strategy, better position us in the marketplace and maintain
current spend with diverse suppliers. This year, we focused on attracting
additional diverse suppliers and encouraged them to participate in our
annual supplier diversity fair and other networking events we participate
in to strengthen our relationships. In fiscal 2020, we plan to redirect our
efforts to better align supplier diversity with NJR’s business goals, working
directly with contractors to ensure they’re taking steps to make sure
their employees and subcontractors better represent the makeup of the
communities we serve.

87%

employee engagement score

Engaging Our Employees

We strive to ensure a workforce that is involved — where all employees are
fully included, supported and recognized for their contributions. In our 2019
employee survey, employee engagement scored an overall 87 percent, a
4 percent year-over-year increase. This is a testament to our efforts to
ensure an inclusive and engaged environment. Fiscal 2019 marked the
first time we included questions designed to capture the responses from
additional underrepresented groups such as LGBTQ+, veterans and
people with disabilities. The survey results indicated an 84 percent
employee engagement score specific to D&I questions. We use our
employee survey as the opportunity to listen to our employees and
commit to meaningful change that allows for continued strong employee
engagement and our ongoing transformation as an organization.

84%
diversity engagement score

As we reflect on our accomplishments and look to the future, we recognize
D&I is more than checking a box. It is our commitment to do what’s right
every single day and evolve to meet the changing dynamics of the world

Here is just a glimpse of changes
implemented in fiscal 2019,
thanks to employee feedback.

around us. It is our call to action and commitment to stay true to our belief
that equality, respect and inclusiveness of our employees, customers and
the communities we serve is a right for everyone. Guided by our three
pillars, we continue our journey of transformation and improvement as
we move forward as a high-performing team.

• Held an agility and teambuilding workshop for NJR
Clean Energy Ventures to
enhance cross-functional
teamwork

• Conducted a Managing Conflict
training session for New Jersey
Natural Gas and NJR Home
Services union supervisors

• After an initial pilot program
last year, continued with fullscale implementation of
NJR’s Mentor Circles

