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Foreword by EBRD 

The EBRD recognises gender equality as a key driver 

for sustainable transition and inclusive growth 

across its region. Through investment projects, 

policy engagements and technical assistance, the 

Bank directly supports Sustainable Development 

Goal 5 on gender equality with activities designed to 

strengthen womenõs access to economic 

opportunities and integration into labour markets. As outlined in EBRDõs Strategy for the Promotion of Gender 

Equality (2016-2020) and the Economic Inclusion Strategy (2017-2021), these activities include, for 

example, the introduction of high-quality work-based learning programmes, mentorship schemes and Equal 

Opportunity Action Plans (EOAP) to address human capital development challenges of our clients. 

In Kazakhstan, the EBRD is working with companies in the male-dominated sectors of power and energy to 

promote equal opportunities for women and men in the workforce. For instance, as a result of this 

engagement, the Chair of Samruk-Energy signed the UN Womenõs Empowerment Principles, in line with the 

objectives of the companyõs EOAP. This report shines the spotlight on companies, such as Samruk-Energy, 

that are supporting womenõs increased participation in the power and energy sector through the adoption of 

STEM (science, technology, engineering and maths) Ambassadors programmes, internal targets for diversity 

or flexible work arrangements. 

However, this study also sheds light on the obstacles women face both within and in entering the energy 

sector. The results are based on a detailed labour survey covering the period 2016-2019, where 36 

companies shared workforce data, providing information on more than 55,000 workers in each data year 

and all subnational regions. In the study period, while the number of male employees remained relatively 

stable, the number of women employed in the sector declined by 14.3%, which means a net loss of 2,174 

female employees. 

Moreover, less than 12% of all women in the sample are employed at management level, whereas 16% of 

male employees are in management roles. Womenõs share of employment is also lowest among older 

workers. This is important as senior managers are typically drawn from this experienced employee cohort. It 

is also noteworthy that turnover rates for women are consistently higher than the rates for men, suggesting 

that efforts to increase womenõs representation in leadership roles will need to focus on retention of 

experienced women at the mid- and late-career stage. 

This study will inform ongoing policy engagements in the country, as the EBRD continues to support the 

Government and the National Commission for Women Affairs, Family and Demographic Policy under the 

President of Kazakhstan in achieving the objectives of the Action Plan for 2020-2022. In this context, the 

EBRD will continue to foster the active engagement of the private sector in promoting gender equality and to 

support the government to eliminate legal barriers to womenõs equal opportunity in employment. 

In particular, the EBRD will continue to support the government to reduce and eliminate regulatory restrictions 

on womenõs employment in certain occupations and types of work. Such restrictions not only reduce the 

employment opportunities available to women, but they also reinforce stereotypes about womenõs and menõs 

traditional areas of interest and aptitude. Current regulations prohibit womenõs employment in 212 

occupations and/or types of work, which include a significant number of professions relevant for the energy 

sector. However, with EBRD support, a 2018 revision removed 75 occupations from the prohibited list (which 
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originally included 287 jobs) on the grounds that such occupations were no longer detrimental to womenõs 

health. The EBRD intends to strengthen further its work with the government and private sector in this area. 

Finally, we would like to thank KazEnergyõs Women in Energy Club for their collaboration and support for this 

study. We look forward to ongoing cooperation in pursuit of our joint objectives to facilitate learning on best 

practices and take practical steps to promote gender equality and, more generally, the greater role of women 

in the energy sector in Kazakhstan. 

 

  

Nandita Parshad 

Managing Director 

Sustainable Infrastructure Group 

European Bank for Reconstruction and 

Development 

Barbara Rambousek 

Director, Gender and Economic Inclusion 

Economics, Policy and Governance 

European Bank for Reconstruction and 

Development 
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Foreword by KAZENERGY  

Dear ladies and gentlemen,  

Contemporary social trends demonstrate that one of the factors in 

strengthening the economy is increasing the role of women in 

society, the expansion of their business and economic activity. In 

the Republic of Kazakhstan, supporting womenõs employment, and 

gender policy development in general, is one of the priorities of 

state policy. 

Since womenõs economic potential is yet to be fully realised, 

various initiatives are underway serving to ensure more equal 

gender representation in each sector of employment. A growing 

number of studies reveal a positive relationship between the 

presence of women in leadership positions, as well as at other structural levels, and company performance. 

The energy industry is a leading sector in Kazakhstanõs economy and one in which thousands of women 

work alongside men, playing a significant role in its stable growth and development. 

As a commitment to the development of gender policy in the energy sector, KAZENERGY Association is 

implementing various activities related to the pressing issues of womenõs leadership and gender diversity, 

one of which is the preparation of this study, òThe Role of Women in the Energy Sector in Kazakhstanó. 

This is the first industry-wide gender study in the energy sector which aims to: 

¶ understand the role of women in the sector based on the data obtained (including in managerial, 

technical and other positions); 

¶ identify the economic benefits and advantages associated with increased attention to gender 

equality and equal opportunity for our companies; and 

¶ raise awareness of the specific barriers and challenges women face in the industry. 

This report provides information on the share of women's employment in the country's energy sector, 

education levels, hiring and promotion, remuneration, corporate policies and programs, best international 

and national practice on supporting women in the industry, and more. 

On behalf of the Association, I express my sincere gratitude to the European Bank for Reconstruction and 

Development, to Ergon Associates (the consultants that carried out this study), and to all companies for 

their support and participation in the study and in the preparation of this report. 

 

Bolat Akchulakov 

General Director of KAZENERGY Association
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Foreword by the Ministry of 
Energy of the Republic of 
Kazakhstan 

Dear colleagues, friends and readers, 

Life has shown that the status of women in society is one of the 

indicators of the general socio-economic development of states. 

According to national statistics and to this report, the share of 

women in Kazakhstanõs oil and gas and energy sectors is 25%, 

and their professional contribution to the establishment and development of the enterprises they work at is 

highly valuable. 

The Ministry of Energy, as one of the state executive bodies of Kazakhstan, assists in the creation of 

favourable conditions for the development of human capital and for ensuring equal opportunity and 

eliminating all types of discrimination in employment, which not only improves the atmosphere in teams, 

but also increases the return on investment in each employee in the industry. 

To ensure equal opportunity, energy companies take various measures to attract women and girls to their 

companies: undertaking targeted projects, holding special forums and conferences, creating mentoring 

programs, collaborating with higher and professional education institutions, and many other activities. 

The report presenting the results of the study òThe Role of Women in the Energy Sector in Kazakhstanó, 

prepared by the European Bank for Reconstruction and Development with the support and active 

participation of KAZENERGY members, expands our knowledge of womenõs employment in the energy 

sector of Kazakhstan. The data obtained during the study will allow us to build a more diverse and inclusive 

work environment that will meet the needs of both women and men in the oil and gas and energy sectors in 

the future. 

I would like to express my gratitude to the European Bank for Reconstruction and Development, to Ergon 

Associates (the consultants that developed this study), to KAZENERGY Association, and to all the 

companies for initiating, conducting and participating in the study. 

  

Aset Magauov  

Deputy Minister of Energy of the Republic of Kazakhstan 

 



CONFIDENTIAL EBRD/KAZENERGY: The role of women in the energy sector in Kazakhstan  

 

 

 8 

 

Foreword by NC 
KazMunayGas JSC  

Dear reader,  

Women are actively involved in all areas of social life. 

The rising role of womenõs economic potential and 

their contribution to the socio-economic development 

of the country must be noted. They are distinguished 

by a responsible approach to business and effective 

problem-solving. 

At National Company KazMunayGas, we attach great importance to the topic of gender diversity, to 

protecting womenõs rights and lawful interests, and to the creation of optimal conditions for their 

professional, creative and spiritual development. Through the introduction of new technologies and 

equipment, modernization and automation of production processes, we are creating favourable working 

conditions and increasing the number of jobs available to women. We also take other measures aimed at 

ensuring equal opportunity for women at the company, including cooperation with universities and colleges, 

holding trainings and seminars, skills upgrading courses, and developing special programs. 

This study raises relevant issues related to the active participation of women in the energy sector. The data 

obtained over the course of the study give us an idea of the conditions for womenõs professional growth 

and development in the industry. The recommendations are relevant for employers; their implementation 

will help to increase the level of women's participation in company activities at different levels. 

I am grateful to the European Bank for Reconstruction and Development, KAZENERGY Association, and 

other companies for this contribution to the development of gender diversity. 

 

         Alik Aidarbayev  

Chair of the Management Board  

National Company KazMunayGas JSC 
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Foreword by Samruk-
Energy JSC 

Dear ladies and gentlemen,  

It is my pleasure to welcome you and express my 

gratitude to KAZENERGY Association, to our 

partner the European Bank for Reconstruction 

and Development (EBRD) and its consultants 

Ergon Associates for their fruitful cooperation in 

an area as important as gender equality. This 

study will contribute to the development of initiatives on providing equal opportunities and improving 

corporate policies aimed at supporting women working in the energy sector of Kazakhstanõs economy. 

Samruk-Energy JSC joined the UN Global Compact in 2011 and follows its ten principles in its business 

strategy and activities. In June 2018, we launched a project together with EBRD and Ergon Associates, 

which led to Samruk signing a Statement of Support for the Womenõs Empowerment Principles, developed 

as a result of collaboration between the UN Global Compact and UN Women. This document assumes 

adherence to the principles of gender equality as a key element of sustainable development, as well as the 

conviction that companies providing women and men with equal opportunities are more successful and 

achieve better results. It is noteworthy that the signing of this Statement took place in March 2019, on the 

eve of International Women's Day ð March 8.  

Today, upon completion of the EBRD/Samruk-Energy project, we are pleased to state that Samruk-Energy 

JSC has an effective and productive gender equality policy, as concluded during the final meeting with 

European experts in September last year. We are also grateful to our partners for their recognition of our 

work and the significant results achieved on the implementation of the EBRD project incorporating 

international best practice to strengthen equal opportunity in Kazakhstanõs energy sector, and for their 

assurance that the company's experience will be recommended to all energy enterprises in the country. 

As the largest energy holding in Kazakhstan - currently employing about 4,700 women across its corporate 

group - Samruk-Energy JSC aims to not only develop its human rights policies, but also to focus on key 

issues related to promoting gender equality, empowering women and widening their opportunities. We have 

a strong desire to build our public profile as a modern and progressive company. 

  

Bakitzhan Zhulamanov 

Chair of the Management Board 

Samruk-Energy JSC 
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Foreword by Chevron 

Chevron supports women leadership and gender equality in 

Kazakhstan. 

I would like to express my gratitude to EBRD and KAZENERGY 

Association for publishing their important report on òThe Role of 

Women in the Energy Sector in Kazakhstanó.  As a company 

committed to fostering diversity and inclusion at all levels, Chevron 

proudly supports women in leadership and overall gender equality.   

At Chevron, we strongly believe that developing human capital by 

investing in building capacity and peopleõs talents is critical for 

getting results the right way.  A diverse workforce and inclusive 

culture strengthens our business performance, drives innovation, and leads us as to greater success both 

as individuals, and as a company.  

Chevron in Kazakhstan is proud of the development opportunities that enables every employee to take a 

leadership role.  Today over 40% of Chevron Eurasia Business Unitõs leadership team are women. In fact, 

companyõs biggest project in Kazakhstan, Tengizchevroil (TCO), is led by Eimear Bonner, TCOõs first woman 

General Director.  

Our support for women of all ages extends beyond our own internal employee development. As part of the 

companyõs social investments in Kazakhstan, we partner with local communities and support communities 

through education, business development and health with focus on creating an equal opportunity for all.  

Chevron is committed to continue supporting initiatives which help create a gender-inclusive environment 

for the benefit of businesses and communities around the world.  

Sincerely, 

 

John Baltz 

Managing Director  

Chevron Eurasia Business Unit 
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Foreword by Shell 
Kazakhstan  

Dear friends, 

On behalf of Shell Kazakhstan let me express our appreciation 

and congratulate the authors of the report on finalizing such 

an important and comprehensive research work, which 

provides a detailed analysis on the gender balance situation in 

energy and petroleum sectors of Kazakhstan. 

For Shell Kazakhstan, it has been a great honor to participate 

in drafting the report and to once again demonstrate our 

commitment to diversity and inclusion within our companyõs 

personnel. 

Shell Kazakhstan has been successfully working in Kazakhstan for more than 25 years by contributing to 

the development of the oil and gas sector by meeting the leading safety, environmental and reliability 

standards. All of this would be impossible without our talented team representing various age, ethnic, 

social, gender and other groups. 

One of our key strategies is to develop our workforce and we implement it regardless of our employeesõ 

gender. Almost half of Shell Kazakhstanõs Top Management and half of personnel are our female 

colleagues.  

We are confident that in the contemporary world women should have all opportunities for maximum 

implementation of their potential and that they are able to create value in different aspects of their activity 

equally with men and even more effectively. 

We hope that as a result of the work carried out by the report authors, there will be decisions made and 

initiatives implemented for womenõs wider involvement in solution of the most critical and complex issues 

of Kazakhstanõs energy and petroleum industries. 

We wish our Partners from EBRD and KAZENERGY Association success in promoting womenõs role in the 

economic growth of the independent country. 

 

Olivier Lazare 

Shell Kazakhstan Country Chair 
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Foreword by Tengizchevroil 
LLP 

Diversity is a core value at Tengizchevroil (TCO). Each of our 

employees brings incredible value to the workplace through the 

diversity of their experiences, ages, educational and personal 

backgrounds, and gender. We are incredibly proud of the role 

that women have played every day in contributing to the 

success of our company and the broader energy industry in 

Kazakhstan. 

That is why we are pleased to support the joint study on òThe 

Role of Women in the Energy Sector in Kazakhstanó. Our female colleagues have played a critical role in 

shaping Kazakhstanõs energy industry. This informative study underscores the importance of continuing to 

support the hiring, professional growth and development of women in energy. 

Throughout my six years of working in Kazakhstanõs energy sector, I have been most impressed by 

colleaguesõ demonstrated respect and unwavering commitment to supporting the professional 

development of women in our industry. The energy industry offers tremendous opportunities for 

professional growth and development, and I encourage women in Kazakhstan to continue pursuing careers 

in this great and rewarding profession. Work hard, be confident and aspire to leadership roles in industry, if 

those opportunities are of interest.  

I am delighted to see initiatives like this joint study that continue to shine light on the contributions of 

women in Kazakhstanõs energy sector. And I strongly support the efforts of the Republic of Kazakhstan to 

encourage and promote the leadership roles of women in business. TCO remains committed to our strong 

support for women in Kazakhstanõs energy industry.  

 

Eimear Bonner  

General Director 

Tengizchevroil LLP 
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Foreword by the Chinese 
National Oil and Gas 
Corporation (Kazakhstan)  

Dear colleagues of the energy sector of Kazakhstan, 

The EBRD/KAZENERGY experts have presented 

detailed and well-developed analytical material on the 

role of women in the energy sector of Kazakhstan. The 

research, based on statistical data and practical 

experience of the companies of the energy sector of Kazakhstan, has practical and applied importance for 

everyday work with human resources in production, which is the engine and the main factor of the 

company's achievements. An important place and role in the workforce of any enterprise belongs to women 

who, equally, and often, ahead of male colleagues, make a significant contribution to the successful work 

and achievements of companies. 

The Chinese National Oil and Gas Corporation (CNPC) participated in this project and provided data and 

materials on its own experience in promoting gender policy in Kazakhstan. In practice, implementing the 

thesis òPeople come first, and human capital contributes to sustainable developmentó, and following the 

principles of corporate culture, CNPC makes persistent efforts and a significant contribution to the training 

of Kazakhstani personnel, among which there are many representatives of the female half of the countryõs 

population. At the same time, the number of working women in CNPC is similar to the indicators of gender 

statistics of other enterprises in the energy sector of Kazakhstan and foreign countries. In this regard, we 

believe that creating a more representative talent pool will contribute to solving gender-related problems 

and to adding qualified women specialists to the staff of enterprises. 

In conclusion, I would like to thank those who initiated and carried out this project for this study on an 

important topic and developed specific practical recommendations in the field of gender policy in 

collaboration with the teams of enterprises of the energy sector of Kazakhstan. 

 

With respect and wishes for success, 

 

Li Yonghong 

General Director of CNPț (Kazakhstan)   
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Foreword by the Atyrau 
University of Oil and Gas 

Issues of gender equality are among the most pressing 

social problems of the 21st century, which is evidenced by 

the report òThe Role of Women in the Energy Sector in 

Kazakhstanó, prepared by Ergon Associates for the 

European Bank for Reconstruction and Development and 

KAZENERGY Association. This study pays particular attention 

to the training of personnel in connection with the 

involvement of girls in science, technology, engineering and mathematics (STEM) education. Providing help 

and vocational guidance in choosing technical specialties to girls at school, and then at higher education 

institutions, expands their opportunities for employment in highly profitable technical sectors of the 

economy. 

In the years since independence, Kazakhstan has made some progress in protecting the rights and 

interests of men and women. As the Rector, I observe a slight increase in the number of girls entering 

technical specialties with each new academic year. There are currently 2,123 students studying technical 

specialties at the Atyrau Safi Utebayev University of Oil and Gas, of whom 1,657 are boys and 466 are girls. 

For us, this means that there is considerable potential to increase female participation in technical 

education and in doing so contribute to expanding their opportunities for quality employment in the labour 

market. 

At the same time, our analysis of graduate employment shows that the share of graduates of technical 

specialties in the total number of graduates in employment has recently increased, with men accounting for 

the majority of those employed in their field. 

According to the latest expert estimates, energy sector specialists are among the most sought-after 

employees in Kazakhstan. Increasing the number of girls entering technical specialties will also lead to an 

increase in the pool of highly qualified graduates for recruitment. Companies that focus their recruitment 

efforts on men only and cannot provide equal employment opportunities run the risk of restricting their 

access to valuable professionals by excluding a significant portion of qualified candidates from 

consideration. 

 

Gulzada Shakulikova 

Chair of the Management Board ð Rector  

Atyrau Safi Utebayev University of Oil and Gas  
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Executive Summary 

This study aims to expand the knowledge base on womenõs employment in Kazakhstanõs energy sector, 

with a view to fuelling informed discussions among policymakers and companies on how to boost the 

representation of women in the sector. One of its key contributions is to enhance the existing statistical 

picture on women in the energy sector in Kazakhstan by providing new and more detailed quantitative data 

from companies in the sector. Additionally, it considers how energy companies in Kazakhstan can better 

support womenõs employment and leadership, by examining both the principal challenges faced by women 

in the sector and outlining examples of national and international good practice.  

Women continue to be under-represented across the energy sector in Kazakhstan, especially in leadership 

and technical roles. National survey data indicate that women account for approximately 30% of all direct 

employees in the electricity, gas, and steam subsector, and just 20% of employees in oil and gas 

production. Although these figures compare favourably to global benchmarks, it is clear that women remain 

an untapped source of talent and skills for Kazakhstanõs energy sector. 

The increased participation of women presents a potential source of competitive advantage for the energy 

sector in Kazakhstan, especially in the context of a rapidly changing global energy landscape. International 

research shows how companies that invest in womenõs employment and leadership stand to gain a range 

of benefits, including enhanced shareholder value, improved access to labour and talent, higher levels of 

innovation and team cohesion, and more robust decision-making in leadership teams.  

Womenõs participation in the energy sector is also an important matter for national policymakers, given that 

energy is a key strategic sector for Kazakhstan and an important part of the countryõs economic growth 

story since independence in 1991 . Thus, the underrepresentation of women in the energy workforce, and 

the loss of associated benefits and opportunities for company performance and growth, have broader 

significance for national economic and social development.  

The research for this study is based on four main elements: 

¶ A workforce survey of companies operating in the energy sector, providing annual workforce data 

for 2016-2019 from 36 companies operating in the energy sector in Kazakhstan, and covering 

more than 55,000 workers in each survey year (see Chapter 3); 

¶ Analysis of national statistical data from Kazakhstan and international comparator countries; 

¶ A review of legal and policy frameworks in Kazakhstan (see Chapters 2 and 6) and international 

experience (see Chapter 4) concerning the promotion of womenõs labour force participation and 

practices that aim to address barriers to womenõs employment both in the energy sector;  

¶ Interviews with a small number of companies to gain closer insight into best practices on equal 

opportunity in the sector in Kazakhstan (see Chapter 5). 

Key findings from the company survey 

¶ Women are under-represented across the workforce in the energy sector: Women account for 

approximately 25% of the total workforce in the energy sector, with little indication of significant 

positive change in recent years. The level of womenõs participation is very similar across energy sub-

sectors. 



CONFIDENTIAL EBRD/KAZENERGY: The role of women in the energy sector in Kazakhstan  

 

 

 19 

 

¶ Energy companies are missing out on female talent in their management and leadership teams: 

Women hold just 12% of senior managers and account for 17% of Board members. Womenõs share of 

employment declines progressively from non-management roles (26%), through mid-level management 

positions (20%), to senior management (12%), indicating persistent underutilization of womenõs 

potential when it comes to their professional advancement in the sector.  

¶ Women are concentrated in office-based roles, and under-represented in technical roles: Women 

account for 50% of business and administration roles, but less than 20% of technical and operational 

roles (where the greatest number of job opportunities are found).  

¶ However, when women do work in technical / operational roles, they are more likely to be higher-

skilled specialists: Women who enter technical and operational roles in the energy sector do so 

primarily at higher skill levels, especially as ôspecialist professionalsõ (engineers and similar). However, 

more than 60% of technical jobs in the sector are in non-specialist roles, where womenõs share of 

employment is just 12% (compared to 31% among ôspecialist professionalsõ). 

¶ Womenõs participation in the energy sector is lowest amongst older and younger workers: Womenõs 

workforce participation is notably lower among early-career age groups (23%), and late-career groups 

(22%), compared to mid-career age groups (26%). The drop-off in female workforce participation 

among older, more experienced workers may contribute to womenõs under-representation in senior 

leadership roles by reducing the female talent pool for senior managers. 

¶ Women in the sector have a higher level of education than men: A total of 64% of women working in 

the energy sector have advanced university qualifications, compared to 48% of men. While these data 

suggest that the Kazakh energy sector is an attractive employment option for high-skilled women, it is 

equally clear that womenõs under-representation in senior leadership roles cannot be attributed to an 

absence of qualified women. 

¶ Womenõs representation in the sector is unlikely to increase based on current recruitment and 

turnover rates: Womenõs share of new recruits is consistent with womenõs current share of the total 

workforce over the three years considered by the survey, indicating little prospect for a fundamental 

change in womenõs representation across the sector without proactive policy and practical measures 

on the part of companies and policymakers.  

¶ Similarly, survey data provide little indication of significant change over time in relation to womenõs 

share of management positions: Female share of new promotions are broadly in line with womenõs 

current share of the total workforce, while female share of promotions to management and senior 

leadership positions is below womenõs share of the ôeligibleõ employee categories. These trends 

indicate little prospect of women increasing their representation at more senior levels in their 

organisations. 

¶ Womenõs average pay is less than menõs average pay across the energy sector workforce: Womenõs 

average total pay is approximately 81% of menõs average total pay according to survey data collected 

for this study. These proportions are broadly in line with estimates from national statistical sources for 

the energy sector. These figures suggest the need for energy companies to pay further attention to 

ensuring equality in employment, including equal pay for work of equal value. 

¶ Few companies have adopted active measures to promote gender equality or have in place specific 

policies to address physical and verbal sexual harassment1: Although between 40-60% of companies 

 _________________________________________________________________________________________  
1  During preparation of this report, a draft law proposed by Members of Parliament of the Republic of Kazakhstan 

òOn Amendments and Additions to Some Legislative Acts of the Republic of Kazakhstan on Family and Gender 

Policyó was discussed at a meeting of the Interdepartmental Commission under the Ministry of Justice of the 

Republic of Kazakhstan. 
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in the sample collect and report on gender-disaggregated workforce data and have in place formal 

policies on equal opportunities, just 32% have adopted active initiatives to promote equal opportunity 

beyond statutory requirements, while only 16% have in place specific policies and mechanisms to 

address physical and verbal sexual harassment.   

Meeting the challenge 

National governments have increasingly recognised gender equality as a key factor in promoting inclusive 

and sustainable economic growth. Many governments, including the Government of Kazakhstan, have 

adopted policies and programmes aimed at increasing female labour force participation and promoting 

diversity in public and private sector leadership. For their part, leading energy sector companies ð 

internationally and in Kazakhstan ð have come to see increased gender diversity as a potential source of 

competitive advantage and are setting out to tackle the under-representation of women as a matter of 

business priority. Given the scale of the challenge involved, companies often choose to adopt an integrated 

strategy that targets progress across a range of different areas, and tackles womenõs recruitment, retention 

and progression. This report profiles the initiatives taken by five diverse energy companies: Karachaganak 

Petroleum Operating, Samruk-Energy, Tengizchevroil, China National Petroleum Corporation, and KEGOC. 

Nevertheless, despite growing recognition of the value of increasing the participation of women, there 

remain significant challenges to achieving gender equality and ensuring equal opportunity in the energy 

sector. These challenges require concerted attention from governments and energy sector companies. Key 

challenges include ongoing regulatory restrictions on womenõs employment, the under-representation of 

women in science, technology, engineering and mathematics (STEM) studies (particularly in technical and 

vocational education and training), and challenges for women in balancing paid employment and unpaid 

care responsibilities. At the same time, negative stereotypes and misperceptions can deter women from 

pursuing careers in energy or applying for technical positions typically viewed as ôjobs for menõ.  

Recommendations  

Women already play a significant role in the energy sector in Kazakhstan, but there is substantial scope to 

increase the depth and breadth of their participation. Importantly, women continue to be under-represented 

in senior management and technical and operational roles. Without proactive measures from companies 

and national government, womenõs participation in the sector will not change, as recruitment and 

promotion rates remain static over time. As such, it is necessary for policy-makers and companies to work 

together to identify effective measures to promote womenõs entry and progression in the sector, including 

in technical and operational roles, so that the sector can realise the gains of increased gender diversity.  

Recommendations for policymakers 

1. Continue the work started in 2018 on the gradual removal of statutory restrictions on womenõs 

employment in the energy sector, with a focus on reducing the list of prohibited jobs. 

2. Work to encourage higher levels of enrolment by women in STEM disciplines that are relevant to 

the energy sector, particularly in relation to higher education and TVET, but also among secondary 

school children. 

Recommendations for energy companies 

3. Seek out opportunities to collaborate and share experiences with other companies and industry 

platforms, such as KAZENERGY. 
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4. Demonstrate public commitment to increasing womenõs representation in their operations and 

the energy sector more widely. 

5. Adopt measures to increase the proportion of women in senior leadership roles and develop the 

pipeline of female talent in the industry (for example, through the inclusion of practical measures 

to support womenõs advancement among key performance indicators for technical specialists and 

managers at different levels).  

6. Develop new strategies for attracting women into the sector, with a focus on dispelling myths 

about the òunsuitabilityó of the sector for women and increasing womenõs representation in 

technical and operational roles (for example, through strengthening company outreach and 

messaging to young girls and women, as well as highlighting how technological advances are 

changing the nature of work in the sector and opening up potential new employment opportunities 

for women and men). 

7. Invest in creating safer and more inclusive working environments that respond to the needs of 

women and men alike. 

8. Introduce new technologies and techniques, modernize and automate production processes, and 

increase the number of jobs available to women as a result of favourable conditions in the 

workplace. 

Recommendations for KAZENERGY 

9. Continue to provide and expand opportunities for KAZENERGY members to collaborate, discuss 

challenges, and share good practices on womenõs employment and leadership. 

10. Engage in dialogue with stakeholders on key issues related to gender equality in the industry, 

including regulatory restrictions on womenõs employment. 

11. Monitor, to the extent possible, womenõs representation in the sector through regular company 

surveys. 
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1. Introduction  

Energy is a key strategic sector for Kazakhstan, which benefits from significant oil, gas, coal, and uranium 

reserves. The country is a net exporter of energy and one of the major producers of fuel energy in the 

Commonwealth of Independent States (CIS).2 Like other energy producing countries, the energy sector in 

Kazakhstan is facing an array of challenges, including the emergence of new technologies, fluctuations in 

oil prices, and global financial and environmental regulatory change. Retaining competitive advantage in 

this rapidly changing global energy landscape requires governments and companies to make full use of all 

the available natural, technological, and human capital resources.  

In this context, there is increasing recognition from companies and policy-makers that the participation of 

women in the labour force, especially in sectors that are traditionally male dominated such as the energy 

sector, is a potential source of competitive advantage. Women represent half the worldõs (and more than 

half of Kazakhstanõs) population and thus half of its economic and social potential. The economic and 

human development costs of persisting gender inequality are therefore significant, just as a reduction of 

the gender gap implies significant positive gains in terms of social and economic development. 

1.1 The role of women in the energy sector in Kazakhstan 

Womenõs labour force participation rate in Kazakhstan is comparatively high by international standards; an 

estimated 61% of working age women are engaged in work, compared to an OECD average of 62% (OECD, 

2017). However, women are still notably under-represented in certain sectors, including energy; according 

to official national data, women account for just 30% of employment in the electricity, gas, and steam 

sector, and just 20% in oil and gas production (see 2.3). Although these figures compare favourably to 

international benchmarks ð for example, the World Economic Forum estimates women represent just 19% 

of the energy sector workforce worldwide ð there is clearly scope to increase womenõs participation in the 

energy sector in Kazakhstan. 

The business case for an increased focus on gender diversity in the energy sector is compelling. A growing 

body of research shows that greater female inclusion in the workforce ð and especially in leadership roles ð 

offers a range of concrete benefits to companies, from an expanded talent pool for recruitment, to 

improved financial and corporate governance performance. In recognition of the performance gains 

associated with greater gender equality, leading companies have increasingly looked to develop policies 

and practices to attract more women to the workforce, and to develop and retain the most talented women 

(see 2.4).  

For policymakers, the case for increasing womenõs employment in the energy sector is equally persuasive, 

especially given the strategic significance of the energy sector to Kazakhstanõs economy and national 

development agenda. Thus, promoting gender equality in employment ð in the energy sector and beyond ð 

is not only a matter of fundamental human rights for governments, but a policy priority for ensuring 

sustainable and inclusive economic growth. In this context, the Kazakh government has put in place a wide-

 _________________________________________________________________________________________  
2  Kazakhstan holds 30 billion barrels of proven oil reserves (1.7% of global reserves) and 1 trillion cubic meters of 

natural gas reserves (0.5% of global reserves) as of the end of 2018. According to these figures, Kazakhstan has 

the second largest proven oil reserves in the CIS region (after the Russian Federation) and the twelfth largest in the 

world (BP, 2019). 
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reaching legislative and policy framework to support equal opportunities for women and men and to 

promote gender equality across social, economic, and political domains (see 2.2).  

However, despite a favourable regulatory context for promoting gender equality in Kazakhstan, and the 

increasing attention paid by energy companies to increasing their share of women in the workforce, 

significant challenges remain that require systematic and practical solutions. Womenõs participation in the 

energy sector continues to be impeded by low levels of enrolment in energy-relevant studies, particularly 

those needed for technical and operational roles, while the number of women in leadership positions 

reinforces outdated stereotypes that the sector is not suited to women. 

In order to strengthen the role of women in the energy sector, there is a clear need for better information 

and data about womenõs employment and leadership in the sector; better diffusion of guidance and best 

practices on how energy companies in Kazakhstan can support womenõs entry and progression in the 

sector; and coordinated action by companies and policy-makers.  

1.2 Scope and objectives 

This study aims to expand the knowledge base on womenõs employment in Kazakhstanõs energy sector, 

with a view to fuelling informed discussions amongst policymakers and companies on how to boost the 

representation of women in the sector. One of the main contributions of this report is to enhance the 

existing statistical picture on women in the energy sector in Kazakhstan, by providing new and more 

detailed quantitative data from companies in the sector. Although the Government of Kazakhstan collects 

gender-disaggregated employment data, there are still industry-specific gaps with respect to womenõs 

participation in management and technical occupations. 

This study also aims to consider how energy companies in Kazakhstan can better support womenõs 

employment and leadership, by examining examples of national and international good practice.  

This study is principally focused on womenõs employment in oil and gas production and processing and in 

power utility subsectors, which took active part in the survey. These subsectors currently account for a 

significant proportion of KAZENERGYõs membership.  

This study comprises seven principal sections: 

¶ Chapter 1 outlines the scope and objectives of the study and provides an overview of the 

methodology applied. 

¶ Chapter 2 outlines why the role of women in the energy sector is of critical importance for 

policymakers and companies in Kazakhstan, focusing on womenõs current participation in 

education and employment, the national policy context, the Kazakhstan energy sector in 

international perspective, and the business case for promoting gender equality for companies. 

¶ Chapter 3 provides more detailed analysis of the national situation of women in the energy sector 

based on the result of a new workforce survey of 36 energy sector companies. The final section of 

the Chapter summaries the key findings from the survey and outlines their wider implications. 

¶ Chapter 4 reviews international and local good practice on how national governments, energy 

sectoral associations, and energy companies can support womenõs participation in the sector, 

while; 
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¶ Chapter 5 presents five more detailed cases studies to illustrate best practice among energy 

companies in Kazakhstan.  

¶ Chapter 6 assess some of the key challenges relating to womenõs greater participation in 

Kazakhstanõs energy sector.  

¶ Finally, Chapter 7 sets out a series of practical recommendations for policymakers, companies 

and KAZENERGY on how to remove barriers to womenõs participation and increase their 

representation in the energy sector. 

1.3 Methodology 

The research for this study is based on four main elements: 

¶ A workforce survey of companies operating in the energy sector, providing annual workforce data 

for 2016-2019 from 36 companies operating in the energy sector in Kazakhstan, and covering 

more than 55,000 workers in each survey year (see Chapter 3); 

¶ Analysis of national statistical data from Kazakhstan and international comparator countries; 

¶ A review of legal and policy frameworks in Kazakhstan (see Chapters 2 and 6) and international 

experience (see Chapter 4) concerning the promotion of womenõs labour force participation and 

practices that aim to address barriers to womenõs employment both in the energy sector and more 

broadly;  

¶ Interviews with a small number of companies to gain closer insight into best practices on equal 

opportunity in the sector in Kazakhstan (see Chapter 5). 

The methodology for the company survey and company interviews is set out in further detail below. 

1.3.1 Company survey 

The company workforce survey was developed by Ergon in close consultation with KAZENERGY. The survey 

comprised a detailed questionnaire on a range of workforce characteristics for the period 2016-2019. 3 All 

KAZENERGY member companies and other selected energy companies (as agreed with KAZENERGY) were 

invited to participate in the survey. The invited companies included more than 80 small, medium, and 

larger private and state-owned enterprises across all major energy sub-sectors in Kazakhstan. 

Company respondents completed the survey during June and July 2019. A total of 36 companies provided 

workforce data in response to the survey, covering more than 55,000 workers in each data year. A 

summary of the survey sample is provided in Table 1. 

Although this sample cannot be considered as fully representative at the national and sector level, it 

nevertheless provides a broad cross-section of the Kazakhstan energy sector for the period 2016-2019. It 

encompasses most major energy sub-sectors (oil and gas, electric utility, renewables, coal mining), it covers 

companies with operations in all subnational regions, and it comprises private and state-owned enterprises 

with varying workforce size and scope of business activities (from highly specialised service companies with 

< 20 employees, to large multinationals with > 7,500 employees across a range of business activities in 

 _________________________________________________________________________________________  
3  Respondent companies provided annual workforce data for 2016, 2017, and 2018, and comparable data for 

quarter 1 and/or quarter 2 for 2019. 
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Kazakhstan). As such, it is reasonable to generalise key findings from the company survey to the 

Kazakhstan energy sector as a whole. 

However, the survey sample is not sufficient to draw reliable inferences about all sub-sectors. In particular, 

the sample includes only one coal mining company (of approximately 6,500 employees), while the six 

renewables companies combined account for less than 350 employees in any given survey year. As such, 

the sample provides a good basis for drawing inferences about the energy sector overall, and ð to some 

extent ð the oil and gas and electric utility subsectors. However, the sample provides only a weak basis for 

drawing wider inferences about the role of women in the coal mining and renewables sub-sectors. 

The findings presented in this Report are based on analysis of company data at the aggregate level. This 

form of analysis is appropriate in order to provide a general picture of employment in the sector overall, as 

well as to protect individual company confidentiality. 

1.3.2 Interviews with energy companies 

Additional qualitative information on the opportunities and practical challenges for women working in the 

sector was gathered during the meeting of the Executive Committee of KAZENERGYõs Women in Energy 

Club (WEC), hosted by Karachaganak Petroleum Operating B.V. (KPO) in June 2019 and discussions during 

the IV Forum of the WEC held on 25 September 2019 in Nur-Sultan as part of Kazakhstan Energy Week.  

A small number of interviews were conducted with KAZENERGY member companies between June 2019 

and October 2019 to gather examples of good practice on womenõs employment in the energy sector in 

Kazakhstan. These companies were identified on the basis of good practices articulated in their survey 

responses and in consultation with KAZENERGY. 

 

 

Table 1: Company survey 

Sub-sector Companies Workforce (total) 

  2016 2017 2018 2019*  

Oil and gas 20 35,599  33,623  33,679  32,620  

Electric utility 9 15,329  15,214  15,247  15,411  

Coal mining 1 6,424 6,305 6,486 6,575 

Renewables 6 342 335 317 319 

Total 36 57,694 55,477 55,729 55,956 

      

* As of June 2019. 

Source: Company survey. 
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2. Why womenôs employment and leadership 
matter for the energy sector in Kazakhstan 

Sustainable and inclusive development relies on providing equal opportunities to women and men in 

education, employment, and leadership across all sectors of the economy. Ending gender discrimination 

and reducing barriers to womenõs more equal participation in the economy is not only a question of 

fundamental human rights, but it is also key to ensuring more sustainable and stable growth: women and 

girls represent half the worldõs population and thus half of its economic and social potential. The economic 

and human development costs of ongoing gaps in gender equality are significant, as are the potential gains 

in closing them, at both the macroeconomic and enterprise levels. Increasing womenõs employment and 

leadership in high value sectors such as energy is therefore a priority issue for both governments and 

energy sector companies. 

2.1 National context: womenõs employment and education 

Gender gaps in labour force participation are low in Kazakhstan; there is relatively high level of womenõs 

labour force participation (61%), compared with the OECD average of 62% (OECD, 2017). Nevertheless, 

there are still important differences in labour market outcomes for women and men. Women are still under-

represented in higher paid sectors such as energy, and over-represented in traditionally female ð and 

typically lower-paid ð sectors such as healthcare and social services, education, and hospitality (see Figure 

1). This contributes to a persistent gender wage gap of 34% (Committee on Statistics, 2018g), which the 

Government of Kazakhstan attributes to menõs disproportionate employment in high-paying industrial jobs, 

including the energy sector (Government of Kazakhstan, 2016). Company registration data indicates that, 

across the economy, only 18% of companies with more than 250 employees have women in top 

management positions (Committee on Statistics, 2019c). 

Figure 1: Womenõs share of employment in key economic sectors in Kazakhstan 

 

 

Note: Data refer to total employment (direct and indirect) in the given sectors / industries. Mining and quarrying includes, 

but extends beyond, oil and gas production and processing. 

Source: Committee on Statistics, 2018a. 
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These labour market outcomes are reinforced by educational choices that tend to orient women and girls 

towards more typically feminised sectors and less towards more traditionally male-dominated sectors like 

energy. Nevertheless, Kazakhstan enjoys overall high levels of gender parity in education: in higher 

education, the gross enrolment ratio of girls and boys in 2018 was 67.04 for girls and 54.68 for boys 

(Committee on Statistics, 2019b). Women account for 47% of students in vocational education, 60% of 

students in masterõs programmes and 71% in doctoral programmes (Committee on Statistics, 2019b). 

However, these educational outcomes are not translating into more equal participation in higher-paying 

sectors, and women are still more likely to choose fields of study that are more likely to lead to more 

traditional female occupations listed above, rather than science and technology.  

 

2.2 National policy commitments to gender equality 

Policies that facilitate womenõs economic integration across all sectors of the economy enhance prospects 

for both productivity and macroeconomic growth while the persistence of gender inequality implies 

conversely negative impacts on national economic performance (e.g., Cuberes et al, 2017; OECD, 2017; 

WEF, 2015). When women and men participate in labour markets in more equal measure, governments 

and companies across all sectors have access to the widest pool of available skills and talent in the 

population and all individuals ð regardless of gender ð have opportunities to make best use of their 

talents.4 

In recognition of the fundamental human right to gender equality (including obligations assumed under 

international law) and the associated economic benefits, the Government of Kazakhstan has put in place a 

wide-reaching legislative and policy framework that supports equal opportunities for women and men. Key 

legislation and policy documents include:  

¶ The Constitution of the Republic of Kazakhstan (1995) prohibits discrimination on various 

grounds, including gender. The Constitution also provides for freedom of labour, free choice of 

occupation, the right to working conditions that meet safety and hygiene requirements, and the 

right to remuneration without discrimination. 

¶ The Law on State Guarantees of Equal Rights and Opportunities for Men and Women (2009) 

prohibits sex-based discrimination and stipulates equal employment opportunities for women and 

men (including in relation to recruitment, working conditions, promotion, and training). 

¶ The Labour Code (2015) prohibits discrimination against women in employment and provides for 

equal pay for work of equal value. The Code allows for flexible working arrangements and off-site 

employment, as well as providing for a range of benefits for working parents such as maternity 

leave, adoption leave, and parental leave. The Labour Code is supplemented by a list of 

occupations for which the use of female labour is prohibited, which has been subject to ongoing 

reforms by the Government of Kazakhstan in order to increase womenõs access to these 

occupations (see 6.1). 

¶ Concept of Family and Gender Policy in the Republic of Kazakhstan to 2030 (implemented 

through a corresponding National Action Plan) sets out the governmentõs key gender policy aims. 

The Concept includes specific objectives to:   

ñ increase womenõs participation in vocational training within high-value and technical sectors;  

 _________________________________________________________________________________________  
4  Chapter 4 provides a more detailed review of international experience concerning legal and policy initiatives to 

support womenõs increased labour market participation and to remove barriers to womenõs employment across all 

sectors of the economy, including energy. 
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ñ combat discrimination against women in non-traditional occupations; and 

ñ reduce legal prohibitions against womenõs employment in certain types of work and 

occupations.  

The Concept sets an ambitious target for womenõs participation in decision-making roles, aiming 

to increase the share of women at decision-making level in the executive, representative, and 

judicial branches of government as well as in the state, quasi-state, and corporate sectors to 22% 

by 2020, 25% by 2023, and 30% by 2030. The Concept also sets targets to reduce the gender 

wage gap at the national level to 30% by 2020, 27% by 2023, and 25% by 2030. 

¶ Action Plan to implement the Concept of Family and Gender Policy in the Republic of 

Kazakhstan to 2030 (2017-2019) outlines the key initiatives to achieve the Conceptõs objectives, 

including:  

ñ annual reporting on the appointment of women and men to leadership positions; 

ñ training on work-life family balance, based on positive international practice; 

ñ gender-sensitive, sector-focused (re-)training for unemployed people, including promotion of 

(re)training for women returning to work after maternity leave / career breaks; and  

ñ revision to the list of occupations prohibited for women. 

Kazakhstan has also ratified the Convention on the Elimination of All Forms of Discrimination against 

Women (CEDAW) and ILO Conventions No. 100 on Equal Remuneration and No. 111 on Discrimination ð 

Employment and Occupation, all of which commit the state to ensure the protection of womenõs rights and 

non-discrimination principles. In its latest report to CEDAW, the government reiterated its commitment to 

òequal pay for equal work for men and women [as] a fundamental tenet in the realisation of human rights 

in Kazakhstanó (Government of Kazakhstan, 2018). 

In sum, there is a strong legal and policy framework that supports (and to some extent requires) energy 

companies and policymakers to ensure equal opportunity in employment, including a particular emphasis 

on increasing womenõs participation in non-traditional occupations and in leadership. As the results of this 

study make clear (Chapter 3), the latter remain key challenges for the energy sector in Kazakhstan. 

2.3 Women in the energy sector in Kazakhstan 

The energy sector in Kazakhstan compares favourably to international benchmarks with respect to 

womenõs share of total employment (Figure 2). According to data from the World Economic Forum (WEF), 

women account for just 19% of all employees in energy sector worldwide. Cross-country comparison of 

womenõs employment rates in the energy sector is problematic due to differences in how national 

governments define economic sectors and disaggregate data. However, a review of other significant energy-

producing economies, both in Central Asia and outside the region, show womenõs share of employment 

ranging from 11% (Azerbaijan) to 33% (Ukraine), with most national sectors showing female workforce 

shares of between 20% and 25%. There is some indication that women are better represented among 

workers in the electricity and gas supply subsectors (for example, 33% in Ukraine, 30% in Kazakhstan) 

compared to oil and gas production and other extractive subsectors (for example, 22% in Ukraine, 20% in 

Kazakhstan), although Azerbaijan (11%) and the United States (22%) record low shares of female 

employment even in the electricity and gas supply subsector. 
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In Kazakhstan, women represent an estimated 24% of all employees in the wider energy sector, comprising 

an estimated 30% of the workforce in the electricity, gas, steam, and AC supply subsector and 

approximately 20% of all direct employees in oil and gas production (Committee on Statistics, 2018g).5 

Although these figures compare somewhat favourably with several other energy-producing economies, it is 

clear that women remain under-represented in the workforce across Kazakhstanõs energy sector. Moreover, 

findings from this study indicate that women are severely under-represented in key occupational categories 

across the wider energy sector ð notably, in higher-paid technical and operational roles ð as well as among 

supervisors and senior managers. There is, therefore, significant scope and opportunity to increase 

womenõs participation in the energy sector in Kazakhstan, with a particular need to boosts womenõs 

representation in traditionally ômaleõ occupations (such as engineers and other technical workers) and in 

leadership roles in the sector.  

 _________________________________________________________________________________________  
5  These data exclude employees of small companies engaged in entrepreneurial activities and employees not in 

direct employment (e.g. self-employed). 

Figure 2: Women as a proportion of the energy sector workforce ð global benchmarks 

 

 

 

Note: In light of differences in national statistical classifications of industrial sectors, it is difficult to find directly 

comparable national sources on the energy sector. Therefore, Figure 2 provides only approximate benchmarks. In 

order to report data with the necessary level of (sub-)sector disaggregation, data for Kazakhstan refer to direct 

employment in medium and large enterprises only. 

Source:  Committee on Statistics, 2018g; HBS (Ukraine), 2019; ONS, 2019; Rosstat, 2018; State Statistical Committee of 

the Republic of Azerbaijan, 2017; Statistics Canada, 2018; US DOE, 2017; WEF, 2016. 
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2.4 The business case for increased gender diversity in the energy sector 

The business case for an increased focus on gender diversity in the energy sector is compelling. A growing 

body of research shows that greater female inclusion in the workforce ð and especially in leadership roles ð 

offers a range of concrete benefits to companies, from an expanded talent pool for recruitment, to 

improved financial and corporate governance performance (e.g., Hunt et al, 2018).    

Supporting womenõs employment widens companiesõ access to top talent and can help meet the 

industryõs demand for labour. According to government estimates, energy and oil and gas specialists are 

among the most in-demand workers in Kazakhstan today (Government of Kazakhstan, 2019). Hiring and 

retaining more women can therefore help ease labour shortages as the sector grows and as qualified 

employees retire (AHR, 2019). More women entering the industry would also result in a larger pool of highly 

qualified candidates from which companies can recruit (Rick et al, 2017). Companies that focus their 

recruitment efforts on men and fail to ensure equal opportunity in employment risk limiting their access to 

top talent by excluding a significant proportion of qualified candidates from consideration.  

Hiring more women enables companies to recruit locally and strengthens their reputation as an employer 

of choice. Greater womenõs employment in the energy sector can benefit companiesõ efforts to increase the 

share of local staff in their workforce, including in senior management (AHR, 2019; Rick et al, 2017). In 

addition, given the growing importance of sustainable 

development and social responsibility to corporate affairs, 

supporting equal opportunity in employment can benefit the 

companyõs reputation as a socially responsible company and 

strengthen its position as an employer of choice for women 

and men alike (ILO, 2019a; Rick et al, 2017). Introducing 

policies to support womenõs employment, such as offering 

childcare options or flexible work arrangements, also has a 

positive impact on retention of talent and costs of 

recruitment by incentivizing women to stay with the company 

(AHR, 2019; Clerkin, 2017; Hunt et al, 2018; ILO, 2019a). 

Moreover, research shows that employers that offer childcare 

options improve staff productivity through reduced 

absenteeism, greater focus and enhanced motivation and 

commitment (e.g., IFC, 2017). 

Gender-diverse teams make better decisions and are more 

innovative. Companies perform better when women and men 

are not segregated into certain roles and departments. 

Research indicates that homogenous groups are susceptible 

to bias and ôgroup thinkõ, whereas diverse groups are more 

resilient more inclined to consider problems from different 

angles (Brogan, 2019; Hoogendorn et al, 2013; Hunt et al, 

2018 ; Rick et al, 2017; Rock and Grant, 2016). Greater 

gender equality can also stimulate higher levels of innovation. One recent study of more than 4,000 

companies with research and development (R&D) teams found that the probability of innovative 

developments increased with higher levels of gender diversity (D²az-Garc²a et al, 2014).  An analysis carried 

out by BHP Billiton, an Anglo-Australian mining company with global operations, found that its top 10 most 

inclusive sites performed at least 15% better than the company average on safety, production, and cost 

efficiency (Hume, 2017). 

Business benefits associated with 

an enhanced focus on gender 

equality: 

Å Better access to top talent by 

recruiting from a larger talent pool  

Å Stronger corporate governance 

and financial performance  

Å More robust decision-making in 

leadership teams 

Å Improved employee retention 

rates 

Å Enhanced innovation and team 

performance 

Å Stronger reputation with 

stakeholders and the public as a 

socially responsible company  

Å Better alignment with 

sustainability commitments 
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Companies perform better when they have more women in senior leadership roles. There is substantial 

evidence that the presence of women in senior management improves motivation, teamwork, and 

cooperation, and results in better performance and higher operating margins. One of the most 

comprehensive recent studies analysed the performance of over 20,000 companies in 91 countries and 

found that having a 30% share of women in senior leadership positions (CEO, board members, and other C-

suite positions) led to a 15% increase in profitability (Noland et al, 2016). Similarly, a recent McKinsey 

study found that companies ranking in the top quartile for gender diversity on their executive teams are 

21% more likely to have financial returns higher than the national industry medians (Hunt et al, 2018). This 

positive relationship between diversity in leadership and company performance has also been identified in 

the context of the extractives / energy sector (e.g., WIM-Canada, 2016).  

The business benefits associated with womenõs presence among senior managers is not a question of 

women outperforming men. Rather, it is diversity in leadership that matters most; a single woman among 

the ranks of senior managers is not sufficient to achieve such benefits.  

In the energy sector, more gender-diverse leadership can lead to improved shareholder returns. Analysis 

by Ernst and Young (EY) of the worldõs 200 largest utilities (by revenue) found that more women in 

leadership leads to improved financial performance. The top 20 global utilities in terms of diverse 

leadership achieved 1.07% better return on equity (ROE) for shareholders compared to the 20 lowest 

ranked companies. Given that utilities are typically asset heavy, a 1.07% difference may be worth several 

millions of dollars. Return on equity is especially important in the energy sector, where many utilities are 

subject to regulated maximum returns and thus efficient operations can result in better ROE (EY, 2016). 

These findings have been replicated elsewhere (e.g., Beck and P§ncz®l, 2018; Clerkin, 2017; Eastman et 

al, 2016; Hunt et al, 2018).  

Companies with gender-diverse boards are better equipped to meet rising public and investor demand for 

good corporate governance. Research at Board level shows that Boards of Directors with at least three 

women demonstrate improved communications, greater adherence to codes of conduct, and better criteria 

for managing strategy and monitoring its implementation (Brown et al, 2002). Global investors are 

increasingly requiring energy companies to be more transparent in showing their efforts to build gender-

diverse boards and disclosing gender-related information (AHR, 2019). For example, IFCõs Performance 

Standard 2 and the EBRDõs Performance Requirement 2 both include requirements for non-discrimination 

and equal opportunity employment for men and women.  
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3. Women in the energy sector in Kazakhstan: 
results of the company survey  

Results from the company survey provide a detailed picture of womenõs participation in the Kazakh energy 

sector over the period 2016 to 2019. Results are based on workforce data from a sample of 36 energy 

companies operating in Kazakhstan, covering an average annual workforce of over 55,000 employees. 

The findings presented in this Chapter focus primarily on data from 2018, the most recent year for which 

full annual data are available. Data from other survey years are included only where trends over time are 

particularly relevant. In most cases, however, workforce data do not vary substantially across survey years. 

3.1 Women in the workforce 

Overall, women represent approximately one-quarter of all employees in the survey sample. For the period 

2016-2019, energy companies in the survey sample employed 13,901 women and 42,055 men, giving an 

average female share of total employment of 24.8% (Figure 3). The total number of female employees 

declined slightly over the survey period, from 15,196 in 2016 to 13,022 at the end of June 2019, a 

decrease of 14.3% and a net loss of 2,174 female employees.6 By comparison, the total number of male 

employees remained relatively stable over the same period. As a result, womenõs share of total 

employment across the sample declined from 26.3% in 2016 to 23.7% at the end of June 2019. 

Although a four-year period is not sufficient to draw meaningful conclusions about long-term employment 

trends, these survey data suggest that ð at best ð womenõs share of employment is static and, as such, 

that womenõs long-standing under-representation in the sectorõs workforce will persist. At worst, these data 

indicate a possible negative trend in womenõs share of employment in the sector (see also 3.6).  

Womenõs under-representation in the total workforce is consistent across sub-sectors. According to survey 

data from 2018 (the most recent year with full annual data), women account for 24% of all employees in 

the oil and gas subsector, 25% in the electric utility subsector, 26% in coal mining, and 17% in renewables 

(Figure 4).7  These data make clear that womenõs under-representation in the workforce is a pressing 

concern for companies across the Kazakh energy sector, including all major subsectors. 

 _________________________________________________________________________________________  
6  The negative change in female workforce share is statistically significant (p < 0.05) for the year 2018 and 2019 

from a 2016 baseline (fixed-effect linear model). 

7  However, please see section 1.3 (Methodology) on the limitations of the survey sample with respect to coal mining 

and renewables sub-sectors.  

 

Women are under-represented across the sector 

ü Women account for approximately 25% of the total workforce  

ü Womenõs share of employment remained relatively stable in 2016-2019, with a slight 

decline 

ü Womenõs share of the workforce is comparable across subsectors (oil and gas, 

utilities, coal mining, renewables) 
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Figure 3: Women and men in the workforce, 2016-2019 

 

 

Source: Company survey. 

Figure 4: Women and men in the workforce, by subsector (2018) 

 

 

* Renewables accounted for just 317 workers in the sample and thus provide only a weak basis for drawing wider 

generalisations about the subsector.  

Source: Company survey. 



CONFIDENTIAL EBRD/KAZENERGY: The role of women in the energy sector in Kazakhstan  

 

 

 34 

 

3.2 Women in management  

Although women represent 24% of the total workforce (in 2018), women hold just 19% of all 

management and leadership roles (Figure 5). According to survey data from 2018, a total of 6,577 men 

hold some form of management or leadership position in their companies (defined as members of the 

Board of Directors, senior managers, or mid-level ôfunctionalõ managers).8 Women hold 1,592 of the total 

management or leadership positions ð a share of 19%. Thus, women are not only under-represented 

among managers compared to men, but they are also under-represented in management roles compared 

to the female share of the total workforce (24%). In fact, while 16% of all male employees are in some form 

of management role, less than 12% of all women in the sample are employed in a management or other 

leadership role.  

Womenõs representation among senior leadership teams is even more concerning. Women hold just 17% 

of Board positions and a significant minority of companies have no women on their Boards (Figure 5 and 

Figure 6). Across those companies in the sample that operate with their own Boards of Directors (a total of 

12 companies), women hold 11 out of 66 seats on Boards (17%). A total of 4 out of the 12 companies 

(33%) have male-only Boards in 2018.  

Womenõs representation in senior management teams is similarly low ð just 12% in 2018 (Figure 5 and 

Figure 7). Across the 35 companies in the sample with independent senior management teams, women 

hold 50 out of a total of 414 (12%) senior manager positions in 2018. A total of 14 of the 35 companies 

have no women among their senior managers. 

Women are particularly under-represented in management roles related to technical and operational 

business functions (Figure 8). At all levels of seniority, women are notably better represented in business 

and administration roles compared to technical and operational roles (see 3.3). This broader trend is 

particularly evident with respect to management positions. 

 _________________________________________________________________________________________  
8  For the purposes of the company survey, ôBoard of Directorsõ includes all members of the Board of Directors 

and/or Supervisory Council, including independent directors.  

ôSenior managementõ may include the President, General Director, Chair of the Board, deputies of senior 

managers, and heads of subsidiaries and representative offices registered as legal entities. Senior management 

may also include individuals who are not members of the Board (for example, Vice-Presidents, Executive Directors, 

Managing Directors, etc.), as well as heads of subsidiaries and representative offices that are separate structural 

divisions of legal entities.  

ôFunctional managersõ refers to the next level of management in the organisational structure below senior 

management, who are not part of the Board of Directors (for example, heads of departments/sites). 

 

Energy companies in Kazakhstan are missing out on female talent in their leadership 

teams: 

ü Women hold 19% of all management positions (compared with 24% of the total 

workforce) 

ü Women represent 17% of Board members and 12% of senior managers 

ü Male-only Boards / senior management teams in significant minority of companies 

ü There is a notable lack of female managers / supervisors in technical and operational 

fields   
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Figure 5: Women in leadership roles, overview (2018) 

 

 

Source: Company survey. 

Figure 6: Women on Boards (2018) 

 

 

 

4 out of 12 companies (with Boards of Directors) have no 

women on the Board 

 

 

Figure 7: Women in senior management (2018) 

 

 

14 out of 35 companies have no women among senior 

managers 

 

 

 

  Women        Men 

 

Source: Company survey. 
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Although women account for 20% of all non-management employees in technical and operational roles, 

they represent just 10% of functional managers in technical and operational fields. In partial contrast, 

women represent 43% of functional managers in business and administration roles, although this figure 

still represents a notable decrease from womenõs share of non-management positions in the same 

business and administration fields (51%).9  

Once again, these data indicate barriers to womenõs progression to both mid-level manager and supervisor 

roles (functional managers) and, in particular, to more senior management positions. The data indicate that 

women face challenges to progressing their careers even in business functions and professional spheres in 

which women are comparatively better represented in the overall workforce; that is, in business support 

and administration roles such as human resource, sales and marketing, law and compliance, and 

administrative specialists. Women face particular barriers to progression in business areas where women 

are traditionally under-represented; that is, in technical and operational roles such as oil and gas or 

chemical engineers, production and electrical technicians, mechanics, and equipment operators.  

 _________________________________________________________________________________________  
9  It was not possible to distinguish consistently between business and administration, and technical and operational, 

fields in relation to senior managers. In many companies, senior managers worked across business areas. As 

indicated in the notes to Figure 8, estimates for female share of senior manager positions, by occupational category, 

are indicative estimates based on applying the same distribution of all male and all female functional managers 

(respectively) by occupational category to the total number of female / male senior managers. 

Figure 8: Women in leadership roles, by occupational category (2018) 

 

 

 

* Most companies do not distinguish between business/administration and technical/operational categories at senior 

management level. As a result, estimates for female share of senior manager positions, by occupational category, are 

indicative estimates based on applying the same distribution of all male and all female functional managers (respectively) by 

occupational category to the total number of female/male senior managers.   

Source: Company survey. 
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3.3 Occupational fields 

Women are comparatively better represented in business and administration roles and severely under-

represented in technical and operational roles (Figure 9). In 2018, women represent approximately 50% of 

all business and administration employees across the sample (5,746 employees out of a total of 11,545), 

but only 19% of all technical and operational workers (8,603 employees out of a total of 46,245).10 An 

alternative elaboration of the same data highlights how 42% of all female employees across the sample 

work in business and administration fields, compared to less than 14% of all male employees.  

These data highlight the ôhorizontalõ (occupational) segregation by gender in the sector workforce, 

underlining the need for concerted efforts to increase womenõs training and employment in technical 

subjects and roles. The low share of womenõs employment in technical and operational roles also 

contributes to an explanation for womenõs wider under-representation across the sector, given that the 

majority of jobs in the sector fall within technical and operational fields. For example, in this survey sample, 

approximately 80% of all employees work in technical and operational fields. 

Such ôhorizontalõ (occupational) segregation of women and men is replicated across vertical segments of 

the workforce. As indicated previously (Figure 8), women account for 51% of all employees in business and 

 _________________________________________________________________________________________  
10  Employee numbers refer to all non-management and ôfunctionalõ managers in relevant occupational categories, 

but they exclude senior managers and directors. There may be small discrepancies in total workforce numbers 

compared to similar data cited elsewhere due to some overlap and/or duplication of personnel classified as non-

management and functional managers in individual company survey responses. 

 

Women are concentrated in office-based roles, and under-represented in technical roles: 

ü Women account for 50% of business and administration roles 

ü However, women account for just 19% of all technical / operational workers  

ü When women do work in technical / operational roles, they are more likely to be 

higher-skilled specialists  

ü Women are particularly under-represented amongst non-specialist skilled workers, 

which represents one of the largest sources of job opportunities in the sector  

Figure 9: Occupational fields of women and men (2018) 

 

Business / administration roles 

 

Technical / operational roles 

  

 Women        Men 

Source: Company survey.  
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administration roles at non-management level (4,787 out of a total of 9,319), compared to 20% of 

technical and operational workers at the same level of seniority (8,034 out of 40,782). Similarly, among 

mid-level functional managers, women represent 43% of all functional managers in business and 

administrative roles (962 out of a total of 2,226), but just 10% of comparable functional manager positions 

in technical and operational fields (569 out of a total of 5,463). 

3.3.1 Women in technical and operational roles 

The company survey collected additional data on technical and operational workers, disaggregated by 

professional/occupational subcategory ð ôspecialist professionalsõ, ôspecialist techniciansõ, ôother skilled 

workersõ, and ôunskilled workersõ. These professional categories align with broad occupational categories 

established by the Government of Kazakhstanõs National Classification of Occupations (2017).11 

In technical roles, women are better represented among higher-skilled workers (Figure 10, Figure 11). 

Although women account for just 19% of technical and operational workers overall (for 2018), they 

represent as much as 31% of technical workers classified as ôspecialist professionalsõ (3,209 out of 

10,502 employees), a category that includes high-skilled specialists requiring university level education; for 

example, geophysical, chemical, or electrical engineers. Women also represent 24% of ôspecialist 

techniciansõ (938 out of 3,957 employees), which includes professions requiring specialist qualifications at 

university or similar vocational level; for example, assistants to engineers, or specialist chemical, electrical, 

or oil and gas technicians (Figure 10).12 

However, women are notably under-represented among non-specialist skilled workers (ôother skilled 

workersõ), the largest sub-category of technical /  operational employees (Figure 10). In partial contrast to 

higher-skilled technical roles, women represent just 12% of all technical and operational workers in the 

ôother skilled workersõ sub-category (2,985 out of 24,946 employees), which accounts for more than 60% 

of all technical and operation employees. ôOther skilled workersõ include non-specialist workers engaged in 

occupations and roles that typically require some form of vocational qualification, but not the same level of 

education or training as ôspecialistsõ; for example, industrial workers, electrical workers, operators of 

production equipment, and so forth. 

 _________________________________________________________________________________________  
11  ôSpecialist professionalsõ refers to employees who typically engage in activities related to the implementation of 

complex technical and/or practical tasks that require in-depth theoretical knowledge, expertise, and technical skills 

in a specialised field (aligns with occupational categories ô2XXX - Specialists / professionalsõ of the official 

Classification of Occupations, 2017). Examples include production engineers, oil and gas engineers, chemical 

engineers, electrical engineers, etc.  

ôSpecialist techniciansõ refers to employees who are specialists with vocational education, engaged in 

maintenance, operation, and repair of equipment and technical facilities (aligns with occupational categories ô3XXX 

- Technicians and other auxiliary professionalsõ of the official Classification of Occupations, 2017). Examples 

include assistants to engineers, chemical production technicians, oil and gas technicians, electrical technicians, 

etc.  

ôOther skilled workersõ refers to employees who are not specialists but typically hold some form of qualification / 

certification that is required to carry out job tasks in standard conditions and with a certain degree of 

independence (aligns with occupational categories ô7XXX - workers in industry, construction, transport, and related 

fields', or ô8XXX - operators of production equipment, assemblers, drivers' of the official Classification of 

Occupations, 2017). Examples include workers responsible for the routine operation of technical installations, 

machinists (e.g., of a flushing unit or mobile compressor), electricians responsible for basic repair of equipment at 

oil depots, mechanics carrying out routine maintenance of technical installations, etc. 

12  Overall, women in the sector have completed higher levels of formal education and hold higher-level qualifications 

(see 3.5).  
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Figure 10: Women and men in technical / operational roles, by professional category (2018) 

   

Total 10,502  3,957 24,946 

  Men 7,283  3,019 21,961 

  Women 3,209  938 2,985 

    

Note: The size of individual pie charts is proportional to total number of employees (shown in table below) in the given 

occupational category. The figure omits a small sub-group of ôunskilled workersõ (1,377 employees in total). 

Source: Company survey. 

 

Analysis of the female and male technical workforces similarly highlights womenõs greater participation 

in higher-skilled technical roles (Figure 11). More than half of all women in technical and operational roles 

are employed as ôspecialist professionalsõ (40%) or ôspecialist techniciansõ (and further 12%). By 

comparison, less than a third of all male technical workers (31%) are employed in one of these two higher-

skilled technical sub-categories (22% as ôspecialist professionalsõ and 9% as ôspecialist techniciansõ), with 

the majority (67%) of male technical workers in a range of occupations within the broad ôother skilled 

workersõ sub-category. Approximately 11% of the female technical workforce are classified as ôunskilled 

workersõ (902 out of 1,377 employees), although the total number of workers that fall into this final sub-

category is small overall (< 3% of all technical workers in the sample) and there remains some ambiguity in 

how individual survey respondents attributed employees to this category. 

 

Figure 11: Composition of female and male technical / operational workforce (2018) 

 

Female technical workforce 

  

Male technical workforce 

 

  

Source: Company survey. 
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3.4 Age 

Figure 12 shows the total number of female and male employees across four age categories (under 29, 30-

39, 40-49, and over 50 years) for 2018. Overall, womenõs share of total employment does not vary 

substantially across age groups, although womenõs lower share among younger and older workers may 

point to underlying challenges to womenõs participation in and opportunity to progress in the workforce. 

Womenõs share of total employment is lowest among older workers (22% among over-50s) and younger 

workers (23% among under-30s), compared to the female share of total workforce among mid-career 

employees (26% for 30-49 year-olds). The current survey did not generate sufficient data (that is, individual-

level and over-time panel data) to draw reliable casual inferences about the relationship between employee 

age and womenõs employment share. However, the decline in womenõs share of total employment in the 

over-50 category is noteworthy in part because senior managers are often drawn from this more 

experienced employee cohort.  

According to the survey data for 2018, the over-50s group represents both the lowest female share of total 

employment (22%) and the greatest difference in total numbers of employees between women and men 

(3,353 women compared to 12,093 men, a difference of 8,740). While the total number of male workers 

increases from 10,327 among 40-49 year-olds to 12,093 among over-50s, the total number of female 

workers decreases from 3,556 to 3,353 across the same two age groups. These figures suggest a higher 

drop-out rate for women between mid- and late-career levels. 

The survey data themselves do not suggest any clear explanation for womenõs comparatively lower share of 

total employment among younger workers (under 30 years). Longer education and training to prepare for 

higher-skilled roles (see 3.3.1) and career breaks related to maternity and childcare may be contributing 

factors. 

 

Womenõs participation in the energy sector is lowest amongst older and younger workers: 

ü Womenõs workforce participation declines from mid- to late-career age groups ð 

female share of total workforce is lowest among over 50s 

Figure 12: Women and men in the workforce, by age (2018) 

 

 

   

   

 

 

   Women 

    

   Men 

    

    

  

 Under 30 30-39 40-49 Over 50    

 Employee age    

Note: Graph shows total numbers of employees (y-axis) by age category (x-axis) for 2018. Percentages refer 

to female share of total workforce for given age category. 

Source: Company survey. 
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3.5 Education and qualifications 

Women employed in the sector typically have higher levels of education than men (Figure 13). In 2018, a 

total of 64% of all women employed across the surveyed companies hold an advanced university degree (at 

masterõs, doctoral, or equivalent level), compared to 47% of all male employees. A further 21% of the 

female workforce hold a technical qualification (typically an undergraduate university degree or comparable 

TVET qualification), a similar proportion to the male workforce (26%). However, employees with only 

secondary school education comprise a substantially larger proportion of the male workforce (27%) than 

the female workforce (15%).  

Overall, these data are in line with findings concerning women and men in technical roles (3.3.1), which 

highlights womenõs greater proportional representation in higher-skilled technical occupational categories. 

 

3.6 Recruitment and turnover 

Turnover rates for women are slightly higher than the rates for men (Figure 14), although these 

differences are not statistically significant.13 The difference between the rates for women and men are 

 _________________________________________________________________________________________  
13  Based on separate OLS regression (annual turnover rate on employee sex) for each year, weighted by company 

male and female workforce size. 

 

Women in the sector have a higher level of education than men:  

ü 64% of women working in the energy sector have advanced university qualifications, 

compared to 48% of men 

Figure 13: Level of formal education, by gender (2018) 

Female workforce Male workforce 

 

  

  

Source: Company survey. 

 

Womenõs representation in the sector is unlikely to increase based on current recruitment 

and turnover rates identified in the survey: 

ü Female share of new recruits is broadly aligned with total female workforce share  

ü Turnover rates are slightly higher among women compared to men across all survey 

years (but differences are not statistically significant) 
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small for 2016 (3.9% and 4.1%) and 2018 (5.4% and 5.1%), although it is somewhat more pronounced in 

2017 (5.3% for women compared to 4.5% for men) and for 2019 based on Q1 and Q2 data (5.2% 

compared to 4.7%). Overall, however, survey data do not indicate significantly different turnover rates for 

men and women across the full sample. 

Womenõs share of new recruits is broadly in line with womenõs share of the total workforce (Figure 15). 

Between 2016 and 2018, womenõs share of all new recruits ranges from 25.6% in 2016, to 27.1% in 

2017, to 24.6% in 2018. Despite some variation, these proportions are generally in line with womenõs 

overall share of the workforce in the comparable years, and the differences are not statistically significant 

(p < 0.05) for any for the survey years. Overall, these data suggest limited change in womenõs total 

workforce representation over time. 

 

Figure 14: Annual turnover rates, 2016-2019 

 
Note: Rates for 2019 are based on data for Q1 and/or  Q2 prorated to a one-year period. 

Source: Company survey. 

Figure 15: Female share of new recruits, 2016-2018 

 

 

Source: Company survey. 
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3.7 Promotions 

Womenõs share of total promotions is in line with, or falls slightly below, womenõs share of the total 

workforce (Figure 16). Between 2016 and 2018, womenõs share of all new promotions ranges from 26.9% 

in 2016, to 21.8% in 2017, to 23.0% in 2018. These proportions are consistent with, or fall slightly below, 

womenõs overall share of the total workforce in the comparable years, and none of the differences reach 

conventional levels of statistical significance (p < 0.05). Once again, these data suggest little change in 

womenõs share of more senior management positions (see also Figure 22 and Figure 23). 

More specifically, womenõs share of all promotions to management roles is inferior to female share of the 

relevant ôeligibleõ workforce.14 For example, womenõs share of total promotions to mid-level functional 

manager roles is notably lower than womenõs share of the total workforce ôeligibleõ for promotion in two out 

of the three full survey years (2016 and 2018). In both cases, these differences are statistically significant 

(p < 0.05). Across the 2016-2018 period, women accounted for 21.7% of all promotions to functional 

manager roles, despite representing 26.2% of the total workforce ôeligibleõ for promotion (Figure 17); this 

overall difference approximates conventional levels of statistical significance (p = 0.052). 

Similarly, womenõs share of total promotions senior manager roles is consistently lower than womenõs 

share of the total workforce ôeligibleõ for promotion across all survey years, although in this case the 

differences do not reach statistical significance. On average, women accounted for 16.7% of all promotions 

to senior manager roles, although they represented as much as 19.9% of all employees ôeligibleõ for such 

promotions (ȘɂȲȫȴȪ! ȒȻȼȸɁȷȲȴ ȻȻɅȵȴȲ ȷȯ ȷȪȳȮȯȷ.). 

These survey data do not allow for a detailed analysed of promotion rates that take into account individual 

employee characteristics, nevertheless, these general trends indicate little positive change in terms of 

womenõs representation among functional and especially senior management. If anything, the data indicate 

a decline in womenõs share of leadership roles. 

 _________________________________________________________________________________________  
14  The survey data do not allow for a nuanced estimate of ôeligibleõ workforce for the purposes of promotion to 

different levels of management (for example, consideration of length of service or performance indicators at the 

individual level). In this analysis, ôeligibleõ workforce for promotion to functional manager roles is defined simply as 

ônon-management employeesõ, while ôeligibleõ workforce for promotion to senior manager roles is defined as 

ôfunctional managersõ. 

 

Womenõs share of promotions is in line with their overall representation in the workforce: 

ü Women accounted for 24% of all promotions in 2016-2018 (compared to 25.2% 

share of the total workforce); in general, female share of promotions do not vary 

significantly from female share of the total workforce 

ü Female share of promotions to mid-level and senior management roles are typically in 

line with, or fall below, female share of the respective ôeligibleõ workforce 
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Figure 16: Female share of all new promotions, 2016-2018 

 
Source: Company survey. 

 

Figure 17: Female share of all new promotions to functional management, 2016-2018 

 

Figure 18: Female share of all new promotions to senior management, 2016-2018 

 
Source: Company survey. 
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3.8 Pay 

Many companies did not provide data on salary or provided only partial data. As a result, findings 

concerning the average total pay of women and men in the sector should be treated with caution. 

Womenõs total average pay is approximately 81% of menõs total average pay across the full workforce, 

according to data from the company survey for 2018 (Figure 19). Although pay differentials are likely to 

derive in part from womenõs underrepresentation in more senior ð and better paid ð leadership roles (see 

3.2), even among non-management employees, womenõs pay is on average significantly lower than menõs. 

At the same time, companies ensure equal wages for women and men in similar positions. Women earn on 

average 77% of menõs total pay in non-management business and administration roles, and just 59% of 

menõs total pay in technical / operational roles. 

Of course, vertical segregation may still play a role in generating these overall gender pay differentials; the 

non-management category includes a range of seniority levels below ôfunctionalõ management, and career 

 

There is a persistent gender pay gap across the energy sector: 

ü Womenõs total average pay is approximately 81% of menõs total average pay across 

the full workforce (including management) 

ü The gender pay gap is notably larger among non-management employees, and 

especially in technical fields  

Figure 19: Womenõs average total as a proportion to menõs average total pay, by occupational field (2018) 

 

Figure 20:  Womenõs average total as a proportion to menõs average total pay: national data (2018) 

 

 
Source: Company survey; Committee on Statistics, 2018g. 



CONFIDENTIAL EBRD/KAZENERGY: The role of women in the energy sector in Kazakhstan  

 

 

 46 

 

breaks linked to maternity and childcare are likely to impede womenõs career progression relatively to men 

(see 6.4). With respect to technical and operational workers, extant regulations that continue to bar women 

from certain highly paid jobs and activities that are considered especially arduous or hazardous may also 

contribute to the gender pay gap (see 6.1). 

These figures are broadly aligned with national statistical data on pay in the energy sector (Figure 20). 

According the company survey, which covers primarily the oil and gas and electricity subsectors, women 

earn on average 81% of menõs total pay across all occupation categories and levels of seniority. National 

statistical data for these two subsectors indicate that women earn on average 94% of menõs total pay in the 

oil and gas sector, and 83% of menõs total pay in the electricity, gas, and steam sector (Committee on 

Statistics, 2018g). Although both the survey data and national statistical data suggest a gender pay gap in 

the energy sector, the latter also indicate that gender-based pay differentials are notably less pronounced 

among workers in the energy sector compared to the national average (66%).   

3.9  Company policies and programmes 

Company initiatives are mostly focused on public reporting, maternity, and general policies on non-

discrimination and equal opportunity (Figure 21). For example, a majority of companies (62%) in the 

sample include gender-disaggregated data in their annual reports; 43% report maternity / paternity 

entitlements that go beyond national legal requirements; and 41% have in place a formal policy on equal 

opportunity (as a stand-alone policy or incorporated into human resources or other corporate policies). 

However, only one-third of companies report proactive measures to promote equal opportunity and 

gender equality beyond legal requirements. Just 32% of companies in the sample reported that they had 

adopted active measures to promote equal opportunity beyond legal requirements. Such active measures 

could include a wide range of policies and programmes, such as outreach to schools and higher education 

institutions with an explicit equal opportunity dimension; internships reserved specifically for women; 

leadership and mentoring programmes for women; a women's network or club; targets for women in 

Figure 21: Company initiatives related to gender equality / equal opportunity (2019) 

 
Source: Company survey. 
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management or technical roles; or a requirement for women to be represented in shortlists for 

management positions.15 

Few companies have in place adequate mechanisms to address sexual harassment and gender-based 

violence. Only 16% of companies reported having in place a formal policy on sexual harassment or gender-

based violence or a related complaints mechanism (separate from general grievance mechanisms). 

Similarly, just 11% of companies report policies to support care responsibilities and flexible working that 

go beyond legal requirements. Just 4 out of the 36 companies surveyed reported that they had 

implemented policies to support employeesõ care responsibilities and/or support flexible working 

arrangements that went beyond legal requirements. Examples of initiatives that companies might have in 

place include free or subsidised workplace childcare centres, formal partnerships with local care providers, 

or opportunities for flexible or remote working. 

3.10 Key findings and implications 

Women are under-represented across the sector (3.1).  

Women are severely under-represented in the total workforce across energy subsectors and there 

is little indication of significant change in recent years. There is, therefore, a clear need for 

policymakers and companies to take proactive steps to promote womenõs greater participation in 

the Kazakh energy sector. 

Energy companies, including those in the sample, are missing out on female talent in their management 

and leadership teams (3.2).  

The absence of women in senior leadership roles ð including a significant minority of companies 

operating with male-only leadership teams ð should be a significant concern to companies given 

the increasing body of evidence that links diversity in leadership to improved company 

performance across a range of indicators, including financial performance. 

The progressive decline in womenõs share of employment from non-management roles, through 

mid-level management positions, to senior management indicate persistent barriers to women 

accessing more senior leadership roles and advancing their careers in the sector. The impact is 

particularly pronounced in fields where women are traditionally under-represented 

(technical/operational roles), but it extends to business areas with a higher proportion of female 

employment (business/administration roles). 

Women are concentrated in office-based roles, and under-represented in technical roles (3.3).  

Data suggest gender parity (on average) in business and administration roles. However, women 

are severely under-represented in technical and operational fields where most energy-sector jobs 

are found. There is clearly scope ð and a strong economic and business case ð for policymakers 

and companies to do more to promote womenõs employment in these traditionally ômaleõ 

 _________________________________________________________________________________________  
15  These and other policies and programmes were provided as examples for companies completed the survey. 

However, most companies did not provide specific details on which type of initiative they had in place. 



CONFIDENTIAL EBRD/KAZENERGY: The role of women in the energy sector in Kazakhstan  

 

 

 48 

 

occupational fields ð including to change popular perceptions about jobs in the sector and 

encourage more girls/women to study relevant disciplines. 

Women who enter technical and operational roles in the energy sector do so primarily at higher 

skill levels, especially as ôspecialist professionalsõ (engineers and similar). However, most technical 

jobs in the sector are in non-specialist roles (skilled workers), where womenõs share of 

employment is notably lower. Efforts to attract more women to the sector should focus not only on 

higher-skilled technical roles, but could also examine how to create opportunities for (and increase 

interest among) women to take up non-specialist roles, which continue to comprise a significant 

proportion of employment opportunities in the sector. 

Womenõs participation in the energy sector is lowest amongst older and younger workers (3.4) 

Various factors may contribute to womenõs declining workforce share among older workers (for 

example, an earlier statutory retirement age for women). However, the drop-off in female 

workforce participation among older, more experienced workers may also contribute to womenõs 

particular under-representation in more senior leadership roles by reducing the female talent pool 

for senior managers. Thus, efforts to increase womenõs representation in leadership roles may 

need to include efforts to increase retention of more experienced women at the mid- and late-

career stage. 

Women in the sector have a higher level of education than men (3.5). 

A significant proportion of women with high levels of education are employed across the sector. 

While these data suggest that the Kazakh energy sector is an attractive employment option for 

high-skilled women, it is equally clear that a lack of qualifications cannot explain womenõs under-

representation in senior leadership roles (see 3.2). 

Womenõs representation in the sector is unlikely to increase based on current recruitment and turnover 

rates (3.6).  

Female share of new recruits is broadly consistent with womenõs current share of the total 

workforce, indicating little prospect for a fundamental change in womenõs representation across 

the sector. In fact, the slightly higher female turnover rate compared to men suggests a potential 

decrease in womenõs workforce share if current trends persist. There is, therefore, a clear need for 

proactive measures on the part of companies to increase the proportion of female new recruits 

and ensure better retention of female staff. 

Similarly, survey data provide little indication of significant change over time in relation to womenõs share 

of management and senior leadership positions (3.7).  

Female share of new promotions is broadly in line with womenõs current share of the total 

workforce, while female share of promotions to management and senior leadership positions is 

below womenõs share of the ôeligibleõ employee categories. These trends indicate little prospect of 

women increasing their representation among both mid-level functional managers and, especially, 

among senior managers.  

Womenõs average pay is less than menõs average pay across the workforce (3.8).  
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Pay differentials are likely to result from womenõs concentration in lower-paid business and 

administration roles (compared to higher-paid technical roles) and/or womenõs comparative lack 

of representation at more senior levels of management. Addressing the gender pay gap, therefore, 

requires concerted efforts to facilitate womenõs progression to more senior roles, including in 

technical fields, as well as ongoing efforts to ensure pay equality and transparency.  

Company initiatives are mostly focused on public reporting, maternity, and general policies on non-

discrimination and equal opportunity. Few companies have adopted active measures to promote gender 

equality, and even fewer have in place specific policies to address sexual harassment (3.9).  

The proportion of women in the total workforce and in management positions appears static 

across the survey years (in part, the result of female recruitment and promotion rates that simply 

maintain the status quo). In this context, it seems unlikely that more ôpassiveõ approaches to equal 

opportunity ð such as company policies focused on reporting and compliance ð will be sufficient to 

alter fundamental gender inequalities in the sector. More companies will need to adopt more 

proactive, promotional initiatives in order to increase womenõs share of employment in the sector, 

and in senior management roles in particular.  

Similarly, given the reports of frequent workplace sexual harassment in Kazakhstan (Government 

of Kazakhstan, 2016; Kavasa and Rupenheite, 2017; see also 6.6) ð which is particularly likely to 

affect women in male-dominated industries such as the energy sector ð the lack of appropriate 

policies and mechanisms to address such workplace discrimination may act as a further deterrent 

to attracting and retaining talented women in the sector.
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4. Promoting womenôs employment in the 
energy sector: International experience 

Governments across the world are increasingly recognising the importance of gender equality for achieving 

sustainable economic growth, making full use of national human capital, and meeting their obligations 

under international law. As a result, many governments have increasingly looked to develop legislative and 

policy frameworks to promote womenõs greater participation in the economy.  

Although national experiences vary, many national governments 

are looking to go beyond general non-discrimination laws and 

adopt more proactive policies and regulations concerning 

womenõs employment. Many governments have focused on 

boosting womenõs representation in leadership roles in the public 

and private sectors, recognising the range of potential economic 

and social benefits associated with more diverse leadership.  

Several countries have also focused initiatives on the energy 

sector and other high-value technical industries, responding to 

both the exceptional under-representation of women in these 

sectors and the latterõs importance to the national economy as a 

source of well-paid, stable employment and a driver of 

macroeconomic growth. Kazakhstanõs Concept of Family and 

Gender Policy to 2030 is a notable example of such national 

policy commitments to gender equality, including a specific focus 

on promoting womenõs greater involvement in technical 

professions and fields such as energy (see 2.2 and 2.4).  

Importantly for the energy sector, many governments ð including 

the government of Kazakhstan ð have also revised or repealed 

laws that prohibit womenõs employment in specific occupations or 

professions. Many of these prohibited jobs have traditionally been 

relevant for employment in the energy sector (see 4.1.6).  

Leading international companies are also taking steps to 

promote womenõs greater participation in their workforces. These 

activities are driven both by a need to comply with a growing 

range of national legal requirements concerning gender equality 

and diversity, as well as recognition of the concrete business benefits associated with more gender-

balanced workforces and leadership teams (see 2.4).  

Amongst other initiatives, energy sector companies have made efforts to embed equal opportunity and 

gender equality as key organisational principles, develop policies and practices to support womenõs 

progression and promotion (for example, through revised recruitment and hiring procedures), and invested 

in outreach to educational institutions to attract more girls and women to the sector. Many companies have 

also strengthened their policies and practices concerning sexual harassment and gender-based violence, 

seeking to create a safe and inclusive working environment that appeals to both women and men. 

International legal instruments 

International legal instruments imply a 

range of obligations on national 

governments to guarantee women and 

men equal employment rights, 

opportunities, and benefits.  

The United Nations Convention on 

Elimination of All Discrimination against 

Women (CEDAW) and the International 

Covenant on Economic, Social, and 

Cultural Rights (ICESCR) both affirm 

womenõs fundamental right to work 

and require governments to ensure 

that women can exercise that right on 

an equal basis to men. The 

International Labour Organisationõs 

Conventions Nos. 100 and 111 further 

establish governmentsõ respective 

obligations to ensure equal pay for 

women and men and prohibit all forms 

of discrimination in employment in law 

and in practice.  

Kazakhstan has ratified CEDAW, 

ICESCR, ILO C100 and C111. 
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4.1 Governments: Creating a legal and policy framework to promote equal 

opportunity in employment 

National governments have adopted a range of legislative and policy initiatives to promote womenõs 

increased labour market participation and address barriers to womenõs equal opportunity and participation 

in employment. Although most of these labour market policies and initiatives apply across all sectors of the 

economy, they are likely to lead to particularly noteworthy impacts in sectors and industries where women 

are traditionally under-represented, including the energy sector.16  

4.1.1 Strengthening womenõs participation in leadership 

Increasing womenõs representation in public and private sector leadership roles, for example on corporate 

boards, has been an important recent focus for many governments.17  

For example, many countries have legislated mandatory quotas for women on boards with sanctions in the 

form of fines and /  or other penalties for non-compliance (e.g., Australia, Germany, France, India, Italy, 

Norway). Others require companies to disclose information on the gender composition of their management 

teams and, in some case, to explain any disproportionality (e.g., UK, Finland, South Africa, Sweden). Some 

countries have set public targets for womenõs representation on boards ð for example, via corporate 

governance codes ð but they have stopped short of legislating for specific sanctions for non-compliance 

(e.g., Pakistan, Poland).18 

 _________________________________________________________________________________________  
16  In most countries, national energy policies do not include specific gender objectives or targets (Rojas et al, 2015). 

Conversely, national gender equality policies rarely include specific objectives or targets concerning employment in 

the energy sector in particular (Pearl-Martinez, 2014).  

17  Such quotas are controversial, with concerns that such legislation may lead to ôtokenismõ, the appointment of 

under-qualified female board members, and fail to promote substantive change in corporate practices, attitudes, 

and culture (e.g., Economist, 2018; He and Kaplan, 2017; Merchant, 2011).  

18  The European Commission proposed a bloc-wide directive to set quotas for women on boards in 2012 (EC 2012). 

However, due to opposition from some Member States, the development of the proposals has stalled, although the 

European Parliament has recently indicated renewed interest in advancing the initiative (EP, 2019).  

In France, womenõs representation on boards increased from 9% to 38% between 2009 and 2016. A 

mandatory target of 40% by 2017 was set by legislation introduced in 2011 (Lee et al, 2015). 

In Germany, which has implemented a quota of 30% 

by 2017, women held 26.7% of board seats in 

2016.  

In Norway, which requires that women make up 40% 

of the board, 39% of the board seats were held by 

women. 

Sources: Emelianova and Milhomen, 2019; Lee et al, 2015; MacDougall et al, 2018 

Quotas for women on boards 

Mandatory gender quotas may be more effective than voluntary targets in increasing female board representation. 

Recent research indicates that companies domiciled in jurisdictions with compulsory quotas have attained greater 

overall gender diversity at the board level, with almost three-quarters having at least 30% female directors as of 

October 2019. In jurisdictions with no gender-related requirements or voluntary quotas, less than one quarter of 

companies had reached a 30% threshold of female directors. 
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Kazakhstan has set wider targets to increase progressively womenõs representation at decision-making 

level in government and corporate sectors to 22% by 2020 and to 30% by 2030 (see 2.2). 

4.1.2 Equal pay 

Many countries worldwide have implemented laws requiring equal pay for women and men engaged in 

comparable work, in line with the ILOõs Convention No. 100.19  

Increasingly, national governments are looking to support this legislation with additional reporting 

requirements for companies. For example, many European governments have introduced (or will soon 

introduce) legislation that requires companies to report publicly on the gender pay gap in their organisation, 

with a view to driving more proactive corporate efforts to reduce pay inequality. Similar legislation has been 

adopted or is under discussion in other OECD countries (for example, Australia and Canada). 

4.1.3 Women in technical fields 

Many governments have also implemented labour market policies specifically designed to reduce 

occupational segregation and encourage women into new professions and fields, especially technical and 

engineering professions, many of which are relevant to the energy sector.  

A wide range of countries have revised national educational policies and curricula to ensure materials are 

free from gender stereotypes concerning fields of study and professions, as well as develop partnerships 

between government departments, sector associations, and educational institutions to promote womenõs 

increased participation in STEM subjects and professions. For example, Austria has introduced a female-

specific programme that offers certified qualifications through apprenticeships, TVET schools, and 

universities in non-traditional professions, while the French education ministry has partnered with private 

sector actors to create a ôScience Ambassadorõ programme to encourage more young women to study 

STEM subjects. The programme explicitly aims to combat stereotypes about women in scientific fields, 

including energy, and to provide positive female role models to young people (cited in Kring, 2017).  

Similarly, the UK government has established the UK Resource Centre (UKRC) with the aim of increasing 

the participation and position of women in science, engineering, and technology. Amongst other activities, 

the UKRC offers direct expert advice to individuals and organisations on how to access, set up, or improve 

mentoring and networking schemes to help women access support, develop skills, and make professional 

contacts. It also administers awards schemes to encourage employers in relevant sectors, including energy, 

to improve their work practices and address barriers faced by women in pursuing careers in the field 

(UKRC, nd). 

 _________________________________________________________________________________________  
19  Some countries that have traditionally adopted a more conservative position with respect to gender pay equality 

have recently taken steps to legislate for equal pay. For example, Chinaõs State Council continues to implement an 

ôOutline on Women Development in China for Year 2011-2020õ, a policy initiative that urges the adoption of 

measures to ensure equal pay for equal work. The United Arab Emirates (UAE) passed the Gender Equal Pay law in 

2018, which aims to guarantee equal pay for men and women (e.g., Donaldson, 2018). 
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4.1.4 Changing social norms and stereotypes 

Governments have also recognised the importance of promoting a more equitable distribution of family and 

household responsibilities and changing long-standing stereotypes about the respective roles of women 

and men in the family and workplace. 

Significantly, many countries have taken steps to extend paternity leave entitlements. According to World 

Bank (2019) analysis, a total of 33 countries have increased paid paternity leave entitlements since 2009, 

including a significant proportion of countries in the Eastern European / Central Asia region (e.g., Albania, 

Chile, Bulgaria, Georgia, Kosovo, Moldova, Montenegro, North Macedonia, and Turkey). Some governments 

have accompanied legislative changes with public information campaigns to encourage men to make use 

of paternity leave entitlements and promote a more equitable distribution of family responsibilities between 

men and women more generally (e.g., Barker et al, 2016). 

As indicated above, some governments have also focused on developing gender-neutral national education 

policies. For example, Mexico has introduced requirements that national educational curricula for primary 

and secondary school are free of gender stereotypes and that teachers are trained on gender-sensitivity 

(Kring, 2017). 

4.1.5 Addressing gender-based violence 

A growing number of countries have also taken steps to strengthen the legislative regime around sexual 

harassment and other forms of gender-based violence in the workplace. According to the World Bank 

(2019), 35 countries have introduced new sexual harassment laws to protect women at work in the last 

decade, including a number of countries in Eastern / Central Europe and Central Asia (Montenegro, 

Georgia, Moldova, Mongolia, North Macedonia, Turkey).  

Other governments have introduced various public policy initiatives to address GBV in society more widely 

that may include, and should support, a more specific focus on work-related GBV. Public policy responses 

range from national telephone hotlines, to school-based prevention programmes, to psychological and legal 

support for victims, and employment placement support for victims (e.g., Barker et al, 2016).  

4.1.6 Removing legal barriers to womenõs employment 

In many countries, including Kazakhstan, womenõs range of employment possibilities continue to be limited 

by restrictions on what occupations women can hold, the hours they can work, or the tasks they may 

perform. Such restrictions also reduce employersõ pool of qualified job seekers. The World Bank (2019) 

identifies 104 economies that still have laws prohibiting womenõs employment in specific occupations, 

including and particularly in mining (65 countries) and energy (29 economies).  

The exclusion of women from certain occupations not only deviates from the principle of equal treatment 

and non-discrimination established by international legal instruments, but it is also associated with lower 

female labour force participation rates and higher labour market segregation (ILO, 2019b). Indeed, 

although such prohibitions are often motivated by a concern for womenõs health and safety, in practice 

such regulations often bar women from higher paid industries (such as energy) and thus exacerbate wider 

gender inequalities in the labour market and the gender pay gap (ADC Memorial, 2018; ILO, 2019b; USAID, 

2018).  
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Instead of restricting womenõs occupational choices, many 

national governments have shifted the focus of regulatory 

activity to improving health and safety regulations and 

labour conditions for all workers ð women and men alike 

(USAID, 2018). Such an approach is in line with ILO 

jurisprudence and prevalent international thinking on 

labour legislation. For example, the ILOõs Guidance on 

Labour Legislation (2001) expressly states that health 

protection against specific workplace hazards should be 

available to all workers irrespective of their sex. It 

emphasizes that special protections for women should be 

adopted only in the case of work that is proven to be 

harmful to reproduction, and that such measures should be reviewed periodically in the light of advances in 

scientific knowledge. 

Labour market impact of restrictions on womenõs employment 

The World Bank (2018) estimates that the removal of legal barriers to womenõs employment in certain 

sectors can increase labour productivity by as much as 25% in some economies. A review of global labour 

market indicators over the last 10 years indicates that broader reform of national laws concerning womenõs 

employment ð which includes the elimination of prohibited jobs lists as well as other reforms such as equal 

pay laws and anti-sexual harassment regulations ð is also associated with a significant increase in female 

labour force participation (World Bank, 2019). Closing gender gaps in female labour force participation may 

bring gains of between 15% and 34% in GDP, according to IMF estimates (Gonzales et al, 2015).  

The experience of some countries that have removed bans 

on womenõs employment in the mining and energy sector 

indicates positive outcomes for female labour force 

participation. For example: 

¶ Chile repealed a prohibition on women working in the 

mining sector in the 1990s. Since then, female share of the 

total mining workforce has risen to 8% nationally and as 

much as 25% in companies that have adopted proactive 

measures to employ women (USAID, 2018).  

¶ In South Africa, the removal of similar bans on womenõs 

employment in mining has helped the female share of the 

national mining workforce grow to 13% in 2016, including 

15% of senior managers (USAID, 2018). 

Concerning occupational safety and health (OSH), 

international experience does not suggest any negative 

impacts associated with removing legislative restrictions on 

womenõs employment. Indeed, there are few studies or data 

that provide any evidence of harm to womenõs health 

associated with many of the professions that are typically banned via such legislation, or that such 

professions have a different impact on womenõs and menõs health. The UNõs CEDAW expressly noted the 

lack of adequate scientific evidence to support a ban on womenõs employment in specific occupations in its 

response to an individual complaint against the Russian Federation (UN CEDAW, 2016). 

òWomen should have the right to 

pursue freely any job or profession 

and the Committee points out that 

the exclusions or preferences in 

respect of a particular job . . . should 

be determined objectively without 

reliance on stereotypes and negative 

prejudices about menõs and womenõs 

rolesó (ILO, 2012). 

UN Committee views on 

prohibited jobs in Kazakhstan 

The ILO and CEDAW have identified 

Kazakhstanõs list of prohibited jobs for 

women as a key impediment to 

achieving equality at work in 

Kazakhstan.  

The CEACR has urged the government 

review the list of prohibited jobs to 

ensure that protective measures on 

womenõs employment are limited to 

maternity protection in the strict sense 

and do not arise from stereotypes 

regarding womenõs professional 

abilities and role in society and the 

family (ILO CEACR, 2017; see also 6.1). 






































































