














Ensure the health,
safety and well-being
of all women and
men workers.

K P < & ] [

Principle 1 Principle 2 Principle 4 Principle 5 Principle 6 Principle 7

Gender Equality in the Renewable Energy Industry

Principle 3
ENSURE THE HEALTH, SAFETY AND WELL-BEING OF ALL WOMEN AND MEN WORKERS

Principle 3 encourages employers to establish policies that eliminate all forms of violence and harassment at work and offer support services for survivors of violence and harassment.
It calls for the training of security staff and managers to recognize signs of violence against women, human trafficking, labour and sexual exploitation.

Companies and organizations are encouraged to ensure all workers, including part-time, short-term and contract workers, have equal access to health insurance. Workers’ right to time
off for medical care and counselling for themselves and their dependents should be respected. Employers should provide safe working conditions and protection from exposure to
hazardous materials and disclose potential risks, including to reproductive health, and address safety and security issues, including traveling to/from work and business trips.

RECOMMENDATIONS

The health and safety of women workers in the energy sector can be protected by companies and organizations in
the following ways:

+ Develop separate and sufficient facilities and accommodations for women working in field roles to address their
safety and security needs including providing adequate lighting, uniforms and on-site-health facilities.

+ Consult both all employees on the design of their workspace to address their specific needs.

* Provide tools, equipment, safety devices and required clothing fitted and sized
appropriately for women.

+ Design and implement health and safety policies that adequately address the
needs of parents, including health and safety workplace examinations for
expecting mothers and parents.

* Provide accessible and confidential channels to report cases of sexual harassment.
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Principle 4
PROMOTE EDUCATION, TRAINING AND PROFESSIONAL DEVELOPMENT FOR WOMEN

Principle 4 calls on companies and organizations to invest in workplace policies and programmes that open avenues for women’s advancement at all levels and across all business areas.
This includes ensuring women can enter perceived non-traditional job fields and revenue generating roles, and have access to all company-supported education, training programmes,
and networking opportunities. Providing dedicated training and professional development that empowers women ensures they have the tools and skills necessary for advancement
in the workplace.

The Principle further emphasizes the importance of holding sexual harassment and unconscious bias training and raising awareness on corporate gender equality policies and action plans.

RECOMMENDATIONS

Companies can organize company-wide training on gender bias?®> and workshops to engage men as allies
and champions for gender equality.?® Trainings can help raise awareness and present tangible strategies
to advance gender equality, tackling both conscious and unconscious bias, and stereotyping in the
workplace.

Motivating girls and young women to choose STEM education and women to pursue their careers in the
energy sector needs to be a key strategy. Effective actions include:

* Sponsor girls and young women'’s internship opportunities.

Ensure women and girls’ equal access to professional industry-specific networks. "

Offer mentorship, skill building and training opportunities and for women throughout their careers.?”
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Implement enterprise
development, supply
chain and marketing
practices that
empower women.
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Principle 5
IMPLEMENT ENTERPRISE DEVELOPMENT, SUPPLY CHAIN AND MARKETING PRACTICES
THAT EMPOWER WOMEN

Principle 5 encourages companies and organizations to require business partners, contractors and suppliers to adopt the WEPs. It also advocates for signatories to establish
supplier diversity programmes that actively seek to expand business relationships with women-owned and women-led enterprises and support their access, while also supporting
gender-sensitive solutions to advance women'’s access to financial products and services. It is important for companies and organizations to remain accountable for gender equality
in supply chains by ensuring that products, services and facilities are not used for human trafficking and/or labour or sexual exploitation.

Companies can further reduce harmful gender-based stereotypes in all media and advertising by depicting all people as empowered individuals with progressive, intelligent and
multi-dimensional personalities.

RECOMMENDATIONS
Companies can collect sex-disaggregated data with strong ‘(‘ Efforts to source from women-led businesses can include:
attention to intersectionality that highlights trends or changes ‘/
in womerj’s partmpa@on inthe globa.\ supp\_y Chalﬂ: Such * Proactively recruit women for procurement roles, including by appointing them to
data can m(_:lud_e, for instance, domest_m: and mtemanona\_ Q managerial and executive procurement positions. 2
transportation, import/export facilitation, materials handling, O
testing and logistics to help assess gaps and identify * Provide training to strengthen the female talent pool and women'’s leadership in
opportunities. supply chain management and procurement.?®
' * Award a certain share of contracts to ‘preferred firms’ - gender-responsive
companies and women-owned businesses - and communicate openly about it.3°
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Principle 6
PROMOTE EQUALITY THROUGH COMMUNITY INITIATIVES AND ADVOCACY

Principle 6 calls on companies and organizations to lead by example by showcasing concrete actions to advance gender equality and women’s economic empowerment. It asks them
to leverage influence, alone or in partnership, to advance gender equality and collaborate with business partners, suppliers and community leaders.

Working with community stakeholders and officials to target discrimination and exploitation is a key way to open opportunities for women and girls, promote and recognize women'’s
leadership in, and contributions to, their communities, ensure their active participation in community consultation, and use philanthropy and grants programmes to support
community initiatives.

Promote equality
through community

initiatives and It is important that girls and young women are exposed to STEM subjects and insights into possible career
opportunities in the energy sector from a very young age, starting in primary school, and complemented by

advocacy. extracurricular programmes and school clubs (like Girls Who Code) developed in partnership with private
sector leaders.®! Creating marketing campaigns encouraging girls to enter STEM (like the #LikeAGirl campaign)
boosts the visibility of these sectors among young girls.*?

)
Companies can further lead and invest in community development programmes that make valuable, effective
and responsible contributions to gender equality and women’s empowerment. They are encouraged to actively
engage and consult with women and girls on their views, needs and aspirations, and to ensure that their <
voices are heard.
— <2

RECOMMENDATIONS
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Measure and publicly
report on progress
to achieve
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Principle 7

MEASURE AND PUBLICLY REPORT ON PROGRESS TO ACHIEVE GENDER EQUALITY

Principle 7 encourages companies and organizations to use the WEPs Gender Gap Analysis Tool to establish a baseline for the implementation of
the principles, as well as develop incentives and accountability mechanisms to accelerate the process. Companies can collect, analyze and use
gender statistics, benchmarks, and sex-disaggregated data with strong attention to intersectionality to measure and report results at all levels;
report annually on progress in the implementation of the WEPSs; share lessons learned and good practices in the implementation of the WEPs;

and publish them on the WEPs website.

RECOMMENDATIONS

Incorporating reporting frameworks into the internal Environmental Social and Governance (ESG) and diversity
policies that many in the energy industry use to assess their progress towards ESG standards and Corporate Social
Responsibility (CSR) goals is a crucial step to ensuring diversity and inclusion in the energy sector. The reporting
frameworks can also monitor progress towards Sustainable Development Goals.

Currently, a lack of gender-disaggregated data is masking women’s underrepresentation in the renewable energy
sector. Companies are encouraged to collect sex-disaggregated data with a strong focus on intersectionality to
better understand where the gaps are in women’s participation. Alongside employee experience surveys, such data
can help monitor a range of indicators such as promotion rates, women’s participation at various organizational
levels, and harassment complaints®®* Goals and targets for increasing the number of women from diverse backgrounds,
identities and abilities along the corporate pipeline and on boards of directors or among executive leadership can
be made public to employees, customers and vendors and local communities.
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WOMEN'’S
EMPOWERMENT PRINCIPLES

Establish high-level corporate leadership for

Principle 1 gender equality.

P . . | 2 Treat all women and men fairly at work - respect and
rmCID e support human rights and nondiscrimination.

Ensure the health, safety and well-being of all women

prmdme 3 and men workers.

Promote education, training and professional

Prl Nncl p | S 4 development for women.

Sign the Women’s Empowerment Principles
and say #WeCommit to advancing gender Principle 5 2 marketing practices that empover women,
equality in the workplace, marketplace and

community. Make today your signature
moment at weps.org

Promote equality through community initiatives

Principle 6 and advocacy.

Measure and publicly report on progress to achieve

Principle 7 gender equality.
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