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ABSTRACT: This article is devoted to topical issues of gender equality in the energy sector. It is a retrospecti-
ve analysis of the problem of gender equality over the past 50 years in various countries and sectors
of the economy. The situation with the improvement of the gender balance in general is changing,
but unevenly, which increases the relevance of attention to the gender factor in policy development,
particularly in the energy sector. It has been established that in the energy sector, there remain
so-called “glass walls” and “glass ceilings” for the development of women’s professional careers,
which leads to horizontal and vertical segregation. The main barriers to gender balance in the ener-
gy sector are highlighted. The institutional conditions for ensuring gender equality in the energy
sector have allowed for a more comprehensive view of the problem of gender occupational segrega-
tion. A number of institutional problems of gender equality in the energy sector are highlighted and
characterized. These include: inconsistency of formal norms of gender equality and existing econo-
mic practices; lack of gender mainstreaming in energy policy making due to insufficient attention to
social relations; the creation of additional tensions in industrial relations to ensure gender equality;
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unemployment of able-bodied women due to segregation in the labor market in the energy sector.,
Using a number of practical proposals for ensuring gender equality at the industrial and company
levels, the authors propose a conceptual model of institutional support for gender equality in the
energy sector. The implementation of these proposals would help eliminate gender imbalances in
the energy sector and promote the development of energy companies on a sustainable basis.

KEYwoORDS: gender gap, energy sector, gender balance, gender equality, institutional conditions

Introduction

The current situation in the world regarding climate change, environmental pollution and
uneven economic development of countries in terms of poverty and access to resources requires
the transition of the energy sector to new sources, and new technologies for their production and
use within the social context of each country and region. Strengthening the role of women in the
energy sector and increasing their involvement in various jobs in energy companies is important
in addressing these issues.

The energy sector is undergoing one of the deepest transformations in 100 years due to tech-
nological and market failures (Dotega 2019), but 13% of the world’s population still does not
have access to modern electricity — mainly in Africa and South Asia. Without electricity, women
and girls spend more hours extracting firewood and water; it is more difficult for hospitals to sto-
re vaccines in the refrigerator, for schoolchildren to do their homework at night, and for enterpri-
ses to be competitive (UN 2019). As the sector responds to the challenges of clean, reliable and
affordable energy services, new ways are emerging to close the gender gap and strengthen per-
formance throughout the energy value chain by involving women as potential workers, owners
and consumers. Women are also another important segment of the electricity market because
community members living around the tracks of energy projects can be powerful distribution
agents to help reach even the most remote consumers and/or catalyze behavioral change to im-
prove the acceptance of new energy technologies and products.

The development of local economies in the context of its integration into the European and
world space is due to the need to improve the mechanisms and methods of interaction of all parti-
cipants in economic relations (Dotgga 2019). The growing interest in the energy sector requires the
development of various forms and methods of management. The successful formation of a holistic
institutional environment for the development of the energy sector will help attract investment
and create conditions for the implementation of innovative activities. This requires a radical in-
stitutional transformation, which in turn will ensure the development of new progressive forms of
innovation and the formation of new business models in the energy sector. In particular, special
attention should be paid to improving the energy policy in the context of removing barriers to staff
development and improving the efficiency of human resources in the energy sector. The relevance
of this range of problematic issues led to the choice of the topic of this study.
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1. The analysis of gender equality in the energy sector

The processes of the development and improvement of the structure of the system of jobs in
the energy sector in terms of the organizational, technical and socio-economic characteristics and
the processes of equalization of the gender structure of employment are directly interrelated. The
reduction of the “predominantly male” employment sector largely intersects with the reduction
of “peripheral” employment — unattractive jobs for workers, which are traditionally problematic
for candidates with regard to meeting the required qualifications. The scale of the labor shortage
in the male occupations sector suggests that the costs needed to address the constraints and bar-
riers to the realization of women’s labor potential in the energy sector, particularly in the field of
manual labor, are highly expected to mitigate the problem of chronic labor shortages for energy
companies (USAID 2021). The elimination of organizational, technical and institutional constra-
ints on women’s access to employment and dynamic careers in the energy sector has significant
potential to improve the staffing needs of energy companies.

However, in the modern world, gender inequality remains a phenomenon that typically oc-
curs in various organizations, especially in the energy sector. Worldwide, the share of women
in the labor force between 2019-2020 decreased by 3% (from 51 to 48%), women spend three
times more time on unpaid childcare and other domestic work than men do. This percentage is
likely to have increased during the COVID-19 pandemic due to school closures, the isolation
of the elderly and an increase in the number of sick family members (WB 2020a). As a result,
global wealth has decreased by $172 trillion, and the wealth of human capital is underestimated
by about one-fifth worldwide (Wodon et al. 2020).

European countries began to adopt legal acts on equal rights for women and men in the
1970s. The first act on this issue is the Law on Equal Rights for Women and Men, adopted in
Sweden in 1972. The next countries to adopt similar legal acts were Norway (1978), Denmark
(1978), France (2000) and Germany (2001). Since the 1970s, there has been significant progress
in increasing legal gender equality, with women’s rights now increasing to two-thirds of men’s
rights (WB 2020). An index measuring the legal support for the life cycle of women’s from
early on to retirement shows that there is a significant increase in the level of legal support for
women in all groups of the world (Fig. 1). However, only eight countries (Sweden, Luxembourg,
Latvia, Iceland, France, Denmark, Canada, and Belgium) have reached the maximum rating of
100 points.

However, of the 188 countries in the world with recorded data on equality in women’s em-
ployment in industry (industrial positions), in only 62% (117 countries) can women work in
industrial roles in the same way as men. Moreover, seven of these countries have created equal
conditions only in the last four years: Poland, Democratic Republic of Congo, and South Sudan
(2017); Moldova and Niger (2018); Sao Tome and Principe (2019); Saudi Arabia (2020) (WB
2020b). The situation is changing, but unevenly, which increases the relevance of attention to
the gender factor in policy development, particularly in the energy sector. The influence of the
industry significantly determines the presence of women in the workforce, including in vario-
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Fig. 1. Index of Legal Differences between Men and Women in 1970 and 2020
Source: formed by authors based on WB 2020b

Rys. 1. Wskaznik ro6znic prawnych mi¢dzy mezezyznami i kobietami w latach 1970 1 2020

us positions in companies. Demonstrating different levels of the proportion of women in their
stereotypicalpositions in corporate America (McKinsey and Company 2020), gender equality
decreases markedly for women with increasing proportions of women fulfilling the role in qu-
estion. In particular, this is noticeable in the energy sector, where at each level of the structure of
companies’ women less represented than in other industries (Fig. 2).

Since 2006, the World Economic Forum has defined the Global Gender Gap Index, which
is based on four key dimensions: Economic Participation and Opportunity, Educational Attain-
ment, Health and Survival, and Political Empowerment (WEF 2020). A consistent methodolo-
gy is used for the calculation, which enables tracking of the dynamics in the reduction of this
gap in the global dimension. The second largest gap after Political Empowerment is Economic
Participation and Opportunity, which indicates the presence of a significant inequality in job
opportunities and women’s income levels compared to those of men. In 2020, the share of wo-
men in management positions in the private and public sectors increased by 2 to 36%, but the
situation in most countries requires improvement. Of concern is the deterioration of women’s
participation in the labor market. If 78% of adult men have a job in the market, the average for
women is 55%. The ratio of the strength of a woman compared with a man in a similar position
is more than 40% lower; the income gap is over 50%. It is important not only to reduce the gap in
the Economic Participation and Opportunity sub-index, but also to significantly accelerate such
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Fig. 2. The share of women at different levels of positions in corporate America [%]
1 — energy, utilities, and basic materials, 2 — engineering and industrial manufacturing, 3 — healthcare systems and
services, 4 — banking and consumer finance)
Source: formed by authors based on McKinsey and Company 2020

Rys. 2. Odsetek kobiet na r6znych stanowiskach w korporacjach w Ameryce [%]

a reduction because, according to calculations (WEF 2020), while maintaining the pace for the
period 20062020, it will take 257 years to close this gap. Iceland has been the 2020 leader in
reducing the gap (approximately 88% of all countries’ gender gap) for many years in a row. The
next positions in the ranking are occupied by Norway (84.2%), Finland (83.2%), and Sweden
(82.0%). Nicaragua (80.4%), New Zealand (79.9%), Ireland (79.8%), Spain (79.5%), Rwanda
(79.1%), and Germany (78.7%) ranked fifth to tenth.

The Global Gender Gap Report 2021 explains the slowdown in the gap in the Economic Par-
ticipation and Opportunity gap being due to the following trends: despite the growth of skilled
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professionals among women, there is a slight reduction in the gender pay gap; in addition, the
share of women in management positions remains low; there is also a deterioration in progress
towards a reduction in the gender gap due to the impact of the pandemic, which may in fact be
1-4% lower than reported in the 2021 report (WEF 2021).

The legislation ensures equal rights for women and men in their participation in political
parties, education, business and professional development. It stipulates that the state must gu-
arantee equal rights and opportunities to men and women in the energy sector Additionally, the
normative and legal provision of observance of the principles and rules ensuring equal rights
and opportunities for access to freely chosen and productive employment in the field of energy
employment established by international obligations still focuses too little attention on specific
restrictions and barriers to women’s employment and the organizational features of labor proces-
ses in energy. This situation leads to a gap between formal norms and economic practices that
correspond to each other only on formal grounds (the presence of norms), but not on the real
resource provision of its implementation in the specific conditions of the industry and taking the
specific needs of employees qualification characteristics into account.

One of the most discriminatory areas for women’s rights is their professional activities in the
energy sector. This phenomenon is primarily associated with personnel management policies
in energy organizations which determines the hiring, training, promotion and dismissal of em-
ployees, as well as the terms of their remuneration. Moreover, institutional discrimination often
leads to the appearance of sexism at different levels of social relations, including organizational
levels. Taking into account the gender factor in the selection, hiring, training and dismissal of
staff, as well as setting the standard for monetary remuneration, would significantly expand the
representation of women in the energy sector.
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Fig. 3. Share of women in the energy workforce [%]
Source: formed by authors based on GETI 2021

Rys. 3. Udziat kobiet wérdd osob pracujacych w energetyce [%]
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Data on the proportion of women in the energy sector differ according to the results of va-
rious studies, but all of them indicate their under-representation and thus a significant gender
imbalance (GWNET 2019). According to the study (IRENA 2019), the share of women in the oil
and gas industry is 22%, and this figure is 32% in the renewable energy workforce. According
to a different study (GETI 2021) which systematized the results of a survey of sixteen thousand
energy professionals from 166 countries, women in the oil and gas industry are represented in
the labor force by only 10%, 11% in petrochemicals and power, 16% in nuclear, and 22% in
renewables (Fig. 3).

According to research, the most represented female segment in the workforce is observed in
renewable energy. The IRENA 2019 study, noting an average of 32% of employment of women
in this segment, reports such a distribution between positions in companies — 28% of women are
involved in STEM jobs (science, technology, engineering and mathematics), 35% is the share
of women in non-STEM technical jobs. Moreover, 45% were represented at the administrative
level.

Among the main barriers to gender balance in energy are stereotypes of gender roles, norms
of cultural and social behavior and the dominant hiring practice (IRENA 2019). The main barrier
is the perception of gender roles. According to the results (IRENA 2019), 75% of women are
aware of such barriers, compared to only 40% of men. The perception of work in the energy
sector as physically difficult has less and less reason considering the development of technology.
The great potential for increasing the involvement of women is receiving education for STEM
and technical jobs, which is a particularly promising area in renewable energy. Unequal opportu-
nities are created at the beginning of a career, namely within education. Women are less educated
on the subject of energy; moreover, women in developing countries have less awareness and
access to information on vacancies as well as fewer networking opportunities.

When working in the energy sector and career advancement, women face barriers such as
the glass ceiling because at least 75% of the board members in private companies are typically
represented by men. Mobility requirements and a complex work schedule are additional barriers
for women who care for children and other family members at the same time. Most companies
do not have mentoring, flexible working hours, gender equity targets and training courses.

The presence of a glass ceiling explains the vertical segregation in the labor market in the
energy sector. There is a level in the career hierarchy which a woman cannot rise above. Despite
the fact that there are no formal barriers, women still do not have the opportunity to move above
the “glass ceiling”. Vertical segregation in the energy sector is accompanied by horizontal segre-
gation. Women are often limited in their choice of occupations and activities that are promising
in vertical career growth. The model of glass ceiling and glass walls describes the situation in
which a woman is subjected to gender segregation when choosing a field of employment or vo-
cational education. In our opinion, the reasons for this phenomenon are not only related to the
demand but also to the supply of labor as some women can voluntarily accept traditional gender
roles without any imposition. This, in turn, is a consequence of the dominance of outdated insti-
tutions of gender identity. Moreover, institutional discrimination often leads to the appearance of
sexism at different levels of social relations, including organizational levels. A study of women’s
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work in the Brazilian solar sector (GWNET 2019), for example, shows that 62% of women heard
sexist comments when they were in an environment where men predominated.

Summing up the analysis, we can note the presence of positive dynamics in the field of
equal rights and opportunities for women and men. At the same time, despite the declaration of
equal rights and opportunities for women and men at the level of international organizations and
individual countries, there is still a gender imbalance in the energy sector. Given that the main
barrier to ensuring equal rights and opportunities for men and women in the energy sector is still
the perception of gender roles, in our opinion, ensuring gender equality must be implemented
comprehensively, including through its institutionalization.

2. Institutional conditions for ensuring gender equality
in the energy sector

On the path to democratic development, each country seeks to build a civil society on a hu-
manitarian basis. Most developed countries have made significant progress in recent years in
studying and understanding gender issues. The development of society on a democratic basis
in general and in companies in the energy sector in particular, requires a new content of legal
norms as an important factor in regulating the relationship between the sexes in society. There is
an urgent need today to adopt legal norms that would ensure the development of gender as equal
and gender relations as equal, as the legal status of women at the level of society and family is an
indicator of the development of the political, social and legal systems. However, today there are
some contradictions related to the gaps in the regulation of gender equality in the energy sector,
and the declaration of the institutional conditions of its development.

In modern conditions, a manifestation of the maturity of economic relations is the readiness
of company management to take social aspects into account. This logic is determined by the
whole course of social decisions and the dynamics of institutional processes taking place in the
world today. In particular, the study of the effects of gender norms in institutions has contributed
to the formation of a new trend in economic theory — feminist institutionalism (Lowndes 2010).

The twenty-first century is a period of egalitarian roles, where men and women are equal
in their rights, a time of complete “equlibrium” for which opponents of gender inequality are
fighting. The concept of “gender” is not a biological category, but comes from society and its
culture. Thus born a person does not receive “gender” immediately, but acquires it in the process
of inclusion in public life. Speaking of gender identity, it is worth mentioning such concepts as
masculinity and femininity. In particular, masculinity is associated with courage, endurance,
aggression, strength, power and success, and femininity is the complete opposite in terms of
sensitivity, weakness, dependence and emotionality. These “correct” social notions of what it
means to be a man or a woman have been formed for as long as we have been connected to so-
ciety. Stereotypes, social roles and behavioral scenarios are what directly affect inequality — they
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create a certain hierarchy, stratification and power embedded in gender relations. Therefore, the
goal of the modern world and society is to change the social reality and ensure gender equality
in all spheres of people’s lives.

As our analysis of employment in the energy sector has shown, there is gender occupational
segregation, which originated in the distant past and continues to exist to this day. Furthermore,
gender segregation is a manifestation of discrimination. Gender discrimination leads to “gender
asymmetry”, which divides men and women between different areas of employment. In sum-
mary, we can conclude that gender occupational segregation is an asymmetric distribution of
workers by sex in different areas of employment: from sectoral to occupational and jobs.

There are external and internal constraints that negatively affect gender segregation in the
energy sector. Internal constraints include gender stereotypes about modern women, these inclu-
de: it is impossible to raise children and build a career at the same time; management positions
are not for women, as they require a lot of effort to achieve them; a woman should not fight for
a successful career because men do not choose women who are more assertive than they are. In
conclusion, gender stereotypes encourage employers and workers to segregate, sometimes even
subconsciously. Thus, gender segregation is formed and operates. External restrictions cause di-
scrimination, which is an unequal opportunity in the labor market as defined by the International
Labour Organization in Article 111 of the 1958 Convention concerning Discrimination in Re-
spect of Employment and Occupation. The most common discriminations in energy companies
include: pay for equal work, career building and training, employment and dismissal, and access
to certain activities and positions. These factors directly affect the process of gender segregation
in the energy sector.

Based on recent research, we have identified a number of institutional issues of gender equ-
ality in the energy sector (Fig. 4). These are: inconsistency of formal norms of gender equality
and existing economic practices; lack of gender mainstreaming in energy policy making due to
insufficient attention to social relations; tensions in industrial relations due to a formalized ap-
proach to ensuring gender equality; unemployment of able-bodied women due to the presence of
segregation in the labor market in the energy sector.

On the one hand, in accordance with the requirements and recommendations of the United
Nations and the Council of Europe, each European country is developing a legal framework
for compliance with the principles and rules of ensuring equal rights and opportunities for free
choice of profession. On the other hand, in the energy sector, there are specific restrictions and
barriers to women’s employment.

These obstacles are mainly due to the technological and organizational features of labor
processes in the energy sector. As a result, a gap is formed between formal norms and existing
economic practices. The existing legal norms are not always comparable with the real resource
provision of their implementation, taking the specifics of the industry into account.

The traditional culture of most energy companies was formed at a time when the sphere of
social relations was not a priority. In particular, the identification of gender issues is sometimes
considered impractical, and the sphere of gender relations is considered unproblematic. As a re-
sult, strategies to ensure gender equality often remain overlooked and are not always considered
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Fig. 4. Institutional problems of ensuring gender equality in the energy sector
Source: formed by authors based on USAID 2021

Rys. 4. Instytucjonalne problemy zapewnienia rownosci pici w energetyce

in shaping the domestic policies of energy companies. At the same time, the implementation of
sustainable development goals must be accompanied by the transformation of the culture and
policies of energy companies.

Ensuring gender equality in the energy sector is currently mostly implemented through the
introduction of additional norms and regulations relating to employee behavior in the work
environment. This situation creates an additional psychological burden on employees and is
a source of tension in production relations, but it does not remove barriers to staff development
and increases the efficiency of the company’s human resources.

The management of energy companies does not pay enough attention to the sphere of so-
cial relations in general and issues of gender equality in particular. This situation is explained
by the orientation of management to solve current problems on which the economic results of
companies depend. The focus is on those issues that are easily fixed due to the dynamics of
indicators and those which are not questioned by the company’s stakeholders. In particular,
these issues are the amount of income, the reduction of costs, the updating of material and
technical base, the fulfilment of obligations to contractors, etc. Ensuring gender equality is
one of the low priority issues. This is because, firstly, the problems of gender relations do not
appear immediately, and secondly, the impact of gender relations on the performance of ener-
gy companies is indirect.
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One of the acute problems remains unemployment among the working population, the vast
majority of which are women in general, in particular, segregation in the labor market in the
energy sector. This situation is a consequence of the lack of vision in the management of energy
companies and of a direct link between the problems of providing the company with skilled wor-
kers and the restrictions that prevent the full use of the potential of women’s labor in the energy
sector. Removing barriers to the employment of women in the predominantly male segment wo-
uld not only promote human rights but also contribute to the resilience of energy companies to
modern challenges and threats. At the same time, the problem of transformation of management
of energy companies is inextricably linked with the problem of imperfection of legal support
in the field of socio-economic relations. In particular, the economic and legal aspects of gender
policy need to be improved.

The dynamics of career development provides access to corporate programs for the preserva-
tion and development of labor potential. This thesis has both theoretical (within the theory of hu-
man capital) and empirical justification in numerous works devoted to explaining the differences
between the positions of women and men in the field of labor and employment (Blau and Kahn
2017). According to a study supported by the USAID Energy Security Project, the differentiation
of the characteristics of women’s and men’s careers in the energy sector should be explained by
taking into account the opportunities that women and men have to access programs to preserve
and develop the labor potential of energy companies.

The authors of the report “Gender Aspects of Employment in the Energy Sector of Ukraine”
highlight internal and external factors in the transformation of gender policy in the energy sector.
Among the internal factors of the transformation of this attitude is the growing activity of women
and men employed in energy who understand the importance of removing gender barriers and
obstacles to the realization of human potential in energy and see gender equality as a way of im-
proving the working lives of energy companies. By external factors, they mean the exacerbation
of two groups of problems. Firstly, the problem of chronically “labor-deficient” specialties, for
which there is a long period of filling “open vacancies”. If among such vacancies a certain share
is less accessible to women (for organizational, technical or other reasons), then the elimination
of barriers to women’s employment (in particular, through the elimination of harmful factors and
the severity of labor processes) can significantly expand the number of applicants for vacancies
and improve the staffing of energy companies. Secondly, the processes of integration of local
energy into the European Energy Community, which require standardization of approaches to
personnel management across European countries, where the attitude to gender equality, and the
institutional, organizational and economic support for equal opportunities for women and men
significantly differs from domestic business traditions (USAID 2021).

Given all the above, it can be concluded that ensuring a gender balance in the energy sector
is impossible without the formation of appropriate institutional conditions. Improving gender
policy in the energy sector is possible only in the current institutional environment of ensuring
gender equality. Furthermore, the formation of the institutional environment for gender equ-
ality is a consequence of the emergence of state and non-state institutions that would take care
of gender equality in the energy sector. Additionally, the emergence of institutions that would
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take care of gender equality is not possible without the transformation of formal and informal
institutions of gender equality. Formal institutions of gender equality should first be enshrined in
relevant laws and regulations at the levels of both state and industry, and should be enshrined in
the internal regulations of energy companies. The crucial role of the transformation of informal
institutions of gender equality should also be emphasized. In particular, the removal of one of
the main barriers to equality in the energy sector is the stereotype that the energy sector is a field
of male labor. Figure 5 shows a conceptual model of institutional support for gender equality in
the energy sector.

Instituts of gender Institutions for ensuring

equality in energy sector gender equality in energy

eFormal instituts - sector

eInformal instituts eState institutions
*Non-governmental institutions

Gender policy in energy

Institutional environment sector
of gender equality in —| eIndustry level
energy sector eCompany level

e|ndividual level

Fig. 5. Institution condition of gender equality in the energy sector
Source: authors’ own work

Rys. 5. Instytucjonalny stan rownosci ptci w energetyce

In conclusion, it should be noted that ensuring gender balance in the energy sector could
only be achieved through the improvement of gender policy. Improving gender policy would
contribute to the formation of effective management in the energy sector, which would have
a positive impact on the resilience of national economies. Therefore, it is necessary to accelerate
the process of development of social relations based on sustainable development (Gagnidze
2018; Ossowska and Janiszewska 2020), which contributes to the effectiveness of the economic
growth of the state.
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3. Areas of gender equality in the energy sector

The energy sector is characterized by the phenomena of “glass ceiling” and “glass walls”,
which is caused by the influence of gender stereotypes about “male” and “female” professions
and jobs. As a result, there remains significant gender asymmetry and segregation in the industry.
When identifying ways to improve the gender balance in the energy sector, the focus should be
on creating conditions to overcome certain barriers, the priority of which may vary from country
to country, and between different companies of the energy sector. Moreover, if before the issues
of gender equality at the macroeconomic level takes care of only by the country’s authorities
and international and public associations, then, in our opinion, another stakeholder — business —
should join in solving this problem. After all, the time of the establishment of beachy forced
employers to accept this challenge and start promoting the topic of gender equality. Given the
inconsistency of formal norms for ensuring gender equality with the existing economic prac-
tices, in our opinion, ensuring gender equality in the energy sector should be comprehensive.
The postulates of gender equality declared at the macroeconomic level should be supported by
their consistent implementation both at the industry level and at the level of individual energy
companies.

At the sectoral level, improving gender policy is impossible without transforming the in-
stitutional environment to ensure gender equality in the energy sector. The formation of an ap-
propriate institutional environment is impossible without the transformation of gender equality
institutions themselves, as well as the emergence of state and non-state institutions that would
ensure equal rights and opportunities for workers of both sexes in the energy sector. Based on
this, in our opinion, one of the main prerequisites for eliminating gender segregation in the ener-
gy sector is the institutionalization of the concept of gender equality. The institutionalization of
gender equality is a process of developing or transforming rules and procedures that influence
a set of human interactions. The institutionalization of gender equality is a complex process of
evolving rules and procedures that is dynamic by definition. As institutions must be considered
as humanly devised contracts of social and political actors, the actual work of institutions is
conducive to changes in society and its mode of governance. Figure 6 shows a conceptual model
of the institutionalization of gender equality in the energy sector. Taking into account the gender
factor in the selection, hiring, training and dismissal of staff, as well as setting the standard for
monetary remuneration, would significantly expand the representation of women in the energy
sector.

The proposed approach is implemented by a number of practical measures at each level:
at the level of the energy sector, at the level of individual energy companies and at the level of
individuals. The Figure 7 shows the practical examples of the proposed approaches. It should
be noted that only the comprehensive implementation of the proposed measures in its synergy
would ensure the achievement of the goals of sustainable development in the energy sector, such
as ensuring gender equality.
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The implementation of the measures outlined in Figure 7 significantly contributes to impro-
ving the gender balance. For example, the implementation of “South African Government Pro-
gramme Indicators: Women'’s Participation in the South African Utility-Scale Renewable Energy
Independent Power Producer Procurement Programme” (South Africa) regulates the participa-
tion of women in executive bodies by tender documentation. “Quotas for Gender Parity”, which
were adopted in Rwanda in 2003, contributed to an increase in the proportion of women in go-
vernment (49% in 2003, 56% in 2008, 64% in 2013 and 61% in 2018). Given that the share of
women in the labor market in India is one of the lowest in the world (30%), the government has
passed a “Parental Policy” that requires equal pay for men and women and includes provisions
for childcare in the workplace. “Creates First Legislative Gender Policy Instrument on the Afri-
can Continent”, passed by Kenya’s Ministry of Energy, aims to raise awareness, change attitudes
and maintain a culture of work in the energy sector. Part of the commitment and strategy is to
strengthen the institutional framework for gender equality (GWNET 2019).

The Turkish company “Polat Energy” received a $44-million loan under the commitment to
increase the conditions of gender equality in the company. The “Gender Equality Loan” deter-
mines and improves credit conditions based on the assessment of gender equality indicators in
the company. “Schneider Electric”, which provides integrated and efficient power/energy mana-
gement solutions combining energy, automation and software, has received many awards over
the past two years for creating the conditions for gender equality. “Kiewit”, an engineering and
construction company in the large-scale renewable energy sector, implements a multipronged
approach on gender and inclusivity — “KieWomen Equality Policy and Programme”. “Siemens
Gamesa” implements a diversity strategy that includes a variety of programs focused on inclusi-

32



{Measures and practical examples at the industry level

eImproving legislation in the context of standardizing equal rights and opportunities for
women and men, including the application of a gender-oriented approach in the budget
process

eIntegrated gender mainstreaming in the activities of ministries, departments and other state
executive bodies, including the creation of relevant units

ePromoting educational activities on gender equality and non-discrimination, in particular
activities aimed at the harmonious combination of family and professional responsibilities and
training on best practices that can be used to prevent discrimination

eExamples: "South African Government Programme Indicators: Women’s Participation in the
South African Utility-Scale Renewable Energy Independent Power Producer Procurement
Programme" (South Africa), "Quotas for Gender Parity" (Rwanda), "Draft Bill to Encourage
Participation of Women in STEM" (Brazil), "Parental Policy" (Brazil and India), "Creates First
Legislative Gender Policy Instrument on the African Continent" (Kenya)

[Measures and practical examples at the company level

eCarrying out gender and legal examination of the existing internal normative documents of
the company and in case of absence to supplement them with norms on observance of the
principles of non-discrimination

e\When developing new or revising existing company statutes and employment contracts,
provide for a separate section (paragraph) on compliance with the principles of equality and
non-discrimination of employees

eAnalysis of the company's statistical reporting, including financial and management, for the
presence of disaggregated data, in particular by gender, age, level of education, length of
service, position

eExamples: "Gender Equality Loan" (Polat Energy), "Attracting and Retaining Women"
(Schneider Electric), "KieWomen Equality Policy and Programme" (Kiewit), "Flexible Work
programmes and Transparent Pay-Gap Analysis" (Siemens Gamesa), "Employee-owned Solar
Installation Company Values Employee-centred Equality" (Namaste B-Corporation),
"Promoting Women Employee Professional Development to Create More Women Managers"
(ITAIPU Binacional)

-

Measures and practical examples at the individual level

eAttending trainings to explain the basic principles of gender equality, discrimination, bullying,
harassment, sexual harassment, and other forms of aggressive behavior in the workplace

eAdherence to ethical behavior in the workplace, including avoiding insults, remarks and jokes
that embarrass, and other verbal harassment, lustful looks and gestures associated with
sexuality, as well as inappropriate comments about appearance, clothing, age, or marital
status of their colleagues

sExamples: "Women in Engineering Program" (Australia), "We Saved You a Seat Pilot Project”
(Canada), "Mentorship for Women in STEM: HunterWISE" (Australia), Women in Construction
(Brazil), "GWNET Mentoring Programmes"

Fig. 7. Measures and practical examples of gender equality in the energy sector institutionalization
Source: formed by authors ground by GWNET 2019

Rys. 7. Mierniki i praktyczne przyktady rownosci ptei w instytucjonalizacji sektora energetycznego
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veness and gender equality, for example, “Flexible Work Programmes and Transparent Pay-Gap
Analysis”. In 2018, Namaste B-Corporation began implementing a paid in-house education pro-
ject to raise the awareness of its staff on diversity and inclusiveness and equality. The world’s
largest hydroelectric power plant, ITAIPU Binacional (Brazil), implements a program to moti-
vate female employees to professional development “Promoting Women Employee Professional
Development to Create More Women Managers”, which has led to an increase in the number of
female managers from 10-21% in nine years (GWNET 2019).

The implementation such educational projects, as “Women in Engineering Program” (Au-
stralia), “We Saved You a Seat Pilot Project” (Canada), “Mentorship for Women in STEM:
HunterWiSE” (Australia), Women in Construction (Brazil), “GWNET Mentoring Programmes”
provide awareness of issues of diversity, equality and inclusiveness. At the individual level, they
aim to inspire young women to pursue a career in engineering and there are initiatives aiming to
increase the enrolment of women in STEM programs (GWNET 2019).

We propose to implement gender equality at the level of individual energy companies thro-
ugh the implementation of a four-step model (Fig. 8). Awareness of gender imbalances should be
the first step towards ensuring gender equality in an energy company.

This stage should begin with the establishment of a working group which should include
representatives of all interested internal stakeholders of the company. The working group should
collect data on the quantitative ratio of male to female employees in the company, the level of
their salaries, the quantitative ratio of both sexes in the company’s management positions, the
features of career advancement, etc. An important step at this stage is to critically review the
company’s current strategies and policies to take into account gender issues.

Improving the company’s existing gender policy, developing a new version and introducing
measures to ensure gender equality in energy companies can be carried out in different areas and
at different levels of companies. Thus, at the highest level of companies, the focus should be on
developing or revising gender policies to strengthen the place of women in the workforce, to
broadcast and uphold the values of gender equality, and to ensure that any gender-based violence
is unacceptable. To strengthen gender equality, women need to move more actively to higher
levels of management in companies, which allows them to take a more active part in decision
-making and management. The establishment of quotas for women’s membership in the relevant
bodies of companies will also contribute to this. The use of quotas in companies demonstrates
to employees that attention is being paid to gender diversity and awareness of its importance,
providing women with additional opportunities for employment and career advancement. On
the other hand, some women perceive such a quota as a confirmation of the biased perception
of men as more qualified and desirable workers, and therefore a woman can only get a job or
position thanks to the quota. An important aspect of creating a culture of “gender equality” in
companies is educational work through the organization of focus groups, seminars, workshops
and discussions on the benefits of gender diversity. The strengthening of such a culture sho-
uld be facilitated by a policy of “zero tolerance” for any sexual harassment in the workplace.
This requires clear inclusion in the company’s documentation concerning relevant provisions
and regulations. Moreover, such norms will only work if they strictly adhered to, constantly
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Fig. 8. Model of implementation of gender equality in energy companies
Source: formed by authors ground by UNFPA 2019

Rys. 8. Model wdrazania rownosci ptci w przedsigbiorstwach energetycznych
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monitoring progress on these issues and responding to violations. The company’s management
should establish gender goals and monitor their implementation, including the participation of
women in vocational training and professional development. Transparency and publicity of such
information also contributes to the effectiveness of building a “gender balance” in companies. In
particular, the results of the study (Bennedsen et al. 2019) show that the publicity of information
of employees’ salaries helps to reduce the income gap between men and women for equal work.

Another area (driver) of gender diversity is the support of flexible and family-friendly work
schedules. It provides an opportunity to choose the optimal work schedule for a woman, taking
into account the specifics of professional responsibilities, position, remoteness of the workplace
and the need to combine work with caring for family members. Flexibility of work schedules
provides such advantages as increases in labor productivity and a reduction of expenses for the
selection of personnel. The effectiveness of alternative modelling is evidence by increased reten-
tion rates and reduced absenteeism (GWNET 2019).

An important area is the levelling of bias in recruitment and throughout the career path. At the
recruitment stage, attention should paid to the correctness of the requirements and description of
the position and responsibilities of the applicant, as well as to ensuring a fair process of selection
of candidates for the position. Vacancy information should be public and understandable to all
candidates, including career opportunities and salaries. The implementation of the hiring policy
should monitored and its effectiveness should be analyzed with information of those responsible
for the results.

The third step in implementing gender equality should be to establish partnerships with
other organizations. In this way, support for international and national initiatives to ensure
gender equality, such as participation in information and education campaigns, and the ce-
lebration of important dates, plays an important role. These measures are primarily aimed at
forming and maintaining a positive image of the company. Broadcasting the values of gender
equality helps to attract more and more women to work in the company. As a result, horizontal
segregation in the labor market in the energy sector decreases. Establishing partnerships with
educational organizations strengthens the competencies for the professional development of
women in energy companies and, as a result, reduces vertical segregation in the labor market.
The involvement of women and their training can take place through inclusive education, ac-
tive participation in training programs, and special training programs for new professions and
technologies in the energy sector. One of the important requirements for career advancement is
the ability to obtain mentor support, including adaptation and mentor support after a break, so
strengthening mentoring for women in energy companies is an important step in strengthening
the gender balance.

Many international and national projects, initiatives, programs and networks are effective
tools to increase women’s involvement in the energy sector, these include: Women of Renewable
Industries and Sustainable Energy, Hypatia in Germany, Women in Sustainability (WiS) India,
the International Network on Gender and Sustainable Energy, Women in Renewable Energy
(WiRE, Canada) and many others, where women can learn about career opportunities, skills and
job requirements (GWNET 2019).
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The final stage of implementing gender equality in an energy company should be to measure
the effectiveness of the implementation of the measures. The company should evaluate how
employees have perceived policies and procedures by conducting a separate survey or including
relevant issues in annual staff engagement surveys. The data collected during the study should be
presented in the form of an annual report. An important step at this stage is the disclosure of the
collected information, both inside the company and outside. Data collection, the comparison of
results and measuring the effectiveness of the implemented measures to ensure gender equality is
very important in the context of cultural transformation in energy companies, as well as changing
the worldview of their leadership, drawing attention to social issues.

In conclusion, the challenges for improving the position of women in companies are se-
rious and have been exacerbated by the Covid-19 pandemic (McKinsey and Company 2020).
Many women today are faced with the choice to quit their jobs or change professions. Com-
panies in this situation should take measures to ensure the stability of work, additional oppor-
tunities for development and optimization of personal work tasks. Changing work schedules
increases the online workload by many hours, which requires the management of companies
to determine the flexibility of work with the establishment of clear ranges of communication
and interaction. The revision of performance criteria reduces psychological pressure and leads
to improved productivity. The challenges of a pandemic reinforce prejudices against women’s
productivity and commitment, as they are forced to spend more time with family members.
Participation in training about unconscious biasand increasing attention on organizational
communication with regard to women’s success and career advancement are useful tools for
overcoming this bias. The extension of policies and programs allows women to take additio-
nal paid leave and attend medical examinations or consultations with a psychologist. Well-e-
stablished communication about the situation and changes in the company and the constant
provision of information and support to employees significantly improves their professional
responsibilities.

Conclusion

In summary, the transformation of the energy sector towards sustainable development requires
the revision and actualization of the role of women to ensure such a transition. Strengthening the
integration of women into the energy sector through new technologies expands the possibilities
of their inclusion at all stages of the value chains from household consumption to the creation of
SMESs and work in various positions in energy sector corporations. Creating new business mo-
dels in solar energy or energy supply utilities requires many new skills and professions, which
increases women’s chances of employment in renewable energy. Analysis of gender diversity in
the energy sector shows a significant imbalance in the representation of women in the workforce
relative to men, which not only reduces the creativity and profitability of businesses, but also
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worsens the economic and social situation due to gaps in gender opportunities. This situation
is especially typical in traditional energy industries. The situation is better in the case of rene-
wable energy, which is associated with the development of new technologies that provide more
opportunities for women to be involved in this sector, as well as greater interest and commitment
of women themselves to the principles of a green economy. The growing proportion of women
in the energy sector faces both a number of cultural and social barriers at the societal level and
imperfect gender policies in companies. Such barriers occur both at the beginning of women’s
careers due to less access to information on career opportunities and training in energy, and
within the workforce in companies during their career development. While cultural and social
barriers are largely driven by traditional perceptions of gender roles by both men and women,
women in companies face challenges such as limited access to management positions, pay gaps,
fewer or a lack of opportunities to improve skills and training, difficulties with reconciling work
schedules with family care responsibilities. The revision of the policy regarding gender diversity
in energy companies requires attention and the implementation of a number of measures aimed
at creating equal conditions for women and men in terms of income, career opportunities and
professional development, and the improvement of working conditions and infrastructure. It is
important to form a culture of gender diversity in the company, which is implemented through
training programs, official declaration and adherence of staff to gender values, and the imple-
mentation of gender goals in practice.

Promising directions of our further research in this area include a study of gender aspects
at the level of individual energy companies in Ukraine. There is a positive trend of growing
interest in ensuring equal rights and opportunities for women and men in Ukraine. This issue, in
our opinion, is very relevant for the following reasons. Firstly, women make up the majority of
the population of Ukraine (total permanent population of 22,528,292 women and 19,455,272)
and the majority are in the age range which form the basis of the economically active population
(13,754,231 men and 14,713,803 women aged 15-64) (SSSU 2020). Secondly, ensuring gender
equality, as one of the goals of sustainable development, is an extremely important component
in the process of Ukraine’s integration into the European space. Our colleagues, with the sup-
port of the USAID Energy Security Project, have prepared a detailed report on gender aspects
of employment in Ukraine’s energy sector (USAID 2021). The study analyzed the features of
gender balance of labor supply and demand, assessed the level of tension in the labor market, and
examined the potential of human capital in the energy sector of Ukraine, in particular, the vertical
occupational mobility of women and men. Based on the results of the study, a number of practi-
cal recommendations were formed for the Ministry of Energy of Ukraine and for the Ministry of
Education and Science of Ukraine. Taking into account these developments, we plan to deepen
the study of gender equality at the level of individual energy companies in Ukraine. Based on the
analysis of statistical, financial and management reporting, and by conducting a series of opinion
polls in leading energy companies in Ukraine, we are planning to identify compliance with equal
rights and opportunities for women and men, and to develop a set of practical recommendations
for their improvement.
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Olena SHATILOVA, Tetiana SOBOLIEVA, Oleksandr VOSTRYAKOV

Réwnos¢ pici w sektorze energetycznym: analiza
I wzmocnienie pozycji

Streszczenie

Artykut poswigcony jest aktualnym zagadnieniom réwnosci ptci w energetyce. Jest retrospektywng ana-
liza problemu réwnosci plci na przestrzeni ostatnich 50 lat w réznych krajach i sektorach gospodarki. Ogoélna
sytuacja w zakresie poprawy rownowagi ptci zmienia si¢, ale nierownomiernie, co zwigksza znaczenie zwra-
cania uwagi na czynnik plci w opracowywaniu polityki, zwlaszcza w sektorze energetycznym. Ustalono,
Ze W energetyce pozostaja tzw. szklane $ciany i szklane sufity dla rozwoju kariery zawodowej kobiet, co
prowadzi do segregacji poziomej i pionowej. Zwrocono uwage na gtéwne bariery dla rownowagi ptci w sek-
torze energetycznym. Uwarunkowania instytucjonalne zapewniajace rownos¢ pci w sektorze energetycznym
pozwolily na pelniejsze spojrzenie na problem segregacji zawodowej ze wzgledu na pte¢. Wymieniono i scha-
rakteryzowano szereg problemow instytucjonalnych zwigzanych z réwnoscia ptci w sektorze energetycznym.
Naleza do nich: niesp6jno$¢ formalnych norm réwnosci plei z istniejacymi praktykami gospodarczymi; brak
uwzgledniania problematyki ptci w tworzeniu polityki energetycznej bez zwrdcenia wystarczajacej uwagi na
relacje spoteczne; tworzenie dodatkowych napigé w przemysle w celu zapewnienia rownosci plci; bezrobocie
pelosprawnych kobiet z powodu segregacji na rynku pracy w energetyce. Wykorzystujac szereg praktycz-
nych propozycji zapewnienia rownosci plci na poziomie przemystowym i przedsigbiorstw, autorki proponuja

40


http://poruch.com.ua/wp-content/uploads/2021/05/Gender_energy_report-short-web-1.pdf?fbclid=IwAR2ZRl8yHcH-O0l2m-1sxVgvMn7QUe10hDVU2e50fQ4Y2AohzOzNemamjCY
http://poruch.com.ua/wp-content/uploads/2021/05/Gender_energy_report-short-web-1.pdf?fbclid=IwAR2ZRl8yHcH-O0l2m-1sxVgvMn7QUe10hDVU2e50fQ4Y2AohzOzNemamjCY
http://poruch.com.ua/wp-content/uploads/2021/05/Gender_energy_report-short-web-1.pdf?fbclid=IwAR2ZRl8yHcH-O0l2m-1sxVgvMn7QUe10hDVU2e50fQ4Y2AohzOzNemamjCY
https://www.worldbank.org/en/topic/gender/overview
https://www.worldbank.org/en/topic/gender/overview
https://www.worldbank.org/en/news/infographic/2020/03/03/women-business-and-the-law-2020-50-years-of-womens-rights
https://www.worldbank.org/en/news/infographic/2020/03/03/women-business-and-the-law-2020-50-years-of-womens-rights
https://databank.worldbank.org/reports.aspx?source=283&series=SG.IND.WORK.EQ
https://databank.worldbank.org/reports.aspx?source=283&series=SG.IND.WORK.EQ
http://www3.weforum.org/docs/WEF_GGGR_2020.pdf
http://www3.weforum.org/docs/WEF_GGGR_2020.pdf
http://www3.weforum.org/docs/WEF_GGGR_2021.pdf
http://www3.weforum.org/docs/WEF_GGGR_2021.pdf
https://openknowledge.worldbank.org/handle/10986/33396
https://openknowledge.worldbank.org/handle/10986/33396

koncepcyjny model instytucjonalnego wsparcia rownosci plci w sektorze energetycznym. Wdrozenie tych
propozycji pomogloby wyeliminowaé nieréwnosci ptci w sektorze energetycznym i promowac zrownowazo-
ny rozwoj przedsigbiorstw energetycznych.

SLOWA KLUCZOWE: r6znica miedzy ptciami, sektor energetyczny, rownowaga plci, rownos¢ plci,
uwarunkowania instytucjonalne



	_GoBack

