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Modern RE Context: Barriers to Entry, Retention

Advancement
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Wind Energy Context: Barriers to Entry, Retention and Advancement (&%
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Conclusion

VEINEIuIhI: 8l cender in energy sector frameworks at all levels

Gathering and reporting of gender-disaggregated data is crucial.

training and skills development

There is a need to adapt curricula and strengthen mentoring for women.
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In the access context, efforts beyond skills and training include access to
financing and markets.
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Strengthening the visibility of the diverse roles of women and helping them
become agents of social and economic transformation influence perceptions of
gender roles.
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The way forward: Engendering the global energy
transition
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Advancing equality and diversity in the energy
sector is a compelling proposition. Establishing
gender as a pillar of energy strategies will produce

a swifter and more-inclusive transition while
accelerating the attainment of multiple
Sustainable Development Goals



http://www.irena.org/solargendersurvey
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Thank you!

Gender@irena.org
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