
BUILT TO EMPOWER 
ALL OUR PEOPLE
Cheniere powers the world, but our company is powered by 
our people. It is our job to help them meet new challenges in 
an equitable environment that supports their development and 
advancement. The dedication, dexterity and resilience of our people 
enables everything we do, and were critical to helping us navigate 
the extraordinary global challenges of 2020.

In 2020, we expanded efforts to support our people during a year 
that highlighted the value of human connection and understanding. 
This included an in-depth review of our diversity, equity and inclusion 
(DEI) practices and performance, as the first step in developing 
a comprehensive DEI strategy. We also kept our employees safe, 
engaged and productive throughout the COVID-19 pandemic, 
achieving zero COVID-related layoffs, pay cuts or on-the-job 
transmission of the virus.

TEAM
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OUR FOCUS AREAS

We invest in recruiting, developing, rewarding and retaining 
the talent we need to drive our long-term productivity and 
profitability. We are committed to providing a working 
environment that offers equal opportunities, competitive 
terms of employment and high-quality training and 
development opportunities. Our core human capital 
priorities are attracting, engaging and developing talent 
while advancing DEI in our workforce.

 
 
 
 
 
 
 
 

BOARD OVERSIGHT AND 
MANAGEMENT APPROACH 

Our SVP and chief human resources officer oversees 
human capital management, including talent attraction and 
retention, rewards and remuneration, employee relations, 
employee engagement and training and development. She 
briefs our board of directors on a quarterly to annual basis 
and shares updates on human capital metrics and trends. 
Our chief compliance officer oversees the DEI program.

Our commitment to building an inclusive workplace — 
regardless of background, race, national origin, ethnicity, 
age, disability, beliefs, religion, sexual orientation, 
nationality or gender/gender identity — is grounded in 
our policies, which prohibit discrimination and harassment, 
and reflect our dedication to a professional working 
environment that is consistent with our core value 
of respect.

READ MORE

Read more in our ESG Metrics and Disclosures Appendix:

Management and board oversight on human capital topics

TEAM
PROGRESS AND HIGHLIGHTS

• Launched a company-wide assessment of the current 
state of our DEI policies and practices to inform strategic 
planning through engagement with employees and 
senior leaders.

• Rolled out a comprehensive COVID-19 response strategy 
to protect employee safety and well-being.

• Retained all employees, with zero layoffs, pay cuts or on-
the-job transmission of the virus, as a result of our robust 
response to the global pandemic.

• Launched a new employee resource group, the Emerging 
Professionals Network.

LOOKING FORWARD

• DEI structure has been put in place with a Program 
Management Sponsorship of senior executives including but 
not limited to CEO, SVP and chief human resources officer 
and SVP policy, government and public affairs (PGPA).

• Formalize and implement a comprehensive DEI strategy, 
including the development of a three-year DEI roadmap 
focused on our company, customers, communities and 
supply chain partners.

• Enhance site-based diversity recruiting and internal 
workforce engagement on DEI. 

• Develop and implement a strategy for targeted DEI 
social investments within our communities.

1. Xxxx.  2. Xxxxx.
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EMPLOYEE TURNOVER RATE
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Both voluntary and involuntary turnover decreased in 
2020 compared to 2019 and have followed a generally 
decreasing trend from 2016 to 2020. We view decreasing 
turnover as an important metric for demonstrating the 
success of our employee retention and engagement 
efforts, as well as the overall success of our business.

READ MORE 

Read more in our ESG Metrics and Disclosures Appendix:

Employee engagement and training

Performance reviews

Wellness initiatives

Supporting employee mental health

CASE STUDY

Read additional case studies online:

Emerging Professionals Network (EPN)

81
hours of training per employee38

136,100
hours of technical, employee development 
and compliance training

ATTRACTING, ENGAGING 
AND DEVELOPING TALENT
The success of our company is built on our people. We 
work hard to attract, retain, develop and reward the best 
team. We are focused on listening to, engaging with and 
developing our workforce, which supports productivity and 
innovation. With the unprecedented events of 2020, our 
priority now more than ever is to keep our people informed, 
engaged and safe.

Key issues and initiatives 
Talent attraction: Through our recruitment efforts, 
we seek top, diverse talent who will continue to drive 
our performance. Our existing employees are our best 
ambassadors, and we offer them bonuses for referring 
highly qualified candidates. We also offer competitive 
compensation and benefits, in addition to a range of 
internship programs to attract and develop new talent.

Engagement programs and tools: Keeping our team safe 
and engaged are top priorities (see page 14). We seek 
to engage employees on an ongoing basis through, for 
example:

• Regular engagement surveys and other platforms to 
enable employees to express ideas and voice concerns.

• Cheniere’s “Cultural Champions,” employee-led action 
groups that help support our culture of inclusion, 
collaboration and continuous improvement.

• Regular, two-way communication through town halls and 
topic-specific events.

Development and training: We offer a variety of 
development programs, including a core training 
curriculum, leadership training and executive coaching, 
funding for professional certifications and continuing 
education. We also hold annual performance reviews and 
more frequent informal discussions to help employees meet 
their career goals.
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RACIAL/ETHNIC DIVERSITY IN MANAGEMENT
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WOMEN IN MANAGEMENT

2020 PROGRESS — WORKFORCE DIVERSITY

Gender diversity 
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Racial/ethnic diversity

Building a culture that supports DEI: Beyond expressing 
a commitment to DEI, we implement actionable programs 
and practices to build a culture of inclusion. We are working 
to continue to advance DEI at all levels of our organization, 
including among our management team and board of 
directors (see page 13).

Expanding transparency on diversity data: In 2020, we 
expanded our DEI disclosures to include workforce diversity 
breakdowns by race/ethnicity. We also began reporting 
enhanced diversity data for our board of directors. As 
of December 31, 2020, women represented 18% of our 
directors,39 and 9% represented a racially/ethnically diverse 
group (see page 44). These enhanced data collection and 
communications processes demonstrate our increased 
focus and commitment to monitor and promote DEI.

SUPPORTING DIVERSITY, 
EQUITY AND INCLUSION
While we have always worked to advance the diversity of 
our workforce, we significantly expanded our efforts in 2020 
and will continue to build on this in 2021 by implementing 
a comprehensive DEI strategy. We believe that a diverse 
range of backgrounds, experiences and ideas creates an 
empowered, innovation-driven culture, making us stronger 
and more effective as a company.

Key issues and initiatives
Developing a comprehensive DEI strategy: DEI was a core 
focus for our company in 2020. We began an extensive 
analysis to better understand the current state of policies, 
practices and culture on DEI issues at Cheniere. This initial 
phase of work, which was completed in early 2021, will 
inform our first comprehensive DEI strategy (see page 13).

Recruiting diverse candidates: Seeking talented, diverse 
candidates is an important pillar of our recruiting strategy. 
For more information on how we advance efforts to recruit 
diverse candidates (see page 13).

Supporting equity in pay and benefits: We believe equal 
pay for equal work is a core component of supporting 
gender equity and closing the gender pay gap. We offer 
competitive compensation in line with industry benchmarks 
and do not permit gender discrimination or inequity as 
outlined in our Equal Employment Opportunity and Anti-
Harassment and Discrimination Policies. We also focus on 
maintaining equity in our benefits packages. For example, 
we offer equal health benefits for same- and different-
sex spouses and equal health coverage for transgender 
employees.

We have consistently increased the percentage of racially/
ethnically diverse employees over the past five years, from 
24.8% in 2016 to nearly 30% in 2020 (see page 51). In 
2020, we expanded our reporting on employee diversity to 
include a breakdown by specific racial/ethnic groups, which 
we believe is an important element of transparency on this 
topic. We increased the percentages of Black or African 
American, Hispanic or Latino, and employees of two or 
more races, from 2016 to 2020. 

Over the past five years, the percentage of female 
employees has remained fairly constant, between 26% 
and 27% of total employees. However, we consistently 

increased the percentage of women and racially/ethnically 
diverse individuals in management positions from 2016 
to 2020. Continuing to increase these percentages is 
an important focus of the DEI strategy. We also track 
employee age as an element of the diversity of our 
workforce, as well as an important metric for succession 
management and recruitment efforts. The percentage of 
employees who are over 50 and those who are under 30 
decreased from 2016 to 2020, while the percentage of 
employees who are 30-50 increased (see page 52).40

CASE STUDY

Read additional case studies online:

Building a diverse and local workforce
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