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This report developed by the Renewable Energy Association of Nigeria (REAN) assesses the 

inclusion of women in Nigeria’s renewable energy (RE) sector to have a better understanding 

o f  the motivations for women working in the sector, challenges faced, and opportunities to 

improve gender inclusion. 

 

It shares findings from an in-depth survey and interviews with RE organizations; and women 

employees and leaders in RE companies, NGOs, and related professional services. Key findings 

include a significant gender gap in STEM and non-STEM positions in RE companies, and a higher 

preference by women to be involved in NGO or professional services than technical roles. Key 

gender barriers highlighted by organizations include “taking too much time off work” and “requiring 

micro-management”. Others include “limited capability of women due to societal stereotyping” and 

“technical inadequacy”. Most women highlighted a "male dominance of the sector" and "work-life 

balance" as major barriers for them, followed by finding the right mentorship opportunities and 

getting field exposure in RE roles. The report also shows that female students in universities are 

enrolled on more non-STEM courses 

 

Recommendations drawing from responses shared by respondents and secondary research in 

improving women inclusion in RE especially in technical positions include mentorship and 

sponsorship opportunities for women, training on STEM-related operational topics, leadership 

training, and increased field exposure. Others include flexible work arrangements, targeted 

recruitment, and pay equity. 

 

A signed African Gender Charter by the Women in Energy Network (WIEN) and REAN is provided 

at the end of the report to promote partnerships, improve gender-friendly environments, and 

increase the participation of women and girls in STEM. 

 
It is hoped that the findings in this report will inform policy reform, development programmes, 

and improve gender inclusion across all areas of the RE sector. It will also provide baseline data 

that can be used to track progress in gender inclusion in the Nigerian RE sector. 
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1.1 Background 
 

With about 80 million persons lacking electricity access, Nigeria’s unelectrified population is bereft 

of the benefits that come with electricity access – improved livelihood and economic income, 

and better social welfare such as healthcare and education. Despite several efforts by  the 

government to improve electrification including privatisation of the power sector, electrification 

rates have not improved significantly over the years and as the country’s population 

increases annually, so does the unelectrified population. 

 
Nigeria aims to achieve 100% universal electrification by 2040, including prioritising on-grid and 

off-grid renewable energy sources. This is enshrined in its energy access policy and strategy 

documents, and recent government initiatives in the off-grid solar sector,  w h i c h  has  seen a 

significant influx of private sector investment valued at $9.2 billion annually. 

 
The Sustainable Development Goal 7 (SDG7) aims to achieve access to sustainable, affordable, 

and reliable energy for all. Endowed with vast renewable energy sources like the sun, 

hydropower, biomass and wind, it is not surprising that in the last decade decentralised 

renewable energy solutions are increasingly being adopted in Nigeria as a viable alternative to 

the country’s energy access problems. As Nigerian renewable energy companies are aiming to 

solve this century-old problem utilising a range of renewable energy technologies and business 

models, it is important to address the role of women in the renewable energy sector. 

 
1.2 Justification 
 

For a long time, the role of women in energy has been largely over looked. Evidence and 

international literature have shown that limited access to energy in Sub-Saharan Africa contributes 

to a gender disparity as women, who are primary household energy users; spend  three to five 
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times as much time on energy-consuming domestic activities than men (AfDB, 2016).  

Improved women inclusion in the energy value chain, especially RE, would only benefit 

RE development in Nigeria.  

 

There is a  need for increased gender focus in Nigeria’s electrification sector – both in designing 

and implementing electrification projects that target women and the vulnerable population, as 

well as mainstreaming women in professional roles across the electricity industry. In oil and 

gas, women make up 22% of the sector. In the renewable energy field, studies have shown a 

share of 14% even though the latest survey by International Renewable Energy Agency (IRENA) 

suggests that women make 32% of the global renewable energy workforce (IRENA, 2019). 

 
Looking at the global picture will not reveal the correct situation. For example, in Germany where 

the renewable energy industry is developed, women occupy only 12% of executive positions in 

the sector (GWNET, 2019). In a joint study for Kenya, Ethiopia and Zambia, women form between 

21% of the overall staff in the power sector with an average share of 15% in technical roles. In 

India, the share of women in STEM courses is 30%. This study aims to contribute to the body of 

literature in the country in determining the roles occupied by women in the renewable energy 

sector, identifying gender disparity, and proposing solutions that are tailored to improving women 

inclusion in Nigeria. 

 
1.3 Women Inclusion in Sustainable Energy Development 
 

The Sustainable Development Goals 5 and 7 (SDG5 and SDG7) aims at achieving gender equality, 

and empowering women and girls around the world; and clean energy access for all.  Literature 

shows a link between gender equality, poverty, and energy access (UNDP, 2016). Energy is vital 

for boosting the economic development and social progress of nations by improving health, 

education, access to clean water and other essential services. Access to energy aids the 

development of jobs, increasing wealth and reducing poverty. 

 

Gender diversity is the equitable or fair representation of people of different genders within 

an organization. By emphasizing on this, organizations can have a wider talent pool and benefit 

from higher levels of creativity and innovation, varying viewpoints, ideas, and insights. It has 

been shown that having a gender diverse workplace can lead to increased profitability, decreased 

overconfidence and risk (GWNET, 2019). In the energy sector where women are the predominant 

energy users, increased gender inclusion in the renewable energy sector will ensure that policies, 

initiatives, and projects are designed better to improve the livelihoods and economic benefits of 

women and other vulnerable groups most affected by energy poverty. 
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This research was carried out through primary data collection – surveys and interviews with 

organizations and women workforce - and secondary research. 

 
2.1 Online Survey 
 

An online survey was carried out between July and August 2021 targeted at women in the 

renewable energy sector, and renewable energy organizations in Nigeria. Similar to the IRENA 

2019 survey, the survey was divided into two parts, one to be filled by renewable energy 

organizations (Organizational Survey) and the other to be filled by women in the renewable energy 

field (Individual Survey). The objective was to gather data and information to estimate the current 

number of women in the renewable energy workforce and to understand better the motivations 

for women working in Nigeria’s renewable energy sector. It also included challenges being faced 

by women in the renewable energy sector, and opportunities for improved gender inclusion. The 

Organizational survey questions helped to determine the percentage of women in the RE sector, 

the key roles i.e., STEM or non-STEM, they occupy, and where gender discrepancies exist 

within organizations. 

 
On the other hand, the individual survey targeted women working in the sector to ascertain their 

career levels, what attracted them to renewable energy careers, their opinions and perceptions 

of the RE sector and the challenges they face. The surveys were kept anonymous to encourage 

honesty among the respondents. 

 
2.2 Distribution of Respondents 
 

A total of 84 responses were received - 59 responses from women in the sector and 25 

responses from RE organizations. Figures 1 and 2 show the breakdown of the respondents by 

the RE sub-sector they belong. The prominent RE sub-sector among the respondents was Solar 
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(Off-grid) taking a share of over 70% in both organizational and individual surveys. This can be 

agreed to be truly representative of the Nigerian RE sector which is dominated by off- grid solar 

companies. Other respondents worked in Solar (On-grid), Small Hydro, Energy Storage, Energy 

Efficiency, Education, Funding, Capacity Building and Consultancy. 

 

 

 
 

Figure 1: Distribution of Organization Respondents 

 
 
 

 
 

 

Figure 2: Distribution of Industrial Respondents 

 

 

7 



 

 REAN WOMEN IN RENEWABLE ENERGY BASELINE REPORT          

Figure 3 shows the career levels of the individual respondents with 52% in entry and mid-level 

positions, and 31% at the senior level, board members, and founders. In terms of competence, 

individual respondents were asked to categorise their roles in their organizations as either technical 

or non-technical. Technical roles were described as design, installation, and other STEM (STEM 

= Science, Technology, Engineering & Maths) related roles while non-technical roles include 

administrative, legal, finance and other non-STEM related roles. The survey found 36% of female 

employees to be in technical roles and 64% in non-technical roles in their respective RE 

organizations (shown in Figure 4). This indicates that women in the renewable energy sector 

are employed more in non-technical departments. 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 3: Career level of Individual Respondents 

 
 
 

 
Figure 4: Area of competence of Individual Respondents 
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2.3 Gender Inclusion in the Renewable Energy Workforce 
 

To estimate the numbers of men and women in the renewable energy workforce, the following 

questions were asked in the organizational survey: 

 How many people are employed in your organization?  

 How many women are employed in your organization? 

 How many men are in STEM-related roles in your organization?  

 How many women are in STEM-related roles in your organization? 

 How many men are in non-STEM-related roles e.g., law, finance, marketing etc. in your 

organization? 

 How many women are in non-STEM-related roles in your organization? How many men are 

in administrative roles in your organization? 

 How many women are in administrative roles in your organization?  

 What is the percentage of women board members in your organization?  

 How many of your staff are in senior management? 

 What is the percentage (%) of women in senior management in your company? 

 

The percentage of women in the renewable energy workforce was assessed by dividing the number 

of women in all participating organizations by the total number of staff in the organizations. This 

percentage represents the average share of women in renewable energy and was found to be 33%.  

This suggests that for every renewable energy company with 100 staff, there are about 30 women. 

Out of this share, women in non-STEM roles were highest at 64%, followed by 28% in administrative 

positions. The share of women in STEM roles was the least at 8%. 

 

Figure 5: Split of Women Share in the Renewable Energy Sector 
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This also means that out of the 30 women, 19 will be in non-STEM roles, 8 women in administrative 

positions and 3 women may be in STEM roles. The results agree with an earlier assumption from 

the results of the individual survey’ that women are currently more placed in administrative and non-

STEM duties within organizations, than technical roles. Finally, the respondents reported an 

average of 25% of women board members in their organization and 31% of senior management 

roles occupied by women. 
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For women employees in renewable energy companies predominantly off-grid solar, the primary 

motivation for a career in the sector was driven by interest and passion in the sector.  For 

example, when the question “What attracted you to a career in Renewable Energy?” was asked 

in the survey, responses such as “direct impact to my environment”, “passion to impact the 

under-served”, “providing solutions to the energy poverty in Nigeria” and “solving energy 

problems in Nigeria with a clean source” were given. In a particular instance, ‘having a female 

role model in the sector was mentioned as motivation for picking up interest in the sector. 
 

Figure 6: What attracted you to a career in Renewable Energy? 

 

Respondents were asked to select what type of organization they belong to, i.e. Government, 

manufacturer, distributor, NGO, project developer or services. 

 

 

 
 

11 



 

 REAN WOMEN IN RENEWABLE ENERGY BASELINE REPORT        

3.1 Renewable Energy Companies 
39% of female respondents surveyed worked with RE companies – Project Developer 20%; 

Distributor 14%; Manufacturer 5% -, and 68% of organizations surveyed also comprised of RE 

companies. Within the organizations, it was reported that 8% of women worked in STEM roles, 

28% in administrative roles, and the majority 64% in non-STEM roles such as accounting and 

sales. Across RE companies, technical roles are male-dominated and vice-versa for non- technical 

roles. Most women were in mid-level positions though larger RE companies had a higher share 

of women in senior positions. 

 
 

 
 

Figure 7: Organization Respondents 

 
 

 

Figure 8: Individual Respondents 

 
(Note that respondents could select multiple options if they were involved in more than one option) 
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3.2 Government 
 

While the survey was primarily focused on the private sector, about 7% of responses were also 

received from women in RE focused government institutions. While accessing gender 

mainstreaming in government MDAs will require a different survey design and methodology with 

consideration to the recruitment, promotion, and bureaucratic processes of government, it is 

important to note an increased percentage of women employees in the RE sector. 

 

Primarily the Rural Electrification Agency (REA), which is the focal government institution for off-

grid energy electrification, has had an increasing and significant number of women in leadership 

positions over the years. Efforts to improve female inclusion and their capacity has been made 

with the REA having a Gender Strategy and making an intentional effort to increase women 

participation in the sector. Support has also been provided from development programs such as 

the USAID Nigeria Power Sector Program, GIZ Nigeria Energy Sector Program, the UK Africa 

Clean Energy Technical Assistance Facility (ACE TAF), and the Heinrich Boell Foundation. 

 

 

3.3 Professional Services and NGOS 

 
Over 70% of women respondents worked in organizations providing professional services – 

consultancy, research, sector experts - or worked with NGOs in the sector primarily involved in 

advocacy, governance, and rural empowerment. This is significantly higher than with RE 

companies, and 68% of organizations surveyed are involved in professional services compared 

to renewable energy companies at 34%. This could point to the fact that more women are 

creating opportunities for themselves in the sector by providing professional services, which could 

also result from the limited opportunities available with RE companies. This also seems to align 

with the primary motivation for most of the respondents for working in the sector, which 

included a passion for clean energy, and reducing energy poverty. 
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52% of organizations believe women faced barriers in entering and growing within the 

renewable energy sector, while 48% did not believe so. Reasons given by the latter include 

male-domination of the sector, low women sector interest, and presence of society stereotypes 

with  some noting a ‘lack of female role models as well. Key responses are discussed below. 

 

Figure 9: Do you believe women face barriers to entry and career growth in the renewable energy sector? 

 

 

4.1 Sector Male Domination 
 

A higher percentage of male-dominated roles in the sector already forms a barrier for women getting 

into the sector. Statements such as “non-acceptance of the fact that they (women) can excel on the 

male dominated terrains/field” were part of responses shared by women in the survey, also 

highlighting a lack of, or limited opportunities, available to women to grow in the sector and gender 

stereotyping. 
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4.2 Social Barriers 
 

With the sector being more technical, societal perceptions of women focusing on none or less 

technical sectors are also barriers for women in the sector. Responses such as “stigma, culture, 

lack of incentives” were part of responses received from women professionals in the sector pointing 

to previous or current experience with such, and possibly an inhibitor for potential women looking 

to get into the sector. 

 

4.3 Availability and Capacity Limitation 
 

When organizations were asked what challenges they had with employing women, “ low interest 

in the sector”, was selected by the majority, followed by limited skills and experience. Just 21% 

stated that they have no challenge employing women. Other responses include difficulty in finding 

women to employ, and that female talent has not been easily accessible to them. This may be 

because of the barriers noted in 4.1 and 4.2 above. 

 

 
Figure 10: What challenges do you have with employing women? 

 
 

4.4 Gender Factors 
 

Organizations were also asked what work-related issues (if any) they might have with women 
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employees. While 67% noted having no issues working with women, the other 33% highlighted 

issues with women “taking too much time off work” and “requiring micro-management”. Others 

include “limited capability of women due to societal stereotyping” and “technical deficiency”. For 

women respondents, work-life balance was the major barrier for them, followed by getting field 

exposure and finding the right mentorship opportunities. 

 

 
Figure 11: What barriers do you face as a woman in your organization or the renewable energy sector? 

 
4.5 Organizational Gender Policies 
 

On organizational gender policies, 48% of organizations have gender-friendly recruitment policies 

while 44% have promotion and career development policies targeting women. Those without 

these policies claimed to be small with limited resources; others were gender- neutral during 

recruitment and career development. From research, there is a general preference for males in 

the sector resulting from the notion that women often lack the skills to fill such positions, and 

those jobs were traditionally designed with men in mind (IRENA, 2019). 

 
92% of all respondents claimed that they have gender non-discrimination policies in place in 

their organizations. However, the robustness of such policies varies with some having specific 

targets and steps for gender inclusion, but many others just broadly mentioning gender with no 

specific targets or measures. The few organizations having robust gender inclusion measures are 

usually beneficiaries of grants or similar type funding from financiers who have gender criteria for 

such funding.  
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Figure 12: Does your company have any recruitment policies (not mandated by the government) targeting? 
 

Figure 13: Do you have any job promotion or career development policies targeting women? 

 

Figure 13: Do you have any job promotion or career development policies targeting women? 
 
 

4.6 Government Policies 
 

Most national policies and strategy documents on renewable energy have gender provisions albeit 

at varying degrees of robustness. Key among these include the National Renewable Energy and 

Energy Efficiency Policy, 2015; National Renewable Energy Action Plan, 2016; National Energy 
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Efficiency Action Plan, 2016; and the SE4ALL Action Agenda, 2016. There is also Nigeria’s climate 

commitment under its Nationally Determined Contribution (NDC) where renewable energy plays a 

key role and includes gender provisions too. Gender provisions under these policy documents are 

primarily focused on the empowerment of rural women and vulnerable persons through renewable 

energy, than gender inclusion at the corporate level. 

 
Gender provisions or even recognition also varies. While the National Renewable Energy and 

Efficiency Policy (NREEEP), 2015 has little mention of women, subsequently produced 

documents (that is, those after 2015) have incorporated gender considerations to some extent. 

The National Renewable Energy Action Plans (NREAP), 2016 made significant consideration on 

women’s interests in different aspects of energy. Part 11, Section 11.3 of the Nigeria National 

Energy Efficiency Action Plans 2015-2030 (2016) has some considerations of gender inclusion 

such as the inclusion of women in the conceptualization of energy policies, partnerships with 

women’s organizations, and inclusion of gender indicators in baseline studies. The Nigeria 

SE4ALL Action Agenda (2016) incorporated some solid gender considerations that could be 

further enforced through the action plans, while Nigeria’s Nationally Determined Contribution 

(INDC) provides an analysis on the social impacts of climate change based on social status, 

gender, wealth, political power, excluded groups. It also integrates gender in different strategies 

for vulnerable groups through climate change mitigation actions. 

 
While there is mention of gender across th e  board, they do not clearly outline specifically 

targeted programs to ensure gender is systematically included in Renewable Energy programs. 

The occasional mention of ‘gender mainstreaming’ does not give any assurances of keen 

consideration of gender issues, and there is a  need for constant follow up to ensure inclusion. 

 
However recent government renewable energy initiatives specifically those focused on off-grid 

solar such the Nigeria Electrification Project (NEP) under the Rural Electrification Agency (REA) 

have taken steps to develop actions plans and strategies that integrate gender into their 

initiatives. Grant beneficiaries are mandated to have a percentage of gender inclusion - aligning 

with the previous observation that companies with robust gender policies are those that are 

beneficiaries of funding - with severa l  women-led company grant beneficiaries. 

The REA has developed a Gender Strategy for the agency to ensure gender inclusion across its 

activities with the number of female employees in the agency increasing over time, including 

the number of women in key leadership positions. The REA also has a Gender Team to lead the 

implementation of its Gender Strategy. Donor programs such as the UK Africa Clean Energy 
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Technical Assistance Facility (ACE TAF) and USAID Power Africa Nigeria Power Sector Program (NPSP) 

are providing technical support to the REA in capacity building and training on gender. 

 
4.7 Access to Finance 
 

Women are often overlooked as potential recipients for investment, not just in the off-grid 

energy sector but also largely across sectors that receive equity financing. Investments in 

women-owned renewable energy companies are much lesser than their male counterparts are. 

Findings from this study point to two main reasons - lesser women involvement in the energy space 

in Nigeria compared to their male counterparts, and less developed capacity of usually smaller 

women-owned enterprises in being able to raise investment. According to a study by the Africa 

Clean Energy Technical Assistance Facility (ACE TAF) in 2020, investors express willingness to 

invest in women-led renewable energy but want to see more investable businesses. Investors in 

the space are increasingly becoming gender-sensitive not just with women-owned companies, but 

also the level of gender inclusion in potential investee companies whether male or female-owned. 

 

Women-owned companies that have demonstrated traction and investment readiness through well-

articulated business plans, strong corporate governance structures, and legal and financial 

compliance, have received funding. Examples include Sosai Renewables founded and led by 

Habiba Ali, and Creeds Energy, owned and led by Hannah Kabir. 

 

With the right technical support in building their capacity and investment readiness, more women-

owned and women-led companies will be able to attract investment and funding. There is an 

increase in the number of initiatives that target investments in women-led. Examples are Rise Tide 

Africa and Greenhouse lab. 
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The growth of the renewable energy industry will depend significantly on the availability of a 

workforce skilled in Science, Technology, Engineering and Mathematics (STEM) with an active 

interest in green energy, and a natural aptitude for understanding changing technologies related 

to energy and environmental systems. This study finds the potential number of girls that may 

be interested in a career in  Renewable Energy by  checking the numbers enrol led 

into Niger ian  Universities for STEM-related courses. This number is only an estimate, as 

polytechnics are not included in the research. 

 
5.1 Gender Prospects in the RE Space 
 

The National Universities Commission (NUC)’s mandate is to promote quality higher education in 

Nigeria. The commission in 2019 released a Statistical Digest showing the numbers of full-time 

and part-time students enrolled across all levels is published for all universities in Nigeria (Federal, 

State and Private) and all programs. According to this digest, 1,854,261 students were enrolled 

on a full-time study in Nigeria. Out of this, 805,916 students are female. 

Figure 15: Gender Mix in Nigerian Universities (NUC, 2019) 
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The table below shows the breakdown of Undergraduate Enrolment by discipline. Only the 

students in STEM-related subjects specifically Sciences, Engineering and Technology, Computing 

and Environmental Sciences are identified in calculating the potential number of girls 

prospecting the RE space. 

 

Table 1: Enrolment data of Nigerian Universities by Discipline (NUC, 2019) 

 

From this data, the female students make up 43% of the entire student population across 

Nigeria. In addition, there are 186,753 female students in STEM disciplines, making 23% of 

the female student population. The majority of female students are enrolled on non-STEM 

disciplines such as Social Sciences, Administration and Management, Law etc. 

Figure 16: Spread of Female Students across different disciplines in universities. 
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5.2 Improving the Gender Learning Gap 
 

There are 186,753 girls enrolled for STEM-related courses in Nigerian Universities. This is about 

10% of the total enrolment (male and female) and 23% of the female student population. In 

addition, the number of girls pursuing a field in Engineering is 14,463 compared to the 112,822 

boys taking Engineering courses. While there are environmental-related courses such as 

Environmental Technology / Engineering / Science, there are no Renewable Energy Specific 

courses in universities, at least in public universities. 

 

 
Figure 17: Gender Gap in Engineering and Technology, Computing and Environmental Sciences. 

 

This is a huge gender gap in learning especially in STEM that can be closed or improved with 

the recommended strategies below: 

 Scholarships for girls to enrol in more STEM courses at universities. 

 Career days, seminars, STEM camp etc. focused on increasing awareness and stimulating 
interest in RE of girls in secondary schools. 

 Field trips to areas where renewable energy sources and their uses can be observed. 
Addition of basic RE topics to the academic curriculum with practical classes. 

 Internships provided by renewable energy companies with a quota for girls, to enable them 
to gain experience and confidence for a career in renewable energy. This can support in 
building bridges between the renewable energy industry and girls. 
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5.3 Increasing the Accessibility of Clean Energy Solutions to Women                                           

Entrepreneurs 

Women, especially in rural areas, will be direct beneficiaries of improved renewable energy 

technologies and successfully achieving SDG 7 will benefit women the most. Women will play a 

key role in the green energy transition as not only responsible consumers in the household, in 

policymaking and design of clean energy systems, but also business, i.e., sales and marketing 

of clean energy solutions. 

 
Giving informal businesswomen access to clean energy solutions is a potentially huge market 

for the RE sector. Companies deploying mini-grids, solar home systems and/or clean 

cookstoves in rural areas will benefit from taking advantage of women in these communities as 

a network for last-mile distribution of these solutions. ‘Solar Sister’ is a social enterprise that 

envisions a brighter world powered by female entrepreneurs. The company provides women 

with economic opportunity, training, technology and support to distribute clean energy to 

underserved communities in Africa. The company has found that women will use their social 

networks to gain hard-to-reach customers in need of clean energy solutions. 

 
Considering that women are also firmly rooted in their communities, they become a trusted source 

of post-point of sale customer care. Also because of the cultural norms in many regions across 

Nigeria, women will be better positioned than men to gain entry into homes and access female 

consumers. Women, as the major users of energy technologies, will speak with more experience 

about the features and benefits of products they are selling (ENERGIA, 2019). 

 

Education and training on clean energy systems and small business management is a 

recommended approach. This will provide the women with the required skills (technical - use of 

the solutions, sales and marketing, financial management, entrepreneurship) needed to reach 

customers in their community and grow their businesses. The Lighting Kenya Project was targeted 

at improving the economic independence of women and youth through the sales of solar lamps. 

After training and recruitment, entrepreneurs were required to raise capital of USD 200 and 

recruit 10 agents from their communities to begin sales. These entrepreneurs were able to 

train more people from what they had learnt during the project. A testimony from one of the 

entrepreneurs goes “When we were being recruited as entrepreneurs to sell these solar lights, 

a lot of us were sceptical, and not sure if the market would respond positively. I decided to 

just buy one light for USD35 and take it home. 

That night there was a blackout, and I brought out my new light and lit it. It drew so much 
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attention that in just one week I sold 12 pieces. Though my village was connected to the grid, 

the blackouts were so frequent. Over time, I would sell a minimum of 400 lights per month. At 

the end of the project period in 2017, I had sold over 10,000 lamps! Even today I sell solar, and 

I am popularly known as Mama Solar, for bringing solar technologies to my village.” (ACE-TAF, 

2020) 

 
The training and education received will also help boost the confidence of these women and 

change their perceptions of themselves. This confidence- boosting will enable them step out of 

their comfort zones to take risks, make negotiations, approach customers and make sales. 

 

These must all be supported by funding and conducive policies allowing for easier business 

development. 
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It is important to encourage increased gender diversity in the RE sector. More female 

participation will allow multiple perspectives in creating innovative and sustainable solutions for 

renewable energy development. In rural areas, women have strong networks within communities 

and can play a huge role in last-mile distribution and installation of clean energy solutions if well 

trained. Since women are primary users of energy, more benefits can be achieved if they are made 

a part of creating and deploying the appropriate energy solutions. For improved gender inclusion in 

organisations, the following could help from the survey findings: 

 

 Flexible work arrangements 

 Mentorship and sponsorship opportunities 

 Training on STEM-related topics directly related to operations  

 More field exposure for women 

 Leadership training 

 Provision of childcare facilities at the office  

 Targeted recruitment and pay equity 

 

The survey asked to rank these measures from the highest to lowest. Among all respondents, 

mentorship and sponsorship opportunities, training on STEM-related topics directly related to 

operations, and more field exposure topped as the most important measures for boosting gender 

inclusion. 

 
For retaining and promoting women into senior positions, organizations claimed to have measures 

like leadership training, mentorship, and skills development in place. Others did not have a strategy 

for promoting women to senior positions and a respondent believes policies should be gender-

neutral and based on performance. 

 

 

 

 
RECOMMENDATIONS 
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Figure 18: Measures to improve gender inclusions in Renewable Energy 

 

 

One of the organizational respondents stated that they have a problem with employing women 

because they always take time off due to domestic a maternal responsibilities. It is 

recommended that organizations consider: 

 

 Flexible work arrangements such as working from home when not physically needed in the 

office. It allows an employee to decide their own work hours, working environment, and 

location to deliver the best results. 

 

 Mentorship and training opportunities expose women to more career information. It also 

eases women’s inhibitions about taking on leadership roles and bridges the gap between 

women and the formal, more male-dominated sector of the economy (SEforAll, 2017). 

 

 Gender quotas in employing new staff, and in senior management. They also help to make 

women more visible in leadership roles. These women can then serve as role models for 

those aspiring towards a career in renewable energy. Like the saying ‘you can’t be what you 

can’t see’, having women that are visibly performing and doing great jobs to drive energy 

access will inspire others. It will change negative stereotypes or perceptions. 

 

There should be more deliberate effort to attract young girls from primary and secondary school 
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levels to STEM-related careers. At that young age, those who enjoy science and maths should be 

encouraged to follow their passion. Skills training can boost increased employment and 

entrepreneurship opportunities for women seeking entry into the renewable energy sector and 

those already employed. It can also allow them shift from non-STEM to STEM competencies and 

encourage them to return to educational institutions to seek more certifications. Again, role models 

are important; they should be exposed to women in the field. AFROTECH GIRLS, a non-profit 

organization, helps to promote STEM to girls and women in Africa through scholarships, summer 

boot camps, internships, training and mentorship. In Australia, the University of New South Wales 

(UNSW) Sydney was created to inspire young women to pursue a career in engineering by 

supporting women studying engineering and celebrating the successes of female engineering 

graduates. They have registered a 78% increase in female first-year enrolments since launching in 

2014. 

 

Companies must take intentional steps in not just integrating gender provisions in their company 

policies where such exist but putting in place measures that implement these gender provisions. 

There should be specific targets for gender inclusion in the company at junior, mid-level, and senior 

positions. Guidance can be provided by the industry association in setting minimum gender criteria 

or policy for its member companies which member companies can adapt and build on to fit their 

company standards. 

 

There are areas of gender improvements required in the national renewable energy policy and 

strategy documents, primarily in clearly outlining targeted programs to ensure gender inclusion in 

the renewable energy industry including mandating gender inclusion in organizations. There also 

needs to be a means for comprehensive and effective monitoring and evaluation of the policy to 

track progress on gender inclusion. There is already progress in this area. On 4 June 2017, at the 

51st Ordinary Session of the Authority of Heads of State and Government of ECOWAS, held in 

Monrovia, Liberia, the Heads of State of the Economic Community of West African States 

(ECOWAS) adopted the ECOWAS Policy for Gender Mainstreaming in Energy Access, through a 

Supplementary Act amending the ECOWAS Treaty. 

 

The Policy aims to address barriers to the equal participation of men and women in the expansion 

of energy access in West Africa. It establishes gender dimensions and their considerations in 

energy interventions to achieve West Africa’s energy access goals. Currently, the Nigerian 

government through the Ministry of Power is developing a National Action Plan to implement the 
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ECOWAS Policy for Gender Mainstreaming in Energy Access. The National Action Plan aims to 

set out the 5-year strategy by which the country will meet its national obligations, as specified in the 

Supplementary Act adopting the ECOWAS Policy and addressing gender gaps and challenges in 

the sector improving gender inclusion. Companies through the industry association can collate and 

share data and information with the government to support the implementation of the Action Plan. 

 

Lastly, targeted technical support for women-owned businesses in building their capacity and 

investment readiness will improve investment flow to these companies. Efforts need to be increased 

in encouraging more women-led businesses and start-ups in the sector, and provision of technical 

support in developing their capacity and investment readiness. 

Organizations such as All On and the Clean Technology Hub are providing incubation support for 

clean energy enterprises in the sector while USAID Power Africa is providing technical training for 

women-led businesses. However, more of such efforts will be required to increase the level of 

investment flow to women-led businesses in the sector. 
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This section highlights five women making an impact in the Renewable Energy sector and working 

on improving energy access. It is hoped that they will serve as role models for other women and 

girls looking forward to careers in the sector. 

 
 
 
 
 

  Dolapo Popoola 

   Kaduna Power Supply Company (KAPSCO) 

Managing Director 
 
 
 
 

 Please tell us a little bit about yourself. 

I am a Siemens-certified power distribution and renewable energy systems specialist. Following a 

10-year career span in the USA, UK, Germany, Poland, Czech Republic, and Lagos, I moved to 

Kaduna in 2015 to take up the role of Special Assistant on Energy to Governor El-Rufai and pursue 

my passion for using sustainable energy solutions to improve the efficacy of the public sector. I 

spend my free time coaching young women, crocheting, writing poetry and walking my pet tortoise. 

I am the Managing Director of KAPSCO and the youngest female CEO in Kaduna State’s public 

sector. I bear the responsibility of steering KAPSCO to increase access to electricity in Kaduna, 

powering off-grid communities, executing independent power projects, maintaining streetlights and 

providing power to public buildings. I also manage the Kaduna Power Project; providing reliable 

power solutions to over 250 Primary Healthcare Centres and 1,300 solar-powered streetlights 

across Kaduna to improve night-time economy and security in inter-state bus parks. In the last 2 

years, KAPSCO has saved close to ₦400m in electricity bills, operated and maintained 2.3 MW of 
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Solar across 47 Locations and launched the Solar for All; a first of its kind, salary deductible 

financing for over 70,000 public servants. 
 

 How has your education and career path led to where you are now? 

My interest in sustainable energy began in 2009, which led me to study Renewable Energy 

Technologies at the Berlin Institute of Technology. I have worked on energy and power advisory, 

development of renewable and sustainable energy systems, extensive data analysis, energy 

efficiency and conservation, energy strategy and implementation planning, energy auditing, and 

project management. Over time, my curiosity has grown into a full-fledged passion transcending 

the private sector and landing me in the public service of my country. 

 
 

 How do you think the gender balance in the renewable energy sector will contribute to 

the growth of the industry and renewable businesses? 

The decentralized nature of renewable energy applications brings energy choices to the household 

and community level, where women tend to have a greater voice. Women can therefore shape the 

choices at the community level and be empowered to run renewable energy businesses as change 

agents. This will lead to the growth of the industry as more people choose off-grid renewable energy 

and access to electricity is increased from its current poor rate. 

 
 

 In what ways can we improve women participation in the sector? 

Images in technical magazines, textbooks and so on should feature female engineers in the field. 

This will weaken/reduce established stereotypes. Women should receive training about the 

opportunities the renewable sector holds as well as mentorship for those who desire a career in 

Renewable energies. We should try to see ourselves as being part of a network that realizes that 

we cannot tackle our shared problems alone and that there are commonalities in the challenges 

that we all face. 

 
 

 Advice for girls interested in having careers in this field. 

Go for it! Do not let anyone hold you back. The renewable sector is an interesting space with 

lots of prospects. 
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Ibiene Okeleke 

 Energy Training Center 

Managing Director 

 

 
 
 

 Please tell us a little bit about yourself. 

I am a Human Resources Expert with several years of experience within the energy sector! I hold 

an Advanced Human Resources Executive Degree from the Ross School of Business, University 

of Michigan, a Master’s degree from IESE Business School, University of Navarra Spain and 

obtained a Bachelors’ degree in Industrial Relations and Personnel Management from the 

University of Lagos. I have also completed a Strategic Human Resource Training course at Harvard 

Business School, and I am a certified Prince 2 Practitioner. 

 

I am the Managing Director of Energy Training Center (ETC), a Learning Academy set up to provide 

a wide range of learning interventions for the entire Energy sector. The Academy is focused on 

capacity building through bespoke learning experiences with the perfect blend of technologies and 

techniques to achieve organizational and personal success. 

 

 How has your education and career path led to where you are now? 

I was very fortunate to be mentored and counselled by great people who advised me to study 

Industrial Relations and Personnel Management as a first degree, at that time it was a new 

department and not many people knew much about Personnel Management or Human Resources. 

I also had the opportunity to do vacation jobs in the Human Resources Departments of large 

multinationals, so this gave me an early exposure to HR and in turn, spurred me to practice HR 

right from university. The last role I did before my current role was the Chief HR & Admin Officer at 

Ikeja Electric and learning and development was pivotal in positioning the organization as the 

number one Disco in the sector and this formed a good bedrock for my current role of heading a 

Learning Academy for the Energy Industry. 
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 How do you think the gender balance in the renewable energy sector will contribute to 

the growth of the industry and renewable businesses? 

Gender balance is very critical in the Renewable Energy space because women are most critical in 

closing the energy gap that exists as they are mostly impacted by the lack of energy and the 

negative impact of unclean and unsafe use of fossil fuel. Women have a critical role to play at every 

level of the value chain. One critical aspect that women need to act more on is advocacy and policy. 

We also need to have more female-owned businesses and female solar PV installers in the field. 

As more women get empowered in the RE sector, the impact and participation of women in the 

sector will be increased and will drive more growth and energy access to more families and 

communities. 

 

 In what ways can we improve women participation in the sector? 

There are so many ways to improve women participation in the sector – this can be through 

continuous empowerment, and capacity building, leadership development and mentorship 

programs. Other ways are through collaborating with women associations, groups and 

communities’ initiatives geared towards rural women. Another critical way is making the policies 

gender-friendly and increasing access to finance for women-led or owned organizations. In addition 

to this, I also believe women can form coalition groups to promote their agenda in an organized and 

impactful way. 

 

 Advice for girls interested in having careers in this field. 

They need to come out now and take advantage of the sector in the Energy Industry that gives 

women the edge or positive bias in certain roles, the other sectors in the Energy industry like Power, 

Oil and Gas are already traditional male-dominated sectors, unlike the Renewable Energy space 

that gives an advantage to women in certain instances. Another piece of advice is that the women 

should not only clamour for the non-technical roles but should increase their participation in the 

technical fields because this will make them more rounded in the renewable field. A third reason 

why more girls should have an interest in the Renewable. 
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        Ujunwa Ojemeni  

 AWEDI Network 

 Energy & Development Finance Executive and Founding 

 Trustee, African Women in Energy Development Initiative 

 (AWEDI Network) 

 

 Please tell us a little bit about yourself. 
From childhood, I have aspired to live a life that has meaning for me, my family, and the community 

at large by bringing about a positive impact to millions. Professionally, I regard myself as an impact 

investing, energy, and development expert with experience in the areas of opportunity maturation, 

financing, and policy focused on driving the achievement of SDG 7 in Africa by 2030 and an 

advocate for gender inclusion /equal representation in the Energy sector. 

 
At the office of the Honourable Commissioner for Energy & Mineral Resources Lagos State, I 

coordinate the development of policies, funding opportunities and project implementation to deliver 

reliable energy to the citizens of the state. As a founding Trustee of the African Women in Energy 

Development Initiative (AWEDI Network), I co-lead a group of volunteers who support women and 

their energy careers across Africa through mentorship, career accelerators, networking 

opportunities, professional development, and leadership training. 

 

 How has your education and career path led to where you are now? 

My entry into the energy sector was incidental – while I always knew I wanted to have a broad and 

lasting impact through my work, I did not realize it would be through energy access, which has an 

impact on all other aspects of life. My educational background broadly includes Banking & Finance, 

Development Finance, Climate & Renewable Energy Finance and more recently, Public Policy, 

among others. These have come in handy from the start of my career in Management Consulting 

to my entry into the energy sector starting with energy infrastructure project development, energy 

access investing and funding, and energy policymaking.   

 

 How do you think the gender balance in the renewable energy sector will contribute to 

the growth of the industry and renewable businesses? 

Women are transforming the energy sector as entrepreneurs, innovators, and enablers 

34 



 

 REAN WOMEN IN RENEWABLE ENERGY BASELINE REPORT        

(policymakers, financiers, etc.). Evidence shows that a diverse workforce injects new ideas, 

innovation, and perspectives into the energy value chain. In addition to that, gender diversity 

in high-level decision making is shown to correlate with improved business performance and 

investments. Therefore, when women are excluded from energy governance, decision-making 

processes are more likely to result in energy projects and policies that ignore their unique 

needs, knowledge and contributions. 

 

 In what ways can we improve women participation in the sector? 

We must acknowledge the existence of implicit bias, conduct awareness programs for parents, 

teachers, the community, and address bias in hiring and promotion within organizations. At the 

public (national) level, we should have the explicit inclusion of gender targets and strategies in 

national energy policies, including mandating periodic reporting. In addition, organizations must set 

up accountability systems and create an inclusive workplace. This includes enforcing conduct 

guidelines, gender audits, ensuring conducive work environments for mothers such as comfortable 

nursing rooms and creating “Returnship” programs - internships for women returning to the 

workforce. Finally, we must support women to defy stereotypes and establish visible role models 

by highlighting and celebrating women who are creating positive impact and continue to encourage 

impactful mentorship programs. 

 

 Advice for girls interested in having careers in this field. 
First, I encourage young girls to grow a support system – mentors, and a support network. Second, 

you must invest in yourself - enrol in training, attend useful seminars, and read widely. 

 

Third, technical competence is never enough – craft your brand, and build your strategic skills such 

as communications, public speaking, presentation etc. 

 

Finally, there are numerous roles you can play in the sector – find your niche and do not wait for 

confidence, lean toward risk. 
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Mercy   Ikenna-Mbaekwe     

Solynta Energy 

Chief Operating Officer 
 
 

 

 

 Please tell us a little bit about yourself. 
 

I possess a Bachelor’s degree in microbiology and a Master's degree in Business Administration 

with a bias in Human Resources Management from Lagos State University. I have over ten years 

of relevant work experience in Human Capital and Operations Management from the Oil and Gas, 

IT, Hospitality and Renewable Energy sectors. Some of my skill set includes problem-solving, 

leadership, decision making and critical thinking. I enjoy reading, writing, dancing and travelling 

around the world. I am happily married with children. 

 

I am the Chief Operations Officer and Director of Human Resources in Solynta Energy. My job role 

primarily is to effectively manage, hire, lead a multidisciplinary team, implement the CEO's vision 

and drive the company to productivity through strategic planning and policies, spearheading 

development, communication and implementation of effective growth strategies and processes. 

 

 How has your education and career path led to where you are now? 

I have a science background, so I have a good knowledge of mathematics, science and 

technology, which is a prerequisite for this industry and in fact for my role as Head of 

Operations. Because of my science background, I work well with figures, which are also 

key for my role as Chief Operating Officer and my role as Director, Human Resources. A 

master’s degree in management with a bias in Human resources has equipped me in the 

management of people, resources, ensuring that right talent is being hired,  and 

appropriate human resource policies and procedures are put in place. 

 

 How do you think the gender balance in the renewable energy sector will contribute to 

the growth of the industry and renewable businesses? 

Empowering women at both community and industry levels in the renewable sector would 

strengthen economic and social progress and support governments to deliver gender-balanced 
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sustainable energy for all, improved quality of life, employment. All these would also improve the 

GDP of the country. 

 

 In what ways can we improve women participation in the sector? 

Develop gender-sensitive working practices and social norms. Include more women (50-50) in 

policy and decision-making. Equal Pay and removal of the Gender pay gap – During interviews 

candidates should not be asked what they earned in their last jobs as this usually favours the male 

and continues to widen the pay gap. Make flexibility and work-life balance a top priority for all 

employees. Zero tolerance for harassment in the workplace. Provide Mentors, training, seminars 

and workshop for women. HR should be empowered to formulate and implement gender equality 

policies. Better remuneration and insurance cover. 

 

 Advice for girls interested in having careers in this field. 
Get a relevant degree/education. 

Do training in a relevant company and get the certification. Gain an internship. 

Be ambitious and an enterprising person. 

Be diligent and consistent in discharging your job functions. Participate in training, seminars and 

workshop. 

Work well with your male counterparts. 
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Lande Abudu 

Renewable Energy Association of Nigeria 

Chief Executive Officer 
 
 
 

 Please tell us a little bit about yourself. 
I am a European Energy Centre-accredited Renewable Energy Expert and a member of the 

EnergyCPD Renewable Energy Professionals who is passionate about contributing my quota to 

reducing Nigeria’s energy access gap. I am fortunate to be in a job that allows me to engage with 

fascinating and pioneering people. I enjoy writing in my spare time and am the football editor for a 

digital magazine. 

 

Chief Executive Officer of Nigeria’s foremost renewable energy association, and executive 

leadership at the REAleadershipcretariat, overseeing REAN’s day-to-day operations and 

responsible for implementing the association’s strategy. This involves working directly with 

decision-makers across the private and public sectors and nurturing those relationships to achieve 

REAN’s key objectives. 

 

 

 How has your education and career path led to where you are now? 

Interestingly, I have a STEM background but my primary role at REAN does not directly involve 

that. I have been fortunate to work in several sectors – financial, training, journalism, the last 

seventeen years being in the not-for-profit/social enterprise sectors. The energy transition bug 

bit me and my passion for the third sector led to my current role. The rich learning gained from 

such a diverse group of people has been invaluable. The recurring themes are discipline, an 

ardent curiosity, willingness to adapt and a fierce commitment to thoroughness. 

 

 How do you think the gender balance in the renewable energy sector will contribute to 

the growth of the industry and renewable businesses? 
 

Simply, diversity improves teamwork, innovation and governance in the work environment. As 

producers and consumers of energy, women play a big part in the renewable energy value chain. 

Being approximately half of the global population and similar statistics for Nigeria, we cannot afford 

to ignore their contribution. Gender inclusion brings many positives. 
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 In what ways can we improve women participation in the sector? 
Promoting equality and participation of women; creating opportunities to enter and participate 

in the RE sector. This might involve reducing the barriers to entering STEM-related fields. 

Integrating a gender-sensitive approach into the planning and designing of policies and 

programmes such that women are encouraged to take a seat at the table. Continuous 

advocacy and training. In addition, crucially, mentoring programmes as there is a need for role 

models. Individuals, organisations, and government must play their parts. 

 
 

 Advice for girls interested in having careers in this field. 
Walk boldly, do your research and do not take no for an answer. Every girl needs to equip herself 

with knowledge about what their major interest is, and they need to have a workable plan. Articulate 

where you see yourself and who/what will facilitate that path. Continuously learn and build your 

network. Fortune favours the brave – regardless of gender, there might be career pitfalls. You need 

to dust yourself off and try again until you succeed. 
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The Gender Charter below was developed and signed on International Women’s Day, 8 March 

2021 and signed between the Women in Energy Network and REAN. The charter recognises the 

integral role women play in the energy access sector not just as the primary beneficiaries or 

users of electricity, but also as key players in the development of renewable energy sector. The 

charter is a call to action to fill the existing gender gaps in the renewable energy sector and 

states the commitments needed to achieve these goals. 
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WIEN-REAN AFRICAN GENDER CHARTER 

 
As the SDG Landmarked year 2030 draws near, the need to continually recognize and harness 

the deep nexus between gender and achieving access to affordable, reliable and modern energy 

cannot be over-emphasized. 

 

This is an imperative call for Africa, as huge gender gaps still exist in the traction gained on 

Sustainable Energy for All. African women and girls, beyond being energy users and beneficiaries, 

need to take up more roles as key drivers in extending access to sustainable modern energy, 

adopting energy-efficient technologies and improving consumer behaviours. Africa has its 

peculiarities in the eco-space, which should be continually recognized and highlighted to attract 

continuous human-centred innovative solutions that can mitigate barriers and limitations to 

accelerate gender inclusion. 

 
It is well established that if Africa must gain recognizable closure on existing SDG gaps, Women 

& Girls need to be involved from start to end in the design and implementation of energy 

services. Integration and inclusion of gender focal action plans are central to attaining energy 

access for all players, stakeholders, and contributors. 

 
Despite what has been achieved to date, there is still more that can be done and this inspires 

the development of the African Gender Charter. The charter is designed to promote 

partnerships and fruitful collaboration in scaling up progress with a clear action focus towards: 

1. Driving the integration of gender perspectives and focus in the energy value chain. 

2. Championing and promoting gender-driven initiatives that increase participation of women 
and girls in Energy beyond the role of users and beneficiaries of energy. 

3. Enabling gender-accommodating work environments to reduce the constraints and barriers 
faced by women & girls at work to provide the grounds for gender career growth. 

4. Promoting gender STEM-related activities that will ensure increased participation of girls in 
Energy in the future. 
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Principles 

 

1. The charter is designed to promote increased joint and coordinated action of multiple 
stakeholders towards women & girls’ inclusion in the Energy space. 

2. The charter is for all energy players in the African space across the entire value chain of 
Energy services. 

3. The charter is focused on taking action that will make a real difference in accelerating women 
and girls’ inclusion. 

4. It is designed to foster an improved culture and sense of responsibility towards gender 
perspectives. 

5. Signatories are at liberty to choose the best way to meet the charter commitments. 

6. The charter should be signed by a named person with a decision-making capacity to 
implement charter commitments. 

7. Reporting on commitment progress by each signatory is not aimed at being intrusive but 
focused on measuring overall progress in improving gender inclusion in the African Energy 
space. 

 

Benefits of Signing up the Charter 

 

1. Signing up to, the Gender Charter enables signatories to make a public statement of their 
commitment to improving gender inclusion in their efforts to contributing to the sustainable 
development goals. 

2. Charter signatories become part of a community committed to accelerating gender inclusion 
that will champion, develop and share best practices toward SDG actualization. 

 

Charter Commitments 

 
In signing this charter, I /we commit to take and assign responsibility where needed for meeting 

charter commitments. Signatories to the charter will commit to: 
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Charter Commitments 
In signing this charter, I /we commit to take and assign responsibility where needed for meeting 

charter commitments. Signatories to the charter will: 

1. Strive to promote gender equality and inclusion of women and ensure their communications 
support this through all organizational levels. 

2. Contribute to gender inclusion in the transition to cleaner & renewable energy in Africa by 
lending their voices and innovations when needed. 

3. Make themselves available to inspire and sponsor girls to study STEM by working with 
schools and colleges. 

4. Develop and implement initiatives that will support women in leadership and career growth 
to decision-making positions. 

5. Champion the increase in several women at the decision-making level in their organization 
and the general society. 

6. Integrate a system that ensures gender-disaggregated data in every project and obtain the 
same to inform interventions developed. 

7. Design project and contract awards to include pre-requisites such as gender balance and 
mainstreaming. 

8. Support Women in Energy entrepreneurs to build their capacity to access green financing 
and opportunities. 

9. Become advocates against workplace and societal gender-based violence in all its shades. 

10. Develop and implement interventions that empower women and girls to increase agency 
and economic decision-making capacity. 

11. Contribute to helping Women Energy entrepreneurs get access to funding inclusive of 
women in the last mile or hard-to-reach communities in Africa. 

12. Contribute to sharing of practical approaches, best practices and data that can promote 
actualization of the Sustainable Development Goals by 2030. 

13. Commit to developing and implementing advocacy and awareness programs that take this 
agenda forward in a meaningful way and reflect the opinion of women as energy access 
partners. 

14. Regularly review areas of organizational and company policies, and practices with a gender 
inclusion lens e.g., recruitment, retention and promotion practices. 

15. Report progress against charter commitments every 2 years to the Gender Charter 
Organizing partners (WIEN and REAN). 

 

___________________ 

Signature & Date
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Report on Progress 
 

Charter signatories will be asked to complete a short online baseline survey when they sign up and 

another online survey every 2 years. WIEN/REAN will use this information to compile an overall 

progress report to enable signatories to regularly track its progress in improving the gender 

inclusion agenda. 

 

The report will contain aggregated data and individual charter signatories will not be identified. The 

only exception to this is where consent has been given for case studies describing practical action 

taken to improve gender inclusion. 
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