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WORLDBANKFOCU®N GENDERNDENERGY0 REGIONS94 COUNTRIES

ECA: 8 Countries

Scale work on investigating
iImpacts of subsidy reform and
energy efficiencyinterventionson
women and men  Impact
evaluationstarting Tajikistan

EAP: 12 Countries

GLOBAL PROGRAMS

Data and Policy

Women in STEM

Clean Cooking and
Heating

Gender and Geotherma

Energy Efficiency,
Gender and Behavior
Change

Off-Grid Toolkit

MENA: 6 Countries
Research on the
impacts of lack of
energy access on
g 2 Y S yivelioods
andjobsin off-grid.

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

AFR: 30 Countries
22YSyQa
employmentprogram
and addressingssue
of productive usesof
energy and off-grid
valuechains

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

Plus PPA (22
Countries)

2 2 Y S ¢ripfoyment
in solar and
geothermal at the
utility  level and
project site in Pacific
and Indonesia
Focusedinterventions
on leadership e.g.
| Vietham EDGE
certification




WHATDOWEKNOWABOUTGENDERSAPIN THEENERGBECTOR

Research on fgender 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% of total employees (World Economic Forum), with significat
differences between regions and companies.

(F\I)SSEeI\?/&CgOb 9I)RENA and others shbigher percentages of women in renewablé32%) than the rest of the secto

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

Research by USAID and others shows high degregender segregationvithin electric utilities women commonl
work in finance, human relations, legal and accounting departments (USAID 2015 and World Bank 2019).

Research showsarrelationbetween business performance and gender diversity in the workplace, including i 1
energy sector:

A E:Nolcr:n Iag(i)elsé\)/vith more women chairs on the board returned a 36% higher return on equity than those with rjor

A Study of 200 Ia_rglest utilities revealed energy companies with greater gender diversity on the board and in
management yielded a higher return on equity (E&Y 2016).




HOW ENERGEZOMPARESOOTHERSECTORS
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Industry CEO Board Senior Mid-level Junior Lines

group members roles roles roles roles

Industries
Overall

24% :  33% I  30%

Basic and
Infrastructure

Energy

Information and
Communication

technology
Mobility
World Economic Forum (2016). The Future of Jobs Survey 2016. Dataset is the result of a 2015 survey with the CHRO aihidg Teqmegenting over :Q “ A A ID
13 million employees in 15 middland highincome economies. L\ JiIvViI/ \
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WOMENOCCUP¥EWLEADERSHAOSITIONS

22YSY AY [ SFERSNBEK Women Leaders by Region
200 Largest Utilities

Total Board ~ Non-Executive Executive Board  Senior Europe North America Africa/Mid East E Asia Pacific
Members  Board Members Members Management

Team
=2014 m2019 m Board Executive m Non-board Executive ® Senior Management Team
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WHY ARETHERBSOFEWWOMENWORKINGN THEENERGSECTOR
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Societal

Lawsmay prohibit certaintypesof employment
Biasedsocialnormsand expectations

Child care/home responsibilitiesi'h less time and/or
mobility

Fewerwomenin STEMipeline

Few/norole models

Institutional

A
A
A
A
A
A

Lackof adequatefacilities/equipmentfor women
Sexuaharassment

Genderbiasin recruitmentand promotion processes
Lackof internship/trainingopportunities

Lackof leadershipcommitment

Resistancéo change

«6(\ Inadequate 1700
\‘\4\ support to R4
transition to I
senior roles & e
Women are
interrupted or '
drop off from .

STEM careers

Women face
bottleneck at
transition to

employment

Girls drop off ( ' \
from STEM . ‘ 3

education

6. Leadership

n 5. Mid-career

m‘?&,_a pr) 4. Entering the workforce
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EEG BSEARCEBRANT

Objective Identify successful strategies
for narrowing employment gaps

between men and women

Focus Power Sector Institutions

Two Regions, Two Implementation Approachepg

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

Africa. Countryspecific focus, research tied to identifying
gaps and assessing measures taken to address them




EEG €ANT METHODOLOGY

Eliminating Data Gaps

Qualitative Data Collection

- Key informant
Interviews

- Focus groups

Quantitative Data Collection

- Sexdisaggregated
data

- Baseline survey o
employment and
gender policies

Stakeholder Mapping

- Energy companies

- Government
- Academia

- Donors

- Non-profits

A Identify gender gaps

A Inform interventions

A Monitor results

A Develop best
practices/success
stories

A Share knowledge
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WHATWEHAV

-l EARNEIN SOUTHASIA EMPLOYMENT

8 Baseline Assessment$

2y 22Y8yQ0a

Representation in Sout

Asia Region Power
Sector:Data collected
from over 100 energy
and academic
institutions. Over 500
women and men
contributed through

focusgroup discussions
and key informant
interviews.

A Women as % of
overall staff: 322%

A <1-16%women in
technicalpositions




