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Enhance Development 
Outcomes Moral Imperative Risk Management 
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1. Enhancing Data 2.Strengthening 
Knowledge

Identifying and 
Addressing Data Gaps

Pioneering New 
Knowledge and 

Research  
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3. Operational 
Approaches

Regional Gender and 
Energy Programs

Shifting to Sector Wide 
Engagements 

4. Building 
Partnerships

Global and Regional 
Networks

Build Capacity of 
Gender/Social 

Organizations, Ministries 
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The Why: Lack of systematized global data on women in the energy sector, and 
in STEM employment in general. 

8 Baseline Assessments on Women’s Representation in SAR Power Sector: Gender Data
Collected from over 100 Energy and Academic Institutions. Over 500 women and men
contributed through FGDs and Key Informant Interviews in all countries.

In EAP Focus on Pacific Power Association Gender Portal
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The Why: Limited rigorous evidence (beyond anecdotal) on issues such as time poverty and health impact 
linked to energy technologies. We need to address these issues to unlock labor force participation. 

Time Savings Household Sample Health Benefits 

Women spend over three times more time than men on
unpaid domestic and child care work, according to survey
data from 83 countries.
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Online Toolkit: Sample TORs, Surveys, Templates

Practitioners Network Forum

e-Course – Gender Equality & Energy
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The Why: Limited collated knowledge on gender and geothermal (issue generally in generation). Yet emerging best
practices across regions and institutions.

Forthcoming Research Across Energy Sectors and Value Chains: Mini-Grids and Energy Efficiency 
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The Why: No systematic review available on the nexus of women’s employment in STEM and public sector entities
across water, transport and energy.

LOW & MIDDLE 
INCOME COUNTRIESPUBLIC  SECTOR

Energy & Extractives; Water; 
Transport & Digital Development

INFRASTRUCTURE              
SECTORS:

At the nexus of women’s participation in
STEM employment within infrastructure
sectors (energy and extractives, water, and
transport, with linkages to digital
development where possible), this report
aims to highlight promising examples in
emerging markets across the public sector.
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The Why: No systematic review available on the nexus of women’s employment in
STEM and public sector entities across water, transport and energy

The pathway of women’s STEM
employment in infrastructure aligns with
the life cycle, starting with primary,
secondary, and tertiary education, followed
by entry into the labor force, retention,
and career progression. Moreover, a range
of factors come into play throughout the
life cycle at various levels: the individual,
community, institutional, and societal.



11

The Why: No systematic review available on the nexus of women’s employment in STEM and public sector
entities across water, transport and energy
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The Why: No systematic review available on the nexus of women’s employment in STEM and public sector
entities across water, transport and energy
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The Why: Role plays maximize participant engagement and interaction. This guidebook aims to enable practitioners to
conduct role-play training on gender and energy to enhance learning.
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The Why: Role plays maximize participant engagement and interaction. This guidebook aims to enable practitioners to
conduct role-play training on gender and energy to enhance learning.

Training material
consists of four types
of cards:

• gender gaps
• gender data,
• case studies
• character profiles
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REGIONAL GENDER AND ENERGY PROGRAMS
Advisory and Operational Support | Training and Capacity Building | Knowledge Work | Results & M&E

Coverage Across Regions| Active in all 6 regions; Technical support to over 40 projects 



Innovative Approaches | focusing pilots on country and regional 
gender contexts. We tailor approaches and have access to clients. 

Focus on Scale | replicating regional programs; expanding to 
other areas such as utilities, data/M&E, STEM, citizen 
engagement, and youth

Improved Sustainability | impact and balance of ESMAP 
support

Increased demand |from operations and research

Knowledge | generating, capturing, and disseminating lessons

Network | building strong partnerships across sectors and 
external stakeholders 

16Gender and Energy
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REGIONAL GENDER AND ENERGY PROGRAMS
Advisory and Operational Support | Training and Capacity Building | Knowledge Work | Results & M&E
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Challenge

• Improving the Vietnam
Energy Company’s (EVN)
recruitment of qualified
women and emphasis on
gender equality at every
level of the workforce.

• Increasing share of women
in leadership positions
from 12.7% to 14.2% (that
equals about 185 new
female leaders) between
2015 and 2020.

Response 

• Training and mentoring
program for women; gender
equality training for senior
execs.

• Gender targets for
management trainings,
shortlists for promotions;
interview panel
composition; inclusion of
gender equality in KPIs;

• Gender diagnostic & skills
audit; changing language in
job postings to encourage
both men and women to
apply.

VIETNAM-WOMEN LEADERS IN UTILITIES

Impact 

• Increase in Women at
Director level from 0 to
10%, women in
management 16.2% to
17.1% in Head Office

• Women in Leadership
program rolling out training
and mentoring, improving
data systems

• EVN first company in
country to gain EDGE
certification.
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Challenge

• Ethiopia 109 out of 143
countries in terms of the
magnitude and scope of
gender disparities.

• Shift from ad-hoc gender
actions to a first-of-its kind
model of sector wide
intervention across $ 1.5
billion energy portfolio

• Investing time and effort to
create spaces for new
dialogue e.g. speaking to
experts from universities,
gleaning insights from
energy staff in the field.

Response 

• Specific allocation of $6.5
million in client executed
funds for:

- Addressing occupational 
sex-segregation at utility 
with 14 000 employees

- Child care provision in utility 
offices across all 11 regions 
in Ethiopia

- Supporting career 
development and leadership 
training of women in STEM 

- GBV prevention and 
response at work and 
project sites 

• Initiative winner of WBG
Presidents Award for
Excellence June 2018. Story
link.

• Targets on women’s
employment: Baseline
20%/Target 30% and rate of
FHH connected to grid.

• Client ownership and
sustainability demonstrated
through inclusion of gender
priorities in Ethiopia’s
‘National Electrification
Program” launched by the
Prime Minister.

ETHIOPIA-CLOSING EMPLOYMENT GAPS

Impact 
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• WePower Network launch in SAR and
possible LAC, Support to Pacific Power
Association

• Collaboration UN Women, ENERGIA, SE4ALL,
IEA, IUCN

• People’s Centered Accelerator - Joint efforts
on knowledge, data and evidence

• Continued team work across ESMAP
programs – MTF, EE, RE; and EEX, Social and
Gender

The Why: Limited resources and need to leverage knowledge and data collection. ESMAP recognized for leadership on
issue of gender and energy and ability to convene various stakeholders.




