
DEI Statement & Goals
Proposed by the DEI Work Group at T&E

Definition
We believe in the values of diversity, equity, and inclusion in the workspace.

● Diversity means embracing staff members from various backgrounds and
supporting their characteristics and identities including race/ethnicity, religion,
age, socioeconomic status, gender identity, sexual orientation, physical
appearance, physical or mental disabilities, neurodiversity, etc.

● Equity means ensuring fair treatment in access to opportunity, advancement and
distribution of resources for all individuals, thus aiming to level the playing field for
all employees, by identifying and removing the underlying or root causes of
disparities, both at the point of access and in terms of outcomes, the barriers
that have prevented some groups from fully participating.

● Inclusion means building a culture and work environment that all the employees
feel welcome to participate fully, respected for being themselves, supported
when seeking help, and valued when speaking up. Inclusion of diverse individuals
is a strength as a springboard for sustainable development within our
organisation.

Statement
T&E embraces the importance of diversity, equity, and inclusion both internally, in our
hiring process and organisational culture, and externally, in our procurement and related
practices. We care about and hold these values essential both because this is the right
thing to do and because it is the smart thing to do.

It is right because, as a politically independent non-profit organisation who believes in
the power of science and evidence in policy making with significant resources, our
choices about how we use our assets have important consequences. In hiring staff and
supporting partners to promote our vision of a zero-emission mobility system that is
affordable and has minimal impacts on our health, climate and environment, we make
choices which have an impact on society. As such, we have a duty to ensure that we not
only represent the interests of our members and partners but where possible the
society at large. This requires a diversity of views and a responsibility, in hiring staff and
choosing partners, to recognize that some groups have been historically disadvantaged
and still are today, whether by virtue of race, ethnicity, socioeconomic status, gender
identity, sexual orientation, ideology, religion, or other characteristics that reflect
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significant social categories or fractures. Our efforts encompass a wide range of
identities, reflecting the complexity of the different regions of the world and cultures –
each with their own distinct history.

Pursuing diversity, equity, and inclusion is not just right, moreover. It is also smart,
because the work of our departments and programs is enhanced and improved by
including a diverse range of voices and perspectives. We want people to feel safe
introducing outlooks and perspectives that matter to them and seem relevant to what
they and we do. Equally important, we want people to not just hear, but to actually listen
to others when they do so. We do not limit ourselves to perspectives drawn from the
divides that dominate public discourse. When we speak of diversity and inclusion, we
mean the whole range of attitudes, outlooks, and perceptions that matter to the people
who work with us—whether coming from familiar sources of personal identities, like race,
gender, or religion; from less common sources that are particular to our institution, like
place in the organisation’s hierarchy; or from sources that are idiosyncratic and
individual in nature. Taking these differences into consideration and valuing them is also
smart because it will allow the organisation to stay relevant and evolve with society.
Ignoring or suppressing diversity will only result in a disconnect with reality and will
therefore not serve the purpose of the organisation.

We don’t want to reduce ourselves or our partners to labels or turn each other into
anything less than the complex, multifaceted individuals we all are. We seek, rather, to
develop enough awareness of difference—enough mutual understanding and cultural
sensitivity—that people can raise what matters to them, and we can learn from the
enriched dialogue and relationships that result. We value the diverse perspectives our
present staff already bring to the organisation’s work, but we are conscious that we have
more to do and more to learn, and we look for ways to understand better how to engage
and meaningfully include diverse voices in all of our work. Doing so will, we believe,
improve the outcomes we and our grantees and partners achieve in our work.

We will start with diverse hiring and staff training. More precisely:

1. Extend hiring channels beyond Linkedin to ensure more diverse backgrounds of
the candidates.

2. Provide all employees with training on DEI (e.g. unconscious bias, neurodiversity),
well-being and mental health in order to further improve T&E’s culture and work
environment.

Progress on these two items above will be reported on an annual basis and be part of our
internal auditors work.
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