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About the Report

This report was funded by The Global Energy Alliance for People and Planet, as part of the 

“Women for Green Jobs” (W4GJ) program implemented by Shortlist with support from 

Value for Women. The goal of W4GJ is to ensure that more women are accessing and 

succeeding in clean energy careers in Africa, specifically targeting job placements, career 

support, and employer-level interventions across seven countries in sub-Saharan Africa: 

Democratic Republic of Congo, Ethiopia, Kenya, Malawi, Nigeria, Sierra Leone and Uganda. 

W4GJ also addresses wider sectoral challenges by creating a public good talent pool of 

thousands of pre-vetted and screened women to fill climate jobs of the future, engaging 

them in training initiatives and apprenticeship programs, and gaining on-the-job 

experience. Additional dedicated support is provided by Value for Women to employers to 

implement more gender-inclusive workplace policies and practices through a dedicated 

learning community, tailored assessments and recommendations, and deep-dive technical 

assistance. This program will work with at least forty clean energy companies to support 

their growth by addressing their hiring challenges. 

This report is a follow-up to our report, “

”, where we found that, despite the clean energy sector hiring 

more women, they still face unique barriers and bottlenecks to accessing jobs. This report 

builds off our previous report and articulated framework, focusing on how to support 

women once they have entered into the sector by better understanding what challenges 

and opportunities exist for them related to their advancement and retention. Such focus is 

important to ensure that women are supported through their employment lifecycle, as well 

as given the opportunities they need to grow within clean energy jobs.

Bottlenecks and Breakthroughs: Advancing Gender 

Equity in African Clean Energy

www.shortlist.net 1

https://drive.google.com/file/d/15zKZkdRmn0dXRnv2YR7rk9HtjUDDWnhA/view
https://drive.google.com/file/d/15zKZkdRmn0dXRnv2YR7rk9HtjUDDWnhA/view


���
���������	�

<B>;C:79CF 79F 1F C1:&/CF 1.@79>;-F  7;'F CB1CF ?;>@7.&9F ;&�;87C'&/CF 9&;@7�&9F 1/.F C&�B/>:>,-F  >;F

(>CBF :&1.&;9B7?F B7;7/,F 1/.F :1;,&D9�1:&F %7'?1�CF C1:&/C#F ?;>,;1'9F1�;>99FA ;7�1/F 9C1;C8?95F

9>�71:F @&/C8;&95F 1/.F'7997>/D.;7@&/F>;,1/7"1C7>/9F CB;>8,BF<B>;C:79CF �8C8;&9F1/.F<B>;C:79CF

<&1;�B�F<B>;C:79CF�8C8;&9F79F1F!>;� >;�&F7//>@1C7>/F:1(F!>;�7/,FC>F1..;&99FC!7/F�B1::&/,&9F

4F .;7@7/,F &�>/>'7�F ,;>!CBF 1/.F &'?:>-'&/CF >??>;C8/7C7&9�F �&F !>;�F 1�;>99F A ;7�1�9F

&'&;,7/,F 7'?1�CF 9&�C>;9F 1/.F �>'?1/7&9F C>F 9>:@&F CB&7;F B8'1/F �1?7C1:F �B1::&/,&9�F �8;F

?;>,;1'9F B1@&F !>;�&.F !7CBF +5)))�F 7'?1�CD:&.F >;,1/7"1C7>/95F &/,1,&.F $E�F =>(F

�1/.7.1C&95F�;&1C&.F*��F=>(95F1/.F1;&F>/FC;1��FC>F,&/&;1C&F'>;&FCB1/F0$))E�F7/F7/�>'&�

�&FB1@&F!>;�&.F!7CBF+5)))�F&'?:>-&;9F7/FA ;7�15F1/.FB1@&F.&97,/&.F1/.F&�&�8C&.F:1;,&D

9�1:&F!>;� >;�&F.&@&:>?'&/CF?;>,;1'95F�>D�;&1C&.F!7CBF CB&F3��9F����5F CB&F�&CB&;:1/.9�F

�B1::&/,&F �8/.F  >;F �>8CBF �'?:>-'&/C5F E19C&;�1;.F �>8/.1C7>/5F 1/.F CB&F �:>(1:F �/&;,-F

A::71/�&F  >;F 2&>?:&F 1/.F2:1/&CF ���A2265F C>F (87:.F 1F  8C8;&D?;>> F!>;� >;�&F  >;F CB&F ,:>(1:F

.7,7C1:F&�>/>'-F1/.F?;>@7.&F�1;&&;F>/D;1'?9FC>F->8/,F?&>?:&F1�;>99F$*FA ;7�1/F�>8/C;7&9F

�!7CBF>@&;F)�F> F?:1�&'&/C9F(&7/,F!>'&/6�

�PRO�L�MJKIMO�	

zB&F 18CB>;9F !>8:.F :7�&F C>F CB1/�F CB>9&F !B>F ?1;C7�7?1C&.F 7/F CB79F ;&9&1;�B�F zB1/�F ->8F C>F

B8'1/F ;&9>8;�&F :&1.&;9B7?F 1CF �8;85F �/&;�;>!5F <'7:7/,F zB;>8,BF f7,BC5F �-1:>;&F a'?1�C5F

�:&1/Fz&�B/>:>,-F]8(5F 1/.F]89�F2>!&;F<-9C&'9F  >;F'1�7/,F C7'&F C>F 9?&1�F!7CBF89F1/.F

9B1;7/,F�>/C1�C9F!7CBF�8;;&/CF1/.F?19CF &'1:&F9C1  �F�&�.F1:9>F:7�&FC>F&�C&/.F.&&?F,;1C7C8.&F

C>F�1/&9BF�1@1/�1;F >;FB79F98??>;CF7/F,87.7/,F1/.F9B1?7/,F>8;F?1-F&v87C-F1/1:-979�FzB1/�9F

C>F1::F> FCB>9&F1/>/-'>89F?1;C7�7?1/C9F >;F9B1;7/,F->8;F&�?&;7&/�&9F>?&/:-�

!!!�9B>;C:79C�/&C {






�����	���	���	 �

����������������

K�6��P N��P ��*��N���E�QP 	N?��EP ��P ��N=�����JP �����P ��P 	��P ����
N8��P ����EQP ��*	��%P

��	N8������EP8C��������PN�P����EQPJ��=C*���%P=��	��8C	���PN�=P���5�*�PJ��5�=����PK�6��P

N��P N���P 	N?��EP ��P N�P ��*��N���EP �C68��P �;P �����P N	P 	��P ��	�QP ��5��P ��P *��N�P ����EQP

*�6JN����PN*����P9;��*NPRP��P;N*	%P6���P
�6��P6N?�PCJP�����P��P����
N8��P����EQP	�N�P

	��P	�N=�	���N�P����EQP��*	���PP,�6JN����PN��PN���PJNQ��EP6���PN		��	���P	�PE��=��P��P	����P

J���*���PN�=P�J��N	�����P45��P	��P�N�	P;�5�PQ�N��%P*�6JN����P�N5�PN=�J	�=P6���P��*�C��5�P

J�N*	�*��P �C*�P N�P ;��3�8��P
��?��EP ��C��%P �6J��6��	��EP6���P �	���E��	P �N;�	QP6�N�C���P

N�=P�����EP
�6��P��	�P	�N=�	���N��QP6N��2=�6��N	�=P������O

0���	���	P�N�P��CE�	P	�PN**����N	�P	���P	���=%P�6J��6��	��EPNP�N�E�P�;PE��=��2�����=P	N���	P

J��E�N6�P�5��P 	��P �N�	P ��3P Q�N��%P ���C�	��EP ��P 11FP ;�6N��P ��J�����	N	���%P
���P N8�5�P 	��P

*C����	P��=C�	�QP8��*�6N�?P�;P.'FP;�6N��P�6J��Q����PI�=��P0���	���	-�P(K�6��PL��PV����P

&�8�$PJ��E�N6%P;C�=�=P8QPU��PV��8N�P#���EQP9���N�*�P;��PH��J��P"PH�N��	PTV#9HHA%P
�PN��P

�CJJ��	��EP6���P	�N�P>! P
�6��P	�N���	�����EP��	�P*��N�P����EQP*N�����%PN�=P
��?��EP
�	�P

�N�C�PL��PK�6��PN�=P�	���PJN�	����P	�PJ��6�	�PE��=��P��C�	QP��P*��N�P����EQP
��?�JN*��P

N�=P �C**���P��P 	��P /�8�PU���CE�P 	���P
��?P
�P
���P E�5�P Q�C�EP
�6��P*��	�*N�P ;���	2�N�=P


��?P�3J�����*�%P�;;��P/�8P��N�*�P�CJJ��	%PN�=P	�N��P�C�=��=�P�;P
�6��P
�	�P	��P	�*���*N�P

�?���P���=�=P	�P	N?�P��P�����P��P;��N�*�%P�J��N	����PN�=P6N��	��N�*�%PN�=P��E�������E)

��	%P =��J�	�P 	���P J��E����%P 
�6��P ��6N��P ��5����QP C�=��2��J�����	�=P N*����P ��5���P �;P

6N�NE�6��	P��P*��N�P����EQP*�6JN�����P��P����
N8��P����EQP*�6JN����P��P�C820N�N�N�P

9;��*N%P
�6��P���=P'!FP�;P ��N=�����JP �����PN�=P'1FP�;P6�==��PN�=P ��
��2��5��P6N�NE��P

�����%P ���J�*	�5��Q�P P 9P ?�QP 	�P C���*?��EP JN��	QP N*����P 	����P ��5���P ��P 	�P ;�*C�P ��P ��
P


�6��%P 	��P ��*	��P N�=P 	��P �C���C�=��EP ��N8���EP ��5����6��	P *N�P ;�*C�P ��P ��
P 	�P

N=5N�*�PN�=P��	N��P
�6��P	�P���C��P	��QPN��P��*�E����=PN�=PJ��6�	�=P;��P	����P5N�CN8��P

*��	��8C	�����

X

Y



www.shortlist.net 4

This report builds our previous report, “

,” and  tries to further address what limits women’s 

advancement and retention. It also draws upon the broader literature on the topic as well 

as our own hands-on hiring and program experience and conversations with sector 

employees and experts. For this report, we spoke to six climate and energy companies, 85 

current female candidates, and 120 previous placements to understand their long-term 

income gains.  Within this report, readers will find a framework for understanding the 

causes of gender inequity in African clean energy, as well as stories and perspectives from 

current, former, and prospective female employees in the clean energy sector to better 

understand how women can be better recognized,  while also offering  approaches and 

interventions which may help. We’ve also included the sector’s first pay equity analysis, 

providing the industry’s first baseline from which we can evaluate future programs and 

interventions to support women’s employment in green jobs. Finally, we draw conclusions 

on some areas of opportunity as we seek to create a more equitable and inclusive clean 

energy sector for female employees, and all under-represented candidate segments.

Bottlenecks and Breakthroughs: Advancing Gender 

Equity in African Clean Energy

https://drive.google.com/file/d/15zKZkdRmn0dXRnv2YR7rk9HtjUDDWnhA/view
https://drive.google.com/file/d/15zKZkdRmn0dXRnv2YR7rk9HtjUDDWnhA/view


We hope that these insights help companies, investors and donors reflect on their work 

and where there are opportunities to enhance gender equity in the clean energy workforce.

What’s Going Well

Companies are adopting more inclusive practices, such as flexible working hours, 

implementing safety measures, and hiring women into traditionally male-dominated 

roles.

Women have proven they can excel in these positions, overcoming initial challenges 

and adjusting to traditionally male-dominated roles.

With direct intervention, women are earning on average 95% of male’s earnings for 

similar roles and jobs in the sector.

Persistent Challenges

There is a lack of structured, proactive training programs for junior and mid-level staff, 

with companies often reacting to specific areas where employees need improvement.

Promotion policies can be unclear and inconsistent, leading to dissatisfaction and 

frustration among employees.

There is a lack of effective communication and feedback on how junior staff can grow 

within their roles and be promoted, reducing opportunities for advancement.

There are fewer women in leadership roles, thereby demotivating women as they are 

unable to see growth opportunities for themselves in the sector. 

Without a maintained focus on women’s pay equity at companies, we have found that 

women earn less compared to their male peers for similar work over time.

Pathways Forward

Companies and donors may consider prioritizing providing skills and training for 

advancement, focusing on leadership, communication, teamwork, problem-solving, 

and project management to enhance overall workplace effectiveness.

There is a need to increase recognition and visibility for junior staff, offering 

mentorship and coaching programs, showcasing role models, and providing 

networking opportunities for women to connect, share and learn from each other.

Implementing clear and transparent promotion policies, offering career development 

opportunities, and addressing gender pay gaps can help to ensure women receive 

equal compensation for equal work.

www.shortlist.net 5
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Workplace challenges

Beyond the hiring process, women face many unique challenges once on the job that can 

impact their ability to advance and be retained. For women who secure jobs, workplaces 

can vary in their degree of inclusivity and benefits that support and meet women's needs, 

which can further limit their progression and retention in roles.

1 Unattractive job features. Women sometimes self-select out of jobs or drop out of a 

job or industry when the job features on offer interfere with women’s often uneven 

care work burdens or require them to break with gender norms around travel, manual 

labor, or intensive social interaction. The realities of fieldwork, travel and physical 

labor pose a challenge to many energy companies.  And overtime, such challenges 

can dissuade women from continuing to stay in a role. However, some are finding 

solutions that, for example, place women close to their home villages and provide 

transportation solutions that make these jobs more workable. Sometimes women 

must convince their families that the job is safe and suitable for them to undertake.

2 Unsupportive workplaces. Once on the job, retaining women requires a supportive 

workplace along unique dimensions. Often in male-dominated fields, women face 

harassment or hostility from colleagues and even customers. They may be excluded 

from information sharing networks and may not acquire the same skills they need to 

thrive in their roles. In a male-dominated space, women may feel they are asked to 

take on personality characteristics—being extra firm or cold or more competitive with 

peers—to fit within the existing culture or defy expectations of their unsuitable 

‘feminine’ traits.

Shortlist’s research on how to enable career advancement for women in Kenya has found 

consistent themes women face when aligning their familial needs with their career.  First is 

that rigid working hours and inflexibility with work locations limit women’s ability to balance 

familial commitments and work responsibilities; women often bear the burden of 

disproportionate childcare and home management responsibilities. This is compounded by 

the fact that many women have inadequate access to child and elder care, which further 

limits women’s ability to fully participate at work. Secondly, women’s uneven share of home 

responsibilities often makes it harder for them to take advantage of new work opportunities, 

training, and extracurricular activities that are associated with advancement. Third, while 

there is growing recognition of women’s material responsibilities, employers continue to 

overlook other family obligations – for all employees, regardless of gender, as men with care 

responsibilities can also suffer. Finally, women’s aspirations and values often differ from 

those of their male peers. In Kenya for example, while many Kenyan women are motivated to 

go back to work after family leave due to financial considerations, they are also typically 

factoring in time and non-cash benefits such as flexibility, pension, medical cover, and staff 

meals in their decision making. 
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Our Approach: Perspectives From Female 
Employees and Employers

We sought to deepen this conceptual understanding with more textured perspectives 

direct from women in the clean energy sector, including current and former employees. 

Additionally, we also took perspectives from men within the sector to compare whether 

there is a gender bias. The individuals we spoke to were based in Nigeria, Kenya, Sierra 

Leone, Senegal, Tanzania and Uganda and held a range of various roles in sales, customer 

service, management, technical and warehouse and logistics roles (see more in Table 1 

below). The average age of these women is 27 with 3 years of prior experience. These 

“voices from the field” provide richer texture and insight into how these barriers show up in 

the experiences of young women across Africa, and hint at ways towards a more equitable 

future.

Roles Represented

Management and Business Roles

Project Manager

Loan Collection Agent

Business Systems Associate

HR Officer

Response Officer

Response Team Leader

Field Territory Retention Executive

Technical Roles

Data Analyst

IT Officer

Technician

Mechanical/Electrical Engineer

Design Engineer

Sales Roles

Sales Agent

Sales Representative

Sales Manager

Regional Sales Manager

Warehouse and Logicstics Roles

Quality Control Specialists

Regional Stock Controller

Head of Warehousing and Logistics

Customer Service

Customer Care Representative

Customer Care Executive

Customer Care Specialist

Relationship Associate

Table 1. Roles Represented by Women Employees Interviewed
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Our research methodology was three-pronged, which enabled us to collective qualitative and 

quantitative data, and gain insights from companies and female and male workers. 

Specifically we:

1 Interviewed 6 clean energy companies in Africa to better understand how they support 

the career journey for women in the sector, the challenges they face and what kind of 

additional support they would require to support the development of junior and mid-

level women. All the companies we spoke to have women in leadership positions.

2 Collected survey responses from 85 respondents, of which 52 were women, to 

understand their career growth within the sector through the placements we have 

made in our clean energy programs and what further support they would require or 

want to further their growth.

3 Collected income data from 77 individuals we placed through Off Grid Talent Initiative 

(OGTI) program which we wrapped up in 2020, to understand if the individuals still 

work in the clean energy sector and if they had seen an increase in career prospects 

and salary.

It is important to note, that due to the nature of the W4GJ program, the companies we spoke 

to tend to be leaders in the field of women’s representation across the sector. This may 

influence some of the reports findings, but underscores the importance of developing and 

championing companies in the sector who are working to advance women’s interests.

www.shortlist.net 11
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Finally, while all the junior and mid-level talent have managers they report to on their 

progress, they have limited conversations on what metrics need to be hit for them to be 

promoted. For many, they also lack proper structures for receiving feedback on how they 

can be more effective in their role. This lack of effective communication on how junior staff 

can grow within their roles to be promoted reduces the availability of opportunities for 

them to do so.
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“Junior staff have regular manager meetings but this is oriented to their KPIs. It 

would be worth being more direct on how they can grow and how leaders can 

guide them to the path to success.” 

- Senior Leader, Climate Product Financing Company

“Training and coaching should cut across on how [employees] can improve 

and show them how to support junior staff.”

- CEO, Solar Company
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Professional Development Opportunities

Recognizing the need to address gender inequalities and empower women in the energy 

sector, several initiatives have emerged across Africa to provide support, training, and 

leadership development opportunities. Through our W4GJ initiative we have collaborated 

with the African Management Institute to offer a 6-month leadership program. The Future 

Female Leaders in Energy Program, which combines online courses and experiential 

workshops to equip young women in entry-level roles within the energy sector with the 

necessary skills to become future senior leaders. The program focuses on developing 

leadership, communication, and technical skills, as well as providing access to industry 

professionals and role models to inspire and guide the participants on their career paths.

Other programs that aim to equip women with the skills, knowledge, and guidance 

necessary to thrive in their careers and overcome barriers include:

1 The Women in Renewable Energy in Africa (W-REA) Mentoring Program is a 

12-month initiative that provides guidance, feedback, and advocacy for 

women working in the renewable energy sector across sub-Saharan Africa. 

The program aims to empower women in the industry by offering 

mentorship, networking opportunities, and support to help them advance 

their careers and overcome challenges in a male-dominated field.

2 The Energy Sector Women's Leadership Initiative (ESWLI) is a training 

course designed to equip women with essential skills and knowledge to 

thrive and grow in their careers within the energy sector in Nigeria. The 

program aims to address the gender gap in the industry by providing 

training on leadership, negotiation, project management, and other critical 

areas, enabling women to take on more prominent roles and contribute to 

the development of the energy sector in the country.

3 The Women in Oil and Energy South Africa (WOESA) is an organization that 

offers various services to its member companies, organizations, and 

individuals, with a focus on developing a knowledge base and building 

capacity among women through education and training. WOESA provides 

resources, networking opportunities, and support to help women in the oil 

and energy industry in South Africa advance their careers, gain leadership 

skills, and overcome gender-related barriers.
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https://www.ifc.org/en/where-we-work/africa/improving-infrastructure-in-africa/energy2equal-africa#:~:text=W%2DREA%20aims%20to%20enhance,a%20woman%20to%20the%20group.
https://www.usaid.gov/powerafrica/nigeria/energy-sector-womens-leadership-initiative
http://www.woesa.com
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Workplace Culture

Building an inclusive workplace culture is critical for attracting and retaining top female 

talent. From open communication that empowers women to share their voices, to family-

friendly policies like paid maternity leave and flexible work arrangements that support 

work-life balance, to proactive measures for preventing harassment — these elements 

create an environment where women feel valued, supported, and able to thrive in their 

careers. This is especially important in male-dominated industries, where women may face 

unique challenges. By fostering a culture of inclusivity and support, organizations can 

demonstrate their commitment to the growth and advancement of their female employees, 

increasing engagement, productivity and long-term retention.

“Even if the pay is low, my company’s work culture is inclusive, they 

foster our growth and this makes me want to stay.”

- Female employee, Ag-energy Company

Having open communication: Youth talent is a valuable asset for any organization, but it 

often goes untapped and unrecognized. Many young workers, especially women, face 

challenges in expressing their needs, aspirations, and opinions in the workplace. They may 

be afraid to speak up and ask for feedback, guidance, or opportunities to grow and advance 

in their careers. They may also hesitate to share their innovative ideas and perspectives, 

fearing rejection or criticism. From our research, we found that this is a cultural issue.
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Friendly maternity leave policies: Implementing family-friendly policies such as maternity 

leave is one of the strongest tools companies can implement to increase women’s 

retention. When companies offer maternity pay, it can significantly boost the recruitment 

and retention of female employees, especially when combined with other benefits such as 

coaching and mentoring support for maternity returners and providing a phased return to 

work. These policies enable working parents, particularly mothers, to advance in their 

careers. Our research also found that when employees feel supported during significant life 

transitions like parenthood, they are more likely to stay with the organization — even when 

presented with jobs that offer more pay. Additionally, employees with access to flexible 

work arrangements tend to be more committed and engaged, contributing to innovation 

and productivity.  While most of the female employees we spoke to were able to take 

maternity leave (86%), it is important to mention that they are working for a range of 

companies participating in a program supporting women’s employment, and/or had the 

means and support necessary to encourage them to come back to work. This is in stark 

contrast to the typical experience of a working female in Africa where it is estimated that 

only 16% of women are able to take maternity leave.
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“I recently took a break for maternity leave, 

for 3 months. During my maternity leave my 

manager was very supportive. She checked 

up on me and my company also offered paid 

maternity leave.”

- Female employee, Ag-energy Company

“I recently took paid maternity leave. 

When I came back [from leave] there 

was no impact on [my] salary.”

- Female employee, Solar Company
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Work from home policies: Allowing employees to work from home has proven to be a key 

factor in retention. Research from the Harvard Business Review indicates that remote 

workers tend to be more productive, more willing to work overtime and most likely to stay 

with a business longer than colleagues who work in office.  Beyond financial savings, such 

as reduced infrastructure costs, remote work offers benefits like flexible schedules, zero-

commuting stress and a better work-life balance. This is specifically beneficial for women 

who typically have families and larger caretaker responsibilities compared to men. 

However, the concept of working from home has not been highly encouraged in Africa post-

COVID for junior and mid-level talent. This has been attributed to it being difficult to track 

whether employees are working, and in some cases, the outputs have been minimal. Of 

course, there may be other risks or costs to getting rid of office-time altogether, such as 

degradation of culture, weaker peer and team learning opportunities and less social 

cohesion contributing to greater overall attrition.

Harassment: Creating and maintaining a supportive workplace environment is crucial for 

retaining women, especially in fields traditionally dominated by men. In such industries, 

women commonly encounter unique challenges, including harassment or hostility from 

clients and customers. Fostering an inclusive culture that proactively addresses these 

issues is essential for attracting and retaining top female talent. This is particularly true for 

women who are sales agents — one of the most common high-volume forms of work we’ve 

seen women take on in the sector.  When we spoke directly with companies, they validated 

that their female employees who are sales agents tend to face harassment when they 

speak to male customers. Therefore most of the companies provide support to their 

female employees to avoid such types of circumstances; this has included training on how 

to deal with male customers and providing SIM cards and phones so they do not use their 

personal number as this can lead to harassment calls.
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“We have a remote work location initiative that enables employees to work from home 

upon agreement with their line manager. This has been difficult to rigorously monitor.”

- HR Manager, Renewable Energy Ecosystem Innovation Company
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Country

Kenya

Nigeria

Sierra Leone

Tanzania

F

3.86

3.09

2.65

3.52

M

4.54

3.21

2.65

3.52

Grand Total

4.10

3.18

2.65

3.52

Grand Total
(in USD)

3.74 3.92 3.82

Table 1: Average Hourly Rate (on placement) with Shortlist Intervention (Adjusted for PPP)

Country

Kenya

Nigeria

Sierra Leone

Tanzania

F

8.08

6.19

2.79

4.70

M

11.92

6.34

5.30

4.31

Grand Total

9.42

6.30

4.46

4.46

Grand Total
(in USD)

7.59 9.05 8.25

Table 2: Average Hoourly Rate (After placement) without Shortlist Intervention (Adjusted for PPP)

In our conversations with female candidates, we found they encounter barriers in 

negotiating better pay, potentially stemming from unidentified performance hurdles. While 

all respondents confirmed promotions during their tenure, only a minority of female 

candidates reported increments exceeding the average of 31%, compared to their male 

counterparts. Furthermore, female candidates may require enhanced guidance on long-

term career development paths, as evidenced by the higher frequency of function changes 

during service tenure, resulting in below-average growth rates in earning capacity. Finally, 

career breaks disproportionately affect female candidates, with all respondents 

experiencing stagnant or reduced earnings during these periods, underscoring the need for 

tailored support mechanisms to address gender-specific challenges within the clean 

energy workforce.
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Measures to Address Gender Pay Gaps

Based on our work and research placing women into roles at clean energy companies, we 

have found that there are several policies and initiatives companies can employ to address 

the gender pay gap. Depending on a companies size, maturity and resources, measures 

could include:

Equal pay policies: Establishing and enforcing transparent pay policies that ensure 

equal compensation for equal work can support companies to achieve pay equity. 

Coupling theses with regular pay audits can help to identify and address disparities 

that may occur as the employee base grows and evolves.

Promote career advancement: By encouraging women’s mobility within the sector, 

companies can support female workers to advance their careers. This can be 

achieved via mentorship programs, leadership coaching and growth opportunities.

Flexible work arrangements: Recognizing the importance of work-life balance can 

be a powerful way to encourage women’s retention. We’ve found that by offering 

flexible schedules, remote work options and family-friendly policies, women are 

more likely to stay in a job or company.

Diverse hiring practices: Actively recruiting and promoting women to positions of 

leadership can have knock-on effects for younger women in organizations who 

may not otherwise have role models to look up or feel connected to. This can take 

time, so setting targets for gender representation at all levels over a longer-term 

time horizon can help to combat this.

Data collection and reporting: Regularly assessing and reporting data related to 

gender (such as salary, retention, career progression, sexual harassment, 

percentage of women across job levels, etc.)  can help companies to identify the 

areas in which they are excelling or falling behind in terms of gender equity in the 

policies and initiatives.

www.shortlist.net 26



��		�������
���		���������

�������

B!/,>2'0A2.>:'8;',>/+.A>.!'>0'2,/,.'+.>7!*88'+)',>*+:>'('2)/+)>A00A2.-+/./',>4A2>*:;*+7/+)>

*+:> 2'.*/+/+)>9A('+> /+> .!'> 78'*+>'+'2)%> ,'7.A2> *72A,,>"42/7*6>�!/8'> 02A)2',,>!*,>&''+>

(*:'> /+> *..2*7./+)> *+:> !/2/+)> (A2'> 9A('+> /+.A> '+.2%�8';'8> 2A8',3> ,/)+/4/7*+.> &*22/'2,>

7A+./+-'>.A>!/+:'2>.!'/2>7*2''2>*:;*+7'('+.>*+:>8A+)�.'2(>2'.'+./A+>9/.!/+>.!'>/+:-,.2%5

">7'+.2*8> 4/+:/+)> /,> .!*.> .!'> 8/(/.':>*9*2'+',,>*+:>':-7*./A+*8>:/,0*2/./',> .!*.>02';'+.>*>

2A&-,.> 0/0'8/+'> A4> 9A('+> 42A(> '+.'2/+)> .!'> 78'*+> '+'2)%> 9A2�4A27'3> 0*2./7-8*28%> /+>

.'7!+/7*8> *+:> �B�=�2'8*.':> 2A8',6> �A('+�,> 8A9'2> *9*2'+',,> A4> )'+'2*8> *+:> ,0'7/4/7>

A00A2.-+/./',> /+> (*8'�:A(/+*.':> ,'7.A2,3> 7A-08':> 9/.!> &/*,',> *+:> ,A7/*8> +A2(,> .!*.>

/+48-'+7'> .!'/2> 0'27'0./A+,3> 7A+.2/&-.'> .A> .!/,> /,,-'6> "::/./A+*88%3> 9A('+> *2'> +A.> &'/+)>

':-7*.':> *.> .!'> ,*('> 2*.',> *,> ('+> /+> �B�=> 4/'8:,> *+:> .'7!+/7*8> 2A8',> 8/�'> ,A8*2>

/+,.*88*./A+>*+:>(*/+.'+*+7'3>4-2.!'2>8/(/./+)>.!'>0AA8>A4> -*8/4/':>4'(*8'>7*+:/:*.',5

�'>*8,A>4A-+:>.!*.>.!'2'>*2'>*>(-8./.-:'>A4<>7!*88'+)',>9/.!/+>.!'>!/2/+)>02A7',,',>A4>78'*+>

'+'2)%> 7A(0*+/',6> �/*,':> A-.2'*7!>('.!A:,3> ,-7!> *,> 2'8%/+)> !'*;/8%> A+>9A2:�A4�(A-.!>

42A(>(*8'�:A(/+*.':>+'.9A2�,3>7*+>8/(/.>.!'>:/;'2,/.%>A4>*008/7*+.,6>�A&>:',72/0./A+,>*2'>

A4.'+>92/..'+> /+>9*%,>.!*.> /(08/7/.8%>*..2*7.>('+>*+:>7*+>:/,,-*:'>9A('+>42A(>*008%/+)6>

$+.'2;/'9> 02A7',,',> 7*+> &'> /+48-'+7':> &%> &/*,',3> 0*2./7-8*28%> 9!'+> .!'2'> *2'> 4'9> A2> +A>

9A('+>/+;A8;':>/+>/+.'2;/'9>0*+'8,>A2>*,>/+.'2;/'9'2,5

�A2�08*7'>7-8.-2',>*2'>*8,A>A4.'+>-+,-00A2./;'>A4>9A('+�,>+'':,3>02','+./+)>7!*88'+)',>

*2A-+:>/+48'#/&8'>,7!':-8',3>8*7�>A4>('+.A2,!/03>!*2*,,('+.3>*+:>'#78-,/A+>42A(>/+4A2(*8>

+'.9A2�,> .!*.> 4*7/8/.*.'> 7*2''2> )2A9.!6> �'84�0'27'0./A+,> *+:> ,A7/*8> +A2(,> 7A+./+-'> .A>

/+48-'+7'> 9A('+�,> 7A+4/:'+7'> /+> 0-2,-/+)> 7*2''2,> /+> (*8'�:A(/+*.':> ,'7.A2,> *+:> .!'/2>

9/88/+)+',,> .A>*:;A7*.'> 4A2>)2A9.!>A00A2.-+/./',6>@'+:'2':>'#0'7.*./A+,>*+:>&/*,',>7*+>

,!*0'>9A('+�,>,'84�:A-&.>*+:>8'*:>.!'(>.A>A0.>A-.>A4>7*2''2,>'*28%3>:',0/.'>.!'/2>0A.'+./*8>

.A>,-77'':5

1/+*88%3>9!/8'>7A(0*+/',>2'7A)+/�'>.!'>/(0A2.*+7'>A4>.2*/+/+)>*+:>:';'8A0('+.3>.!'>2'0A2.>

+A.',> *> 8*7�> A4> ,.2-7.-2':> 02A)2*(,3> *+:> 8'*:'2,!/0> .'*(,> A4.'+> 8*7�> .!'> &*+:9/:.!> .A>

,'2;'>*,>('+.A2,>4A2>?-+/A2>*+:>(/:�8';'8>.*8'+.6>�2A(A./A+>0A8/7/',>*2'>42' -'+.8%>*:>!A7>

*+:>-+78'*23>8'*:/+)>.A>0'27'0./A+,>A4>-+4*/2+',,>*+:>&/*,>*(A+)>'(08A%'',6>"::/./A+*88%3>

0*%>)*0,>0'2,/,.3>9/.!>9A('+>'*2+/+)>,-&,.*+./*88%>8',,>.!*+>.!'/2>(*8'>7A-+.'20*2.,>';'+>

/+>,/(/8*2>2A8',6

9996,!A2.8/,.6+'. DC



���%&��) �$���)�$���������) �$���)$�!�)����)��!����)%��&�&!�)���%�) �����)�
)���%��&��)���)

�����&���&����) $���) &������) �$�) &�%��������&��) ��) �������$&%) ��!���%����) %��������)

��������)������&��)���)���&�&��)&�&�&��&!��)���)����&��)������&�&��)��)�$�)���&����)�����&��)

��) ������) �&!���&�
�) ���%��&��) ���) ����) &���!��&��) �&�$) &�����&!�) %��&�&���) ���	&���) ����)

������������) ���) ��������%��&�&�) ��%%���) ��) ������) ����) ��%%���&!�) ��!&��������) ���)

������

$�) ��%���) ��%$��&���) �$�) ����) ���) �) ���%��$���&!�) �%%����$) ��) ����$��) ��!����) ���)

����&�) �����) &�) �$�) �����) �����
) ����������) $&�) �%%����$) �$����) �����) ��) ��&�&��)

���������) ���) �	%���&��) ������&����) %��$��
�) ���)�����) &�)��()���) ���$�&���) �&����)

�$����$) ��������) �������$�) �������$&%) ���) ��$�����$&%��) #������&��) �&����) &�) $&�&��)

%��������) �$����$) ����
����) ������&���) &�����&!�) ���) �����&%�&����) �&!����) &����!&��)

%�����)���)���%�����
������)�!�����&���)&�)����)����&���

 �)�������)�$���)&�)��&��)�)������)����)��)������)��%%���&!�)����%����)��������)�$����$)���&�

$���������) %��&�&���) ���	&���) ����) �������������) �"���) �%%�����&�&��) ���) ���&�&��) ���)

��!��������)���)&�&�&��&!��)��)��%�&�
)�������)!�&���)��)��$&�!�)�"�&�
�)�$������&��)�����

%����%�&���)���)���&��)�����)�$����$)����)�������) �������$&%)��!���%����)%�������)���)

������&�
)����������)���)$��%)�$&��)�&������)���)���������)�����)��)%�����)�������)&�)

�$�)�����)�����
)�������

�&����
�') �&�$&�) ���%��&���) &�%������&��) ����������) ���&�&���) �������$&%�) ���) �����)

%�����&��)%��&�&��)��)��%%���)�������)������)�����$)&�)!&����)�������&��)�������)%�
)�"�&�
)

���&��)���)������&��)���%�����&��)��)��&�&����)������������)%�
)��%�) &�)����)��������
�)

�&����
�) �$�) ��%���) ��%$��&���) �$�) &�%�������) ��) ��������&��) �������) ��%��������&��) ��)

�����)&�)�������$&%)�����)���)���&�&������&��)%��&�&���)�&�$&�)�$�)&������
�

�����$����&������ +*



Recommendations

To further advance and retain women in the clean energy workforce, a comprehensive 

approach is needed, focusing on:

1 Raising awareness and expanding educational pathways for women in STEM and 

technical fields through targeted outreach, mentorship, and scholarships.

2 Addressing biases in hiring processes through anonymous screening, inclusive job 

descriptions, diverse interview panels, and competency-based evaluations.

3 Fostering supportive workplace cultures through anti-harassment policies, flexible 

work arrangements, equal opportunities for training and advancement, and initiatives 

to amplify women's voices.

4 Challenging self-perceptions and social norms through role models, leadership 

development programs, and community engagement.

5 Implementing structured training, mentorship, and clear promotion policies within 

companies to support women's career growth.

6 Conducting regular pay equity audits and adjusting compensation to eliminate 

gender-based pay gaps.

7 Encouraging greater representation of women in leadership roles and decision-

making positions within the industry.

By addressing these challenges holistically, the clean energy sector can unlock the 

immense potential of women's contributions, fostering innovation, sustainability, and 

economic development across Africa.
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