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WHYFOCUSONGENDERGAPS?



LAC: 8 
Tackling labor
force
participation
rates in
geothermal
and fostering
talent in SIDS.

AFR: 30 Countries 
²ƻƳŜƴΩǎ
employmentprogram
and addressingissue
of productive usesof
energy and off-grid
valuechains.

EAP:  12 Countries 
Plus PPA (22 
Countries) 
²ƻƳŜƴΩǎemployment
in solar and
geothermal at the
utility level and
project site in Pacific
and Indonesia.
Focusedinterventions
on leadership e.g.
Vietnam EDGE
certification.

SAR: 8 Countries  
WePOWERlaunched
and tackling the
business case for
utilities.

ECA: 8 Countries
Scale work on investigating
impacts of subsidy reform and
energyefficiencyinterventionson
women and men. Impact
evaluationstartingTajikistan.

MENA: 6 Countries 
Research on the
impacts of lack of
energy access on
ǿƻƳŜƴΩǎlivelihoods
andjobsin off-grid.

WORLDBANKFOCUSONGENDERANDENERGY: 6 REGIONS, 94 COUNTRIES
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GLOBAL PROGRAMS



1) Research on gender in the power sector is a new area, with many data gaps. Most estimates put the average 
percentage of women in the power sector at 22-25% of total employees (World Economic Forum), with significant 
differences between regions and companies.

2) Research by IRENA and others shows higher percentages of women in renewables (32%) than the rest of the sector 
(IRENA 2019). 

3) Research on the impact of gender quotas is mixed, but the countries with the highest percentage of women 
employees have quotas (Iceland, Norway).

4) Research by USAID and others shows high degrees of gender segregation within electric utilitiesτwomen commonly 
work in finance, human relations, legal and accounting departments (USAID 2015 and World Bank 2019).

5) Research shows a correlationbetween business performance and gender diversity in the workplace, including in the 
energy sector:

ÅCompanies with more women chairs on the board returned a 36% higher return on equity than those with none 
(MCSI 2015)
ÅStudy of 200 largest utilities revealed energy companies with greater gender diversity on the board and in 

management yielded a higher return on equity (E&Y 2016). 

WHATDOWEKNOWABOUTGENDERGAPSIN THEENERGYSECTOR?



²ƻƳŜƴΩǎ {ƘŀǊŜ ƻŦ ²ƻǊƪŦƻǊŎŜΣ  ōȅ LƴŦǊŀǎǘǊǳŎǘǳǊŜ LƴŘǳǎǘǊȅ

HOW ENERGYCOMPARESTOOTHERSECTORS

World Economic Forum (2016). The Future of Jobs Survey 2016. Dataset is the result of a 2015 survey with the CHRO of 371 companies representing over 
13 million employees in 15 middle- and high-income economies.
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Å Study of 200 largest utilities revealed energy companieswith
greatergenderdiversityon the boarda

1. W

d in managementyieldeda higherreturn on equity.

Å *On average,women occupied less than 20% of board and
management positions.

Study of 200 largest utilities
revealedenergy companieswith greater gender diversity on the
boardandin managementyieldeda higherreturn on equity.

*On average,f 200largestutilities revealedenergycompanieswith
greater genderdiversity on the board and in managementyielded a
higherreturn on equity.

*On average, women occupied less than 20% of board and
management positions.

E&Y201ed less
than 20% of board and management positions.

E&Y201

E&Y201
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WHYARETHERESOFEWWOMENWORKINGIN THEENERGYSECTOR?

Societal

Å Lawsmayprohibit certaintypesof employment

Å Biasedsocialnormsandexpectations

Å Child care/home responsibilitiesҦ less time and/or
mobility

Å Fewerwomenin STEMpipeline

Å Few/norole models

Institutional

Å Lackof adequatefacilities/equipmentfor women

Å Sexualharassment

Å Genderbiasin recruitmentandpromotionprocesses

Å Lackof internship/trainingopportunities

Å Lackof leadershipcommitment

Å Resistanceto change

.ŀǊǊƛŜǊǎ ǘƻ ²ƻƳŜƴΩǎ 9ƳǇƭƻȅƳŜƴǘ



EEG RESEARCHGRANT

Objective: Identify successful strategies 
for narrowing employment gaps 
between men and women 

Focus: Power Sector Institutions

Two Regions, Two Implementation Approaches

South Asia: Regional network targeting women 
professionals in eight countries, focus on engineers and 
STEM

Africa: Country-specific focus, research tied to identifying 
gaps and assessing measures taken to address them



EEG GRANT: METHODOLOGY

Qualitative Data Collection

- Key informant  
interviews

- Focus groups

Quantitative Data Collection

- Sex-disaggregated    
data

- Baseline survey on 
employment and 
gender policies

Stakeholder Mapping

- Energy companies

- Government

- Academia

- Donors

- Non-profits

ÅIdentify gender gaps
ÅInform interventions
ÅMonitor results
ÅDevelop best 

practices/success 
stories
ÅShare knowledge

Eliminating Data Gaps



WHATWEHAVELEARNEDIN SOUTHASIA: EMPLOYMENT

8 Baseline Assessments 
ƻƴ ²ƻƳŜƴΩǎ 
Representation in South 
Asia Region Power 
Sector: Data collected 
from over 100 energy 
and academic 
institutions. Over 500 
women and men 
contributed through 
focus-group discussions 
and key informant 
interviews. 

ÅWomen as % of 
overall staff: 3-22% 

Å <1-16% women in 
technicalpositions


