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Abstract

In 2009 women made up half of the workforce in the United States1, and in the 2008-2009 academic year received more PhDs than men.2 At the same time, women account for only 2.2% of Fortune 500 CEOs.3 And 
52% of women in technology-related fields leave for reasons including workplace hostility and isolation.4

How are women faring in the workplace? In the renewable energy field?  This is an early effort to better understand the demographics across the variety of sectors that make up the wind field through polling of the 
participants at WoWE events and surveying of the AWEA HR working group. 

Reviews of recent studies and research on the topic of women in management make the business case for bringing more women and minorities on board and diversifying decision-making.

Case studies from businesses in other industries highlight best practices that could potentially be implemented by companies in the renewable energy field.  As the Department of Energy seeks to create a roadmap for 
expanding the wind workforce to meet the potential of 20% wind by 2030 it will be critical to understand where we are starting and increase the conversation about how we can recruit and retain more women throughout 
the field.

www.womenofwindenergy.org
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WoWE’s mission is to promote the education, professional development, and advancement of women 
to achieve a strong diversified workforce and support a robust renewable energy economy.

Context and Latest Research

Our Approach

Our Results Case Study/Best Practices

“Well, if you’re not fully utilizing half the talent 
in the country, you’re not going to get too close 
to the top ten.” 
– Bill Gates, speaking in Saudi Arabia5

The World Economic Forum put the same idea in slightly different language.  
―The most important determinant of a country’s competitiveness is its 
human talent—the skills, education and productivity of its workforce. Women 
account for one-half of the potential talent base throughout the world and 
therefore, over time, a nation’s competitiveness depends significantly on 
whether and how it educates and utilizes its female talent.‖6

While many of us would like to believe that the story of the United States is 
different, and in many ways it is, the fact remains that we continue to 
under-utilize half of our workforce, even in the field of renewable energy.  
Data from the US Government Accountability Office (Table 1) shows this for 
sectors closely related to renewable energy.

Increasingly research is showing that it is not only the total percentage of 
women in a particular field that matters, but the number of women at 
decision making levels can be critical as well.  Diversity on boards and 
executive teams has been correlated with financial performance.

In its 2007 report, The Bottom Line: Corporate Performance and Women's 
Representation on Boards, Catalyst found that Fortune 500 companies with 
more Women Board Directors (WBD in chart below) significantly out 
performed companies with the least Women Board Directors in Return on 
Equity, Return on Sales, and Return on Invested Capital. (Chart 1)  
Additionally companies with three or more women on the Board of Directors 
posted stronger than average results in those three same categories of 
financial performance.8
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• Reviewed existing data and other global surveys
• Chose World Economic Forum Corporate Gender Gap survey and 

report as initial model survey
• Adapted survey questions as necessary for renewable energy and 

specific WoWE needs and interests
• Surveyed attendees of our Leadership Forum: Encouraging a New 

Leadership Model for Wind Industry Success held in November of 
2010 alongside the AWEA Fall Symposium.

• Surveyed AWEA HR Working Group.
• To date we have received responses from 22 companies and those 

are the results relayed in this poster.

TO ADD YOUR COMPANY PLEASE CONTACT US!

Next Steps

Across the companies that responded, 25% of all Full Time Employees are 
Women

This was our first attempt at collecting this information and working toward 
a better understanding  of women in the renewable energy field.  As we 
continue to collect this data and collect more of it some specific things that 
we would like to try to determine include:

• The total number of women working in the wind field as 
well as in other renewable energy sectors.

• The total number of women at different levels as well as in 
different areas of expertise.

• Trends over time to see how the roles and proportion of 
women in the field are changing.

• Retention levels across sectors.  As a field are we keeping 
the women we have recruited?

• How wind and other renewable energy fields compare to 
the larger energy field in the US.

• How does the US compare to the global renewable energy 
field.

In 1993, after noticing a high rate of attrition among female employees 
Deloitte started the Women’s Initiative (WIN) to accelerate the retention and 
advancement of women.  In the years since Deloitte has gone through a 
major cultural shift from what they call ―ladder thinking to lattice thinking.‖  
This has resulted in some dramatic successes including an increase in women 
corporate officers from none in 1993 to 21 in 2009, an increase in women 
partners, principals, and directors from 97 in 1993 to 1,126 in 2009, and 
finally a drop in turnover among women from 7% to 0.5%. 9

―Lessons from Deloitte’s Women’s Initiative:

Make sure senior management is front and center. To overcome the 
resistance of partners, the CEO actively led the Women’s Initiative. He 
put his own reputation on the line.

Make an airtight business case for cultural change. Emotional appeals 
weren’t going to be enough. We had to document the business 
imperative for change before we could justify the investment and effort 
that the initiative would require.

Let the world watch you. We appointed an external advisory council and 
told the press about our plans. They wouldn’t let the initiative be another 
―program of the year‖ that led nowhere.

Begin with dialogue as the platform for change. We required everyone 
to attend intensive workshops to reveal and examine gender-based 
assumptions in mentoring and client assignments.

Use a flexible system of accountability. We first required local offices to 
measure their efforts with women professionals. Next, we worked with 
the office heads to select their focus areas for change under the 
initiative.

Promote work-life balance for men and women. Policies for flexible 
work arrangements and lighter travel schedules not only eased the strain 
on busy professionals but also helped open our corporate culture.‖10

Across the companies that responded, 11% of all Senior Level Management 
roles were held by Women

As noted in the case study flexible work arrangements can help keep talent 
in the pipeline and provide important value to women and men as well as 
the companies they work for.

Across the companies that responded to our survey:

• 59% offer flextime/flexible working hours
• 50% offer remote/distance working
• 14% offer Part-time work options

Table 1. % Women (2007) 7

Sector Managers Non-Managers

Transportation
and Utilities

27% 25%

Manufacturing 23% 31%

Construction 12% 10%


