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• The top 20 most gender -diverse utilities 
significantly outperformed the bottom 20 in terms 
of return on equity.

• Gender equity could add as much at $12 trillion to 
the world economy.

• Having women in the highest corporate offices is 
correlated with increased profitability .

• Companies with gender -diverse boards 
outperform those with no women during times of 
crisis or volatility.
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Potential Impact of Women’s Leadership: 
The Bottom Line 

Sources:1 Ernst and Young. (2016). Women in Power and Utilities Index 2016. /  2 McKinsey Global Institute. (2015). The power of parity: How advancing women’s equality can add $12 trillion to global 
growth. / 3 Noland, M., Moran, T., & Kotschwar, B. (2016). Is gender diversity profitable? Evidence from a global survey. / 4 Credit Suisse Research Institute. (2012). Gender Diversity and Corporate 
Performance.

Presenter
Presentation Notes
In Delhi, Tata Power employed an ‘army’ of over 800 women to work within 223 slums to distribute bills and collect payment. The women also advise slum dwellers on power conservation and safe practices. Residents say they prefer dealing with women from their own communities who personally deliver bills when they know neighbors are home and accept partial payment when money is tight. In contrast, previously, Tata officials had to remove their badges before entering the slums to avoid being identified and harassed. 

The story:  “In Delhi, army of 800 women come around to say ‘your power bill is due’ https://www.ndtv.com/delhi-news/in-delhi-army-of-800-women-come-around-to-say-your-power-bill-is-due-1758358 

EDM calculated business case

Why do these stats matter for the energy sector and the global economy writ large?
The power sector is facing disruptive change.  
1- A diverse workforce is key to navigating this change, and you can’t obtain a diverse workforce if you’re tapping less than half of your available candidates.   
2- Evidence continues to correlate Gender diversity and women in leadership roles with stronger more efficient utilities more productive utilities.
The 2016 EY report notes that the top 20 most gender-diverse utilities significantly outperformed the bottom 20 in terms of return on equity (ROE)
Globally, gender equity could add as much at $12 trillion to the world economy (MGI).
Having women in the highest corporate offices is correlated with increased profitability, according to a study of nearly 22,000 publicly traded companies in 91 countries. (Peterson Institute).
Companies with gender-diverse boards outperform those with no women in terms of share price performance during times of crisis or volatility (Credit Suisse Research Institute).
Investors in companies with strong gender diversity strategies receive excess returns running at a compound annual growth rate of 3.5% (Credit Suisse Research Institute).
Gender diversity is proven to increase the skills that utilities need to navigate the disruptive trends reshaping their industry. However, women represent just 16% of board members in the top 200 utilities, ranked by revenue. 
Power and utilities (P&U) is a sector facing disruptive change.  Diversity of thought is key to navigating this change, and turning challenge into opportunity.  
Accelerating women’s advancement is an economic imperative that creates higher growth, increased prosperity, and stronger communities.

E&Y’s 2016 Women in P&U Index
USAID Engendering Utilities Report
About the Sources:
MSCI. 2015. “Women on Boards: Global Trends in Gender Diversity on Corporate Boards.” Available at: https://www. msci.com/www/research-paper/research-insight-womenon/0263428390
Credit Suisse Research Institute. 2012. “Gender Diversity and Corporate Performance.” Available at: https:// publications.credit-suisse.com/tasks/render/ﬁle/index. cfm?ﬁleid=88EC32A9-83E8-EB92-9D5A40FF69E66808
Earnest & Young. 2015. “Women. Fast Forward. The Time for Gender Parity is Now.” Available at: http://www.ey.com/ Publication/vwLUAssets/ey-women-fast-forward-thoughtleadership/$FILE/ey-women-fast-forward-thoughtleadership.pdf
 Credit Suisse Research Institute. 2016. “The CS Gender 3000: The Reward for Change.” Available at: http:// publications.credit-suisse.com/tasks/render/ﬁle/index. cfm?ﬁleid=5A7755E1-EFDD-1973-A0B5C54AFF3FB0AE
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Engendering Utilities Program Components 

Igniting Gender Equality: A Best Practices Framework for 
Utilities

Customized Gender Equity Executive Leadership Program

Tailored Change Management Coaching

Presenter
Presentation Notes
Today, EU has three key parts:
Gender Equality Best Practices Framework
Gender Equity Executive Leadership Course
Tailored change management coaching

All three of these program components provide complimentary support to utilities. 
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Focus for Interventions 
and Course Learning

A comprehensive 
model covering
• Employee Life Cycle Phases
• Organizational Enablers
• Societal and Sectoral 

Context

Presenter
Presentation Notes
Our program works through the employee life cycle as the entry point to work with our partner utilities, with 8 phases of the employee life cycle. This is encompassed by four thematic areas that are critical to organizational culture in order to have a healthy employee life cycle. Although our program does not work with the broader societal and sector context, we identify the societal and sector context that influence our work with a utility within the employee life cycle and the broader organizational culture.
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Delivering Gender Equality: A Best 
Practices Framework for Utilities

Framework for download here .  

Presenter
Presentation Notes
Our first step to hone in on the employee lifecycle was to role up our sleeves, do the research and develop a tool. We had partner utilities already working on several aspects of their policies and practices, but we wanted to stack what we knew against global best practices. 

The framework serves as a guide to partners on tools and action items to integrate a gender lens throughout each of the 8 stages in the employee lifecycle, as well as the 4 thematic areas of organizational culture. 

The tool also served as foundation to the design of the Georgetown Executive Leadership Course, and underpins the main tool used by our change management coaches to deliver tailored demand-driven coaching support to the individuals engaged in the program.



https://www.usaid.gov/sites/default/files/documents/1865/Delivering-Gender-Equality_A-Best-Practices-Framework-for-Utilities.pdf


Module 1
In-person

• Strategic 
Leadership

• HR Policies
• Recruitment
• Hiring
• Employee 

Development
• Performance 

Management
• Succession 

Planning

• Strategic Leadership
• Salary and Benefits Equity 

Analysis
• Civility
• Sexual Harassment
• Childcare and Family-

Friendly Practices
• Communication
• High Potential Leadership 

Development
• Employee Resources
• Groups and Teams
• Role Models 
• Male Engagement
• Negotiations

Modules  2-6
Online

Module 7
In-person

• Persuasion/Influen
ce

• Personal 
Leadership

• Leading Others
• Change 

Management

Capstone 
Project

• Summarize 
strategic value of 
addressing gender 
equity

• Presented to top 
utility leadership

• Actionable
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Gender Equity Executive Leadership Program
USAID & Georgetown University 

Presenter
Presentation Notes
The Georgetown gender equity Executive Leadership Course is a customized 12 month training program that we designed in partnership with the world-class professors at Georgetown.  
The course is taught both virtually and in-person over 12 months by Georgetown professors to 3 HR/operations professionals from each utility that have been carefully selected through a recruitment process by our program.
The point of the course is to train key decision-makers in partner utilities on how to implement gender equity throughout their companies policies and practices. 
To do this the course teaches participants, among other things, how to conduct a  analysis of their existing company policies and practices, how to create action plans to address those gaps, it trains them on how to conduct employee satisfaction surveys, collect sex disaggregated data, and conduct salary analyses. 
And the course also works to strengthen their organizational strategy and change management skills, communication and persuasion skills, so that upon graduation they are fully prepared to make the business case for gender equality to their CEOs. 





Structure
• 2 in-person deliveries
• 5 modules of online content
• Asynchronous & synchronous
• Capstone presentations

Methods Used
• Classroom Discussion
• Case studies and Simulations
• Diverse Media
• Global Examples
• Group Work
• Live Webinars
• Presentations

8

Gender Equity Executive Leadership Program Principles

ENGENDERING UTILITIES
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Tailored Change Management Coaching

To create interventions and 
integrate GEELP learning
• Hands-on training sessions 
• Virtual and in-person coaching prior 

to, throughout, and post-graduation 
of the Gender Equity Executive 
Leadership Program

• Technical assistance to implement 
gender equality interventions 

• Source for data analysis and research
• Real time virtual support and problem 

solving
• Motivation and accountability 
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Engendering Utilities Partners M
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Africa
• Eko Electricity Distribution 

Company (EKEDC) in Nigeria
• Ibadan Electricity Distribution 

Company (IBEDC) in Nigeria
• Kenya Power
• Liberia Electricity Corporation 

(LEC)
• Ghana Grid Company Limited 

(GRIDCo)
• Electricidade de Moçambique 

(EDM)
• Electricity Generation Company 

Malawi (EGENCO)

Eastern Europe
• Energo-Pro in Georgia
• EVN Macedonia
• Kosovo Operator Sistemi, 

Transmisioni dhe Tregu (KOSTT)

Asia
• Tata Power Delhi Distribution 

Limited (TPDDL)
• BSES Rajdhani Power Limited 

(BRPL) in India
• Lanao del Sur Electric Cooperative 

(LASURECO) in the Philippines

Latin America
• Distribuidora de Electricidad 

DELSUR (DELSUR) in El Salvador
• Edesur Dominicana, S.A. (EDESUR) 

in the Dominican Republic

Middle East
• Irbid District Electricity Company 

(IDECO) in Jordan
• Electricity Distribution Company 

(EDCO) in Jordan

Presenter
Presentation Notes
We currently operate globally with 17 energy utilities in 14 countries. 

Our program began working with 7 utilities in Africa, Middle East, and Eastern Europe in 2015. These utilities graduated from the Georgetown GEELP program in 2018, and we continue to provide coaching support to these utilities.

A cohort of 10 additional utilities from Africa, Asia, Latin America, and Eastern Europe was formed from September 2018- April 2019.

Our coaching team worked to facilitate networking across both cohorts to create a strong global peer network for knowledge exchange and mentorship. We are currently seeking 10 additional utilities as we expand to include both the energy and water sectors in our program. 
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Good Practice: Graduated Utilities’ Accomplishments

All Engendering Utilities of Phase I worked on
• Data disaggregated by sex is being used in decision-making
• Pay inequity is being addressed by HR departments
• Equal Employment Opportunity policies adopted/refined
• Utilities are recruiting, retaining, and promoting more female 

employees
• Flexible work schedules and child care programs are providing 

support for parents
• Utilities engaging with communities to encourage women and 

girls to pursue STEM education/careers
• $500,000 in in-kind funding from utilities

Presenter
Presentation Notes
Data disaggregated by sex
Out of nine utilities surveyed during the first cohort, only two companies regularly disaggregated employment by sex. Many utilities who participated in our program in the first cohort, for the first time in their company’s history are collecting employee satisfaction data and disaggregating by sex. 
Salary reviews conducted 
Each utility in the first cohort has now also conducted a salary review to highlight pay gaps in the company 
Action Plans created to address gender inequality
None of the utilities previously had any type of gender action plan in place, now each utility to develop tailored action plans to incorporate gender equity into their business practices.

Most utilities also saw an increase in the number of women participating in employee training programs, and some saw an increase in the number of women trainees hired, the number of women interviewed, and the number of women participating in internship programs.
Increased number of female employees

All seven utilities saw an increase in the number of female employees
$500,000 in in-kind funding from utilities (staff time, cost of implementing interventions etc.) 
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Good Practice: EVN, Macedonia
Promotion
• Project «Engineering 

Future Leaders»
• Salary and 

compensations equity 
analysis

Hiring & Development
• Assessment center 

improved, behavior 
based interviews 

Work -life balance
• Introduction of flexible 

working hours
• Health@EVN

Attracting & Employee 
Engagement 

• Child to work day
• Women in Energy 

conferences
• Gender component in 

Outreach activities (e.g. 
Project 20-20-20

• Involvement in initiatives 
and events on state level 



Activities
• Outreach program: approximately 1,500

girls and boys were informed about energy
field and related opportunities.

• Tracking follow up interest from girls
through Facebook posts, questions, and
comments to which staff respond regularly.

• Number of women interviewed increased
by 15% through gender-equitable outreach.

• New maternal/paternal leave policies.
• Addressing equal pay issues.
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Good Practice: Energo-Pro, Georgia
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