
Hiring for Equity in 
Clean Energy
How energy SMEs can attract, retain, and 

advance female talent in digital jobs.
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Gender-diverse 
companies generate more 
revenue

Part 1 



Recently there has been a push in the energy sector, particularly in 

off-grid, for gender diversity and inclusion across the value chain.

historically male-dominated sector.

Funders like Shell Foundation, United States Agency for International Development, 

and the UK Foreign, Commonwealth and Development Office have made gender a 

core concern for this  Additionally, many 

off-grid SMEs see gender inclusion as key to their growth and differentiation in the

Energy SMEs in East Africa are more gender diverse than energy 

companies worldwide.

27% of full-time off-grid energy jobs are currently held by womenWhile globally only , 

we found that women typically comprise ~45% of the overall workforce and 25% of 

senior management among impact-focused East African energy SMEs. Many of 

these companies have, either intentionally or organically, increased gender 

representation in their sales and customer support team. This had led to many East 

African companies reaching close to gender parity in their large customer-facing 

teams.

In this report we refer to digital as interacting with digital technology: a digital job/role is one in which interacting with a 

computer is a core function of the job and a digital skill is some version of that interaction. The definition of digital roles is 

expanded on in Part 2.
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 found that women 
sales agents generated 45% 
more sales and 52% more 
revenue than their male 
counterparts with proper 
training.

A pilot undertaken by Value 
for Women

sdfdsfs

better business

marketplace. The importance of 

gender inclusion is primarily driven by 

an understanding that women play 

an important role in, and are often 

most affected by, household energy 

consumption decisions, and are often 

the key customers for energy 

products. As evidence continues to 

grow that more diverse firms are 

associated with   

commercial one.

outcomes, there is wide acceptance that gender equality is not only a moral 

imperative but also a 

However, there is often considerably less gender diversity in digital 

jobs, especially in roles that underpin technology development to 

expand energy access.

[1]

increased 

by 20%

Energy sector growth has been facilitated by new digital technologies, including 

ones that underlie pay-as-you-go (PAYGo) service delivery models as well as utility 

optimisation. The digital transformation of the energy sector in East Africa follows a 

global trend; investment in digital electricity infrastructure and software 

 from 2014 to USD 47 billion in 2016.

https://www.globalwomennet.org/the-role-of-gender-in-the-energy-sector/
https://www.gogla.org/resources/off-grid-solar-a-growth-engine-for-jobs
http://www.genderinclusioninenergybiz.v4w.org/
http://www.genderinclusioninenergybiz.v4w.org/
https://www.weforum.org/agenda/2019/04/business-case-for-diversity-in-the-workplace/
https://onlinelibrary.wiley.com/doi/abs/10.1111/jems.12051
https://www.iea.org/reports/digitalisation-and-energy#a-new-era-in-energy
https://www.iea.org/reports/digitalisation-and-energy#a-new-era-in-energy
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https://www.powerforall.org/application/files/8915/6310/7906/Powering-Jobs-Census-2019.pdf
https://www.gogla.org/resources/off-grid-solar-a-growth-engine-for-jobs
https://www.ncwit.org/sites/default/files/resources/ncwit_women-in-it_2016-full-report_final-web06012016.pdf
https://www.ncwit.org/sites/default/files/resources/ncwit_women-in-it_2016-full-report_final-web06012016.pdf
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Methodology

In Part 2, we lay out the digital skills 

needs of the energy sector and current 

gender representation. In Part 3, we 

analyse the labour market available to 

fill these roles, including the gender 

breakdown of the market and what 

women are looking for when applying 

for a role. In Part 4, we provide 

actionable solutions for companies to 

attract, retain, and advance more 

women in digital jobs.

Desk review 
of global 
best 
practises & 
data 
analysis of 
local data

Interviews 
and surveys 
with young 
professionals 
in digital jobs 
in energy

Interviews 
with 9 
business & 
HR leaders in 
high-growth 
energy SMEs 
in East Africa

A/B testing 
on the 
Shortlist 
platform for 
key roles



Energy companies need 
more talent with digital 
skills

Part 2 
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https://www2.deloitte.com/content/dam/Deloitte/za/Documents/energy-resources/ZA_Africa-Power-Trends_130716.pdf
http://documents1.worldbank.org/curated/pt/824821543327613420/pdf/Summary-S4YE-Digital-Jobs-Report-Executive-Summary.pdf
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 to design, troubleshoot, or improve 

underlying architecture. This can include �#���-���,� b��-���,� �#� �u��-	����

�������#	.

S���ê#�� �������#	� ��� ��������#	

 to optimise processes and product offerings. 

Historically the principal need was for bu	���		/�� analysts but increasingly 

companies are looking for people with data science backgrounds.

?�� 	������	�	� ��� ��
	�	

The energy trends outlined above translate into two critical advanced digital skills 

needs in companies:

9

by the evolution of the business model, including the company's heavy investment 

in data as key to experiment and improve products and services (e.g., pricing and 

functionality). Another company is looking to hire more data analysts that can be 

embedded across non-digital teams to ensure that data helps drive and inform all 

business decisions. These trends highlight the newly created digital-intensive and 

digital-dependent work emerging in the energy sector. Of course, with increasing 

digitalisation of work and jobs comes an increasing need for a workforce with key 

digital skills.

http://documents1.worldbank.org/curated/pt/824821543327613420/pdf/Summary-S4YE-Digital-Jobs-Report-Executive-Summary.pdf
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Some companies struggle to attract top, young talent due to a 

perception that there are not many growth opportunities in digital 

roles in the energy sector.

just 3% of digital-related job 

postings in Nairobi were for roles in the energy sector

Given that the energy sector was not historically digital-based, some companies 

note that top talent for digital roles are more interested in going to tech companies 

where they believe there is room for long-term career growth. The fact that digital 

teams in many energy companies are small and 

 does not help bolster the 

case for significant long-term opportunities to grow within the sector. When looking 

for new digital roles, growth opportunities are a key assessment factor for young 

professionals. While there is a large pool of talent that has exposure  to  digital  skills,

employers often still struggle to find talent that can hit the ground running on day 

one. Investing in upskilling new employees takes resources that many scaling SMEs 

can’t afford, making the ability to attract the strongest candidates even more 

critical.

programme

Solving the employability gap for young jobseekers will require a full suite of 

upskilling solutions, including improved education curricula, and technical, 

vocational, and soft skills training programmes. However, the feedback from 

over 700 employers across 30 countries who have worked with Shortlist to-date 

is consistent: there is no substitute for on-the-job experience. Shortlist has 

designed, developed and implemented a range of experiential learning 

programmes for young jobseekers, including graduate internships with digital 

mentorship components and structured leadership development initiatives for 

digital roles, and others. Results from these programmes are overwhelmingly 

positive, including data from one energy-focused  in Sub-Saharan 

Africa supported by the UK FCDO showing a 92% conversion rate from work 

placements to full time employment. There is a clear and present need for 

greater subsidy to catalyse and scale up more of these youth employment 

programmes, in order to reduce the financial risk for employers to create new 

positions and hire young talent with limited real world experience.

Experiential learning is a proven gateway to full time employment

https://www.mercycorps.org/sites/default/files/2020-01/Publication_IT_Skill_Gap_Report_April1_VF.pdf
https://www.mercycorps.org/sites/default/files/2020-01/Publication_IT_Skill_Gap_Report_April1_VF.pdf
https://www.shortlist.net/energy/
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Advanced digital skills 
remain in short supply, 
especially among women

Part 3 



The number of people with degrees in digital skills in East Africa 

remains low.

To address the lack of work-ready skills among graduates, many 

technical training solutions have emerged.

mismatch between universities’ curriculums and job market needs.

Despite a growing demand for digital skills, the number of students graduating 

from universities with relevant degrees remains low. In 2020 fewer than 200 people 

(~2% of graduates) graduated from from the School of Computer Science at the 

University of Nairobi. Even among those that graduate, many companies highlight a 

 For example, 

one of the companies that we interviewed mentioned that they struggled to find 

software engineers well-versed in product development on Android as this is not 

taught in Kenyan universities.

 includes 18 with 

technology-focused programmes; these include , ,  and 

 which offer targeted training to entry level professionals on software 

development and data analysis. Programs like  in Kampala specifically 

work with companies to design a curriculum based on industry standards and 

needs to train tech talent. However, these programmes still only reach a small 

number of people; Andela admitted over  

before training closed, while Akirachix has graduated  women since 2010.

Shortlist’s mapping of upskilling training options

Andela Moringa School ALX

Akirachix

Refactory

20 cohorts of 12-15 developers each

247

15

"I didn’t learn about Power BI on campus, I didn’t know 
Excel could do some of the things it does...I don’t feel like 
campus gave me the opportunity to delve into the skills 

needed for the market and develop a career path."

Female data analyst

“

https://www.mercycorps.org/sites/default/files/2020-01/Publication_IT_Skill_Gap_Report_April1_VF.pdf
https://shortlist.net/learn-skills-online-and-offline-in-kenya/
https://andela.com/
https://moringaschool.com/
https://www.alx.app/
https://akirachix.com/
https://www.refactory.ug/
https://www.brightermonday.co.ke/blog/working-at-andela-kenya/#:~:text=Andela%20Kenya%20has%20been%20in,are%20placed%20in%20a%20cohort.
https://blogs.afdb.org/economic-growth/african-women-stem-kenya%E2%80%99s-akirachix-bold-mission-train-women-technology-317


Many of the job candidates for digital jobs are entry to mid-level 

programmers, designers, and data analysts.

These roles are becoming increasingly critical in the energy sector, as they drive 

improved product offerings and underpin enhanced credit models, among other 

applications. While only some companies mentioned struggling to hire software 

engineers, the fact that 53% of job postings were for software engineers but only 15% 

of candidates reported having those skills highlights a potential remaining 

mismatch between skills and jobs. Conversely, while 16% of jobs were for 

data-focused roles (typically for energy companies this is business/data analyst 

roles), 39% of job candidates have a self-reported data background.

[2]

The demand analysis looked at skill requirement and function classifications of job descriptions for roles posted in Kenya 

on three job boards and the candidate analysis looked at role function based on classifications of current job titles of 

Kenyans with 0-4 years of work experience.

2

Software 

Engineering

15%
53%

39%
16%

32%
14%

2%
8%

8%

6%

1%
2%

Data

Design

Product

Video Editing

Sales operations

3%
1%

Cyber Security & Cloud 

Technology

16

Candidates 

*Note that this analysis is based on self-reported skills. For example, the data suggest that there is a surplus 

of data and design talent, as evidenced by individuals who self-report to have those skills. However, 

employers clearly indicate that they struggle to find talent in these functions with the level and quality of 

expertise needed to meet their needs. This points to a potential significant gap between actual employer 

skills requirements and the skill levels that candidates actually possess.

Jobs

Distribution of digital jobs candidates on LinkedIn vs distribution of advertised jobs 

on job boards in Kenya* 



only 18% of participants enrolled

only 25%

subsidised its fees by 50%

WISE4Afrika

Women in Tech - Nairobi Women in Data

There are few women enrolling and graduating in courses relevant to digital jobs 

from universities; less than 22% of students graduating with a Bachelors in 

Computer Science at the University of Nairobi in 2020 were women. One woman 

with a degree in computer science we spoke with stated that she felt grateful that 

her parents supported her choice of degree as many of her peers were not so 

lucky, and she had friends that ultimately chose non-STEM degrees due to family 

pressure. In 2016,  in the Software Engineering 

programme at Andela were women, and in 2017,  of students enrolled in 

different programmes at Moringa School were women. In an effort to address these 

challenges, some organisations have taken measures to drive enrollment of 

women into these programmes. In 2017, Moringa School held its first women-only 

bootcamp and , while Andela admitted an all-female 

cohort to encourage inclusivity. Additionally, there are female professional 

networks to ensure mentorship and peer support including Microsoft’s  

at Strathmore, , and . However, these 

networks still remain small; one woman we spoke to noted that Women in Tech was 

getting so few attendees at events that they decided to open it up to men as well.

Data from LinkedIn candidates 

highlight the gender disparity in 

young professionals in digital jobs. 

Among candidates with 0-4 years of 

experience in data, just 35% of them 

were women, which is relatively high 

compared to software engineering 

where just 15% of candidates are 

women.

Women are significantly underrepresented across degree 

programmes but there are intentional efforts by complementary 

programmes to admit women.

While efforts are underway to increase the pipeline of qualified 

women candidates, the sector continues to be male-dominated.

[3]

To fully address the issue of the skewed pipeline and societal norms that lead to occupational segregation, actions at 

the household and school level are necessary, but in this report we are focusing primarily on the actions the private 

sector can take given the skewed pipeline. 

3

17

<22% of computer science 
major at UoN are women; one 
grad stated that she was 
grateful that her parents 
supported her choice of degree 
as many of her peers were not 
so lucky.

Among candidates in data roles, the most common by far are data analysts (59%), 

followed by business analysts (19%), but applicants with more technical skills such 

as data scientists were far less common. As noted in the section above, companies 

indicated product managers were challenging to hire for and while 8% of jobs were 

product-focused, just 2% of candidates were in product roles. 

https://edition.cnn.com/2016/03/24/africa/andela-all-female-team/index.html
https://moringaschool.wordpress.com/2017/10/23/moringa-school-womens-boot-camp/
https://moringaschool.wordpress.com/2017/10/23/moringa-school-womens-boot-camp/
https://www.microsoft.com/africa/4afrika/wise4afrika.aspx
http://www.womenintechafrica.com/
https://www.meetup.com/Nairobi-Women-in-Data/
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While typically men and women look for the same job 

characteristics, women are more likely to value flexibility in where 

they work.

disproportionately fall on womenAs we know, family obligations , and flexibility 

enables women to meet those demands without compromising their work. 

Covid-19 has highlighted just how many jobs can be done remotely, or at least with 

more flexibility in working locations. Considerations for these specific and complex 

gender norms can help to start to find ways to increase gender diversity and 

inclusion in the workforce.

20

"I didn't know about off-grid, I was just looking for 
employment. I've learned, this space, it is about making 

people's lives easier - giving the opportunity to have light."

Female data analyst

“

https://get.shortlist.net/enabling-career-advancement-for-women-in-kenya


Actionable steps 
companies can take to 
attract and retain women

Part 4 



Most impact-focused companies we spoke with want to increase 

gender diversity, but often don’t know where to start.

1. Measure current status of gender diversity and inclusion, set targets, 

and track results

60% 

said they would prefer to hire a man versus a woman.

believe men are 

better at 8 out of the top 10 skills needed in white collar work.

SMEs face a number of challenges in making gains especially within what is often a 

resource-constrained environment. Challenges range from a skewed pipeline to 

implicit bias, a complex web of gender norms, and even explicit bias.  Of people 

hiring in Kenya that assess personal characteristics in recruitment decisions, 

 In addition, employers who 

believe there are differences in skills between men and women 

 Up against this range 

of challenges, there are actionable steps for companies to work towards gender 

equity. While there is a long list of potential solutions, below we’ve outlined the top 

five evidenced-backed ways for SMEs to start tackling these challenges.

[5]

in companies where 1 in 10 executives were women, 

50% of men thought women were well represented

Perceptions can be deceiving; 

. Data are a powerful tool to start 

the conversation about change and below are a few, easy-to-measure data points 

that can be used to measure where the company is today, set annual targets, and 

continue to track each year.

22
Bias encompasses discriminatory behaviors or merely attitudes based on assumptions, stereotypes, and prejudice, and 

can be explicit (i.e., a clearly stated preference for one gender) or implicit (i.e., unconsciously affecting choices and 

actions).

5

http://documents1.worldbank.org/curated/en/295641532463546573/pdf/128788-STEPESKenyaWorkingPaperFinalMayFULL.pdf
http://documents1.worldbank.org/curated/en/295641532463546573/pdf/128788-STEPESKenyaWorkingPaperFinalMayFULL.pdf
http://documents1.worldbank.org/curated/en/295641532463546573/pdf/128788-STEPESKenyaWorkingPaperFinalMayFULL.pdf
http://documents1.worldbank.org/curated/en/295641532463546573/pdf/128788-STEPESKenyaWorkingPaperFinalMayFULL.pdf
https://www.washingtonpost.com/news/on-leadership/wp/2017/10/10/a-surprising-number-of-men-think-women-are-well-represented-when-just-1-in-10-executives-is-female/
https://www.washingtonpost.com/news/on-leadership/wp/2017/10/10/a-surprising-number-of-men-think-women-are-well-represented-when-just-1-in-10-executives-is-female/
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An example of staff diversity 

from Mkopa’s landing page on 

the Shortlist platform

An example of showing women in 

diverse roles from Sistemabio’s 

landing page on the Shortlist 

platform.
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clear career paths and perceived opportunities for growth 

increases employee engagement and reduces turnover. 

 Men 

and women early in their careers in digital jobs in energy companies feel 

well-supported in their roles but don’t feel they have people they can turn to for 

career advice. For technical and non-technical work-related questions, these 

young professionals typically turn to their peers in the company, in addition to the 

internet and managers for technical questions. However, for career advice, there 

was less of a consensus on people or places this group turned to for support. Close 

to 75% of women typically speak to a family member or friend working in the same 

occupation. As we know, 

Support high-potential women with career mentorship and ensure conversations 

are happening about the potential for career growth within the organisation.

5. Sponsor and intentionally development top talent

All the companies we spoke to currently offer flexibility in hours and location but 75% 

of them only started as a result of Covid-19. Companies have the unique 

opportunity to build more flexibility into their policies. As they weigh the costs and 

benefits of future working structures, the importance of flexible work arrangements 

in retaining women should not be overlooked.

Retaining top female talent also requires ensuring some basic policies (e.g., sexual 

harassment, parental leave) and thinking about physical spaces (e.g., expressing 

rooms, easily accessible female bathrooms). We haven't covered these in more 

detail here as all of the companies we spoke to already have these in place.

Strongly disagree Disagree Neutral Agree Strongly agree

Views of young professionals in digital jobs at energy companies regarding job 

and career support

If I am struggling in my role, I have people I 

can turn to for support

I feel supported and encouraged by my team 

members and manager

I have people I can turn to for career advice

0% 20% 40% 60% 80% 100%
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Women without sponsors are three 

times more likely to be on the verge of quitting

Thomson Reuters and the Anita Borg 

Institute found that women participating in a career coaching programme were 

two times more likely to be promoted than a control group.

To support career growth and ultimately increase advancement and retention, 

companies should actively promote sponsorship. A sponsor is a senior-level 

employee who acts as an advocate for an employee, and uses their own power 

and reputation to “go-to-bat” for their protégé. 

 and that with a sponsor, women in 

science, engineering, and technology roles were 70% more likely to have their ideas 

endorsed and 200% more likely to have their ideas implemented. More importantly, 

those with sponsors are more likely to be promoted and have increased 

confidence. A partnership study between 

the 

everyday, subtle, intentional — and oftentimes unintentional — interactions or 

behaviors that communicate some sort of bias toward historically marginalised 

groups” 

Sponsors can also help women navigate the microaggressions they are likely to 

face, particularly in male dominated digital fields. Microaggressions or “

are commonly faced by underrepresented groups. Typically this can look 

like:

It’s "up to me to prove every time that I am [capable]."

Female software engineer 

in the energy sector

“

Microaggression Underlying gender stereotype

A woman is expected to adopt female stereotypic 

roles (e.g., being the secretary), whereas men adopt 

leader or technical expert roles.

Women primarily support men's work in the digital 

field and should take on roles that are considered 

to align with their assumed skills.

A woman's idea is ignored, yet accepted when 

repeated later by a man.

Men are more credible sources of good ideas in 

digital roles than women.

A woman is mistaken for someone in a lower level.
Women are not skilled in digital-advanced skills 

and won't be in high-level digital-intensive roles.

A woman engineer is told that she doesn't "look like" 

an engineer.

Only men are expected to be engineers.
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Gender-Based Microaggressions in STEM settingsTable adapted from 

https://hbr.org/product/the-athena-factor-reversing-the-brain-drain-in-science-engineering-and-technology/10094-PDF-ENG
https://hbr.org/product/the-athena-factor-reversing-the-brain-drain-in-science-engineering-and-technology/10094-PDF-ENG
https://hbr.org/product/the-athena-factor-reversing-the-brain-drain-in-science-engineering-and-technology/10094-PDF-ENG
https://hbr.org/product/the-athena-factor-reversing-the-brain-drain-in-science-engineering-and-technology/10094-PDF-ENG
https://hbr.org/product/the-athena-factor-reversing-the-brain-drain-in-science-engineering-and-technology/10094-PDF-ENG
https://www.npr.org/2020/06/08/872371063/microaggressions-are-a-big-deal-how-to-talk-them-out-and-when-to-walk-away
https://www.npr.org/2020/06/08/872371063/microaggressions-are-a-big-deal-how-to-talk-them-out-and-when-to-walk-away
https://www.npr.org/2020/06/08/872371063/microaggressions-are-a-big-deal-how-to-talk-them-out-and-when-to-walk-away
https://www.npr.org/2020/06/08/872371063/microaggressions-are-a-big-deal-how-to-talk-them-out-and-when-to-walk-away
https://quod.lib.umich.edu/cgi/t/text/idx/c/currents/17387731.0001.101/--gender-based-microaggressions-in-stem-settings?rgn=main;view=fulltext
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Energy SMEs in East Africa are already doing better than many of their global 

counterparts in terms of gender diversity. The growth of digital roles in the energy 

sector presents an opportunity for these companies to continue to stay ahead of 

the curve. Attracting and retaining the best talent has become an even greater 

priority as energy SMEs require more advanced digital skills to fill their roles. 

Companies will need more than just passive recruiting, bootcamps, and training 

programmes. The commitment to gender equality must start from the top, with 

buy-in from leadership to measure and formalise targets. Adjusting the hiring 

process will not only increase the number of female applicants but also ensure that 

these companies are able to hire and retain top employees. Providing clear career 

growth opportunities, sponsorship and mentorship, as well as offering location and 

time-based flexibility can help energy SMEs increase inclusive advancement and 

retention. Through a deepened understanding of the skills needed for digital jobs, 

as well as the tools laid out in this report, energy companies can avoid the pitfalls 

that other digital ecosystems have faced and ensure that gender diversity 

continues to not only be a priority but a reality.

www.shortlist.net

Shortlist is a leading talent company operating across Africa and India,  connecting 

skilled professionals to great careers. With offices in Nairobi, Mumbai, and 

Hyderabad, Shortlist sources and screens high performing talent using proprietary 

technology and its team of recruitment professionals. Providing both executive 

search services and mass recruitment solutions, Shortlist has worked with over 700 

employers globally, placed thousands of candidates into jobs in over 30 countries, 

and screened over 1 million candidates since launching in 2016.

Layla O'Kane, Rachel Levenson (Open Capital), Eva Wacera (Shortlist), Genevieve 

Goulding (Shortlist)

Illuminating the path forward 
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Open Capital is a management consulting and financial advisory firm that drives 

growth, enables investment, and builds markets across Africa. We help businesses, 

investors, development partners, and the public sector to identify opportunities and 

deliver unique, impactful solutions. Our mission is to advance African economies 

and build future generations of business leaders. Since 2010, we have completed 

800+ engagements across 20 countries in Sub-Saharan Africa.

About Open Capital

www.opencapital.com

https://shortlist.net
http://www.opencapital.com
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