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Nordic Energy Equality Network

Unsplash.com

ÅThe Nordic umbrella for the promotion of gender diversity 

and empowerment of women, forming a Nordic voice for 

an inclusive sustainable energy transition

ÅRepresentatives from the whole Nordic region and all 

sections of the energy sector

ÅNEEN will build bridges between education, research, 

government and industry and promote an inclusive 

approach through the whole sector

ÅNEEN will strive to make the energy sector increasingly 

visible to women and highlighting role models in order to 

attract more women to this sector



The energy issue is a crucial part of the fight against 

global warming and climate change ðcarbon 

emissions and fossil fuels must be reduced and 

replaced with green innovations and technology

òIn business, politics and society as a whole, we can 

only reach our full potential if we use all of our talent 

and diversity. There must be the same opportunities 

for all who share the same aspirations.ó - A European 
Green Deal - president of the European Commission, 

Ursula von der Leyen

Framework for Nordic Energy Equality Network (NEEN)



Genderequality in the Nordic energy sector
Nordic Energy Equality Conference, 14th June, 2022
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Purpose

ÅLink between gender equality in the workplace 

and corporate performance

ÅCurrently, investigation of the link between lack 

of gender equality in leadership positions and 

the lack of ambitious commitment of the sector 

to climate commitments

ÅThe purpose was to gather statistics from the 

Nordic countries and provide an overall status 

of gender balance and attitudes within energy 

companies, universities and energy authorities

Unsplash.com



Energy companies

ÅWomen hold 31% of all the decision -

making power positions (board 

members, C -suite executives, 

department managers)

ÅLow representation in top positions



ÅWomenõsleadership score: 

24%

ÅMajor part of women in 

manager positions rarely

leading to top positions

Energy companies

ÅWomen hold a major role in 

5% of Nordic energy

companies



Research groups

Academia

University departments



Å2 energy ministers were women (40%) in 

August 2021, June 2022 100% men

ÅNo change in FTE (2017 ð2019)

Å82% have both gender equality and 

equal pay policies

ÅAll state that they actively take steps to 

improve gender equality

Authorities



Benefits of gender diversity

ÅGender diversity leads to better

management and boosts innovation

ÅBetter gender diversity = better

performance and higher profitability

ÅInvesting in diversity is an investment in 

sustainability



Change is possible

ÅIncrease diversity in hiring and promote women into 

leadership roles

ÅShowcase role models

ÅMake gender diversity a priority ðset goals, initiate

programmes , monitor performance

ÅRemove the gender pay gap

ÅEncourage development , educate , ensure information

flow across the organisation and create opportunities for 

women

ÅMake work -life balance a priority and increase work

flexiblity

ÅEnergy companies : create sponsorships and make 

demands towards your collaborators and suppliers

ÅAcademia : rethink branding and think multidiciplinary

ÅAuthorities : start programmes , support networks , make 

demands towards supported projects



Gender equality is not just a fundamental 
human right, but also an essential 
foundation for a sustainable world

The report is available at: neen.network and nordicenergy.org
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REPowerEUis about rapidly reducing our dependence on 
Russian fossil fuels by fast forwarding the clean transition and 
joining forces to achieve a more resilient energy system and a 
true Energy Union.

¢ƘŜ ƎǊŜŜƴ ǘǊŀƴǎŦƻǊƳŀǘƛƻƴ ƻŦ 9ǳǊƻǇŜΩǎ ŜƴŜǊƎȅ ǎȅǎǘŜƳ ǿƛƭƭ 
strengthen economic growth, reinforce its industrial leadership, 
and put Europe on a path towards climate neutrality by 2050.

European Green Deal and RePowerEU

The first climate-neutral continent by 2050
by boosting the economy, improving people's health and quality of life,
caring for nature and leaving no one behind

Challenges are the need for significant more and other type of 
production, large and/or many storage facilities, flexibility and 
more transmission and distribution capacity.



Gender imbalance in the Nordic Energy Sector

2022-06-16 20

ÅWomen have proven to be leading the way towards more equitable and sustainable 
solutions to climate change*

Å Because of the multi-disciplinary dimension, renewable energies and other developments 
associated with the energy transition seem to exert a greater appeal on women and provide 
greater opportunities to them, than the more traditional fossil fuel industry*. Still, in 
renewables, womenôs participation is much lower in the science, technology, engineering, 
and mathematics (STEM) jobs than in administration.

ÅWomenôs participation in the Nordic Energy Sector seems rather stable over the years



Why is this an issue?

2022-06-16 21

ÅAcross societies the impacts of climate change affect women and men 
differently. Women are disproportionately affected.*

ÅWomen play a crucial role in climate change adaptation and mitigation. Women 
have the knowledge and understanding of what is needed to adapt to changing 
environmental conditions and to come up with practical solutions.*

ÅEvidence shows that womenôs empowerment and advancing gender equality 
can deliver results across a variety of sectors, including food and economic 
security and health. It can also lead to more environmentally friendly decision 
making at household and national levels.*

ÅUnleashing the knowledge and capability of women
represents an important opportunity to craft effective
climate change solutions for the benefit of all.*

ÅOur future is too important to be left alone to men.



Understanding the causes for gender imbalance

2022-06-16 22

ÅA lot of research has been done and is still on-going towards the causes for the 
gender imbalance in STEM and in the energy sector

ÅFactors identified are:

ςWorking conditions

> Working clothes

> Offices

> Salary

> Carreer oppportunities

> Working hours / work-life balance

ςWorking environment

> Male dominated

> Language

> Harassment and bullying

> Support network

> Feeling of not being included or listened too

> Appreciation for looks rather than knowledge

ς Recruitment process

ς Language used

ς Evaluation criteria

ς Evaluation team

ς Gender difference in application

ς Social acceptance

ς More?



What can we do?

2022-06-16 23

ÅMake gender diversity a priority

ς Set clear goals and follow them up

ÅEncourage and support woman

Å Encourage development

Å Make work-life balance a priority

Å Remove the gender pay gap

Å Increase diversity in hiring

ÅShowcase role models

Å Improve working conditions

Å Improve working environment

ÅBranding

Å More?



Iniatives

2022-06-16 24

ÅMany networks have been established

ςWomen in Power

ς Kraftkvinnorna

ς Kraftkvinne

ς etc

ÅBranding activities

ς Fill the gap

ς Jaevle flink

ÅDiversity initiatives in companies

ÅPolicies

ÅYoung girls in Tech



Are there measures with effect on the short term?

2022-06-16 25

Study 
application

ÅHow can we 
increase the 
number 
female 
applicants?

ÅDo we have 
the right 
evaluation 
criteria?

Study

ÅHow can we 
increase the 
number of 
female 
students?

ÅHow can we 
keep the 
students?

Recruitment

ÅHow do we 
get more 
women to 
apply?

ÅDo we have 
the right 
selection 
criteria?

Job

ÅHow do we 
make jobs 
more 
attractive?

Stay in the job
sector

ÅHow do we 
get them to 
stay?

5 - 10 years or 100 years?



Do we need to be more radical?

2022-06-16 26

ÅIncrease the number of study places with a special quota for women?

ÅDo we need to adapt studies and exams to be more diverse friendly?

ÅDo we need to have more women than man in the recruitment process?

ÅDo we need to redefine jobs?

ÅDo we need to build our organisation and culture from ôscratchô?



Take away

2022-06-16 27

ÅTo reach the climate goals, new solutions in the energy system are crucial

ÅInnovation succeeds best with diverse teams

ÅWe need to engage, recruit and keep more diverse teams

ÅCauses are know, or are they really?

ÅPossible actions are identified, or are they?

ÅMost of the actions are long term oriented

ÅDo we need to be more radical to get the change faster?



NEEN conference 2022

2022-06-16 28

ÅAt the NEEN conference we will find out more

ÅWe hope that we are able to inspire you!

ÅAnd that you take with you some ideas
for concrete action!
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The GENDIM toolbox for improving gender 
balance in higher education

Ivana Suboticki & Vivian A. Lagesen
Department of Interdisciplinary Studies of Culture (KULT), NTNU
Nordic Energy Equality Conference June 2022



The underrepresentation of women in 

science is improving unevenly

ÅWomen are historically underrepresented in scientific 

institutions - «A world without women» (Noble, 1992)

ÅWomen now constitute 48% in PhD positions and 46% in 

other recruitment positions (EC, 2021)

ÅWomen constitute only 24% in professor positions (EC, 

2021)

32



Why is gender imbalance in science a 

problem?

ÅResource argument: we miss out on talents 

ÅJustice argument: men and women should have equal 

opportunities, and more balanced representation can 

contribute to more just outcomes

ÅGender balance means better science

ÅGender balance makes better work environments among 

scientists 

33



Å Gender balance from below (NRC Grant 

2015-2019)

Å Learning from gender balance and 

equality measures (NRC Grant 2021-

2023) 

Å Evaluating the gender balance measures 

at NTNU (NTNU grant 2020-2021)

Å Understanding gender imbalances among 

university professors: the shaping and 

reshaping of epistemic living spaces 

(GENDIM) (NRC Grant 2019-2023)

More info: https://www.ntnu.edu/genderbalance

Data

Å Online survey among all department heads at NTNU 
in 2016

Å Qualitative interviews and focus groups with 150 
employees at NTNU (PhD students, postdoctoral 
fellows, associate professors and professors) (2015-
2018)

Å Interviews with department heads at four universities 
(2020-2021)

Å Interviews with five deans (2020)

Å Analysis of policy documents

Å Analysis of all employment processes over ten years 
at one faculty

Å Official data: DBH, NTNU management, Christin, 
Google Scholar

Å Online survey with recipients of qualification grants 
and start-up packages (2021)

Å Qualitative interviews of gender equality advisers 
(3), administrative staff (2), recipients of qualification 
grants (4), recipients of start-up packages (4) (2021)

Projects

https://www.ntnu.edu/genderbalance
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ÅPractical and easy to use

ÅA method more than a recipe 

ÅResearch-based 

ÅAdapted and tailor-made strategies and measures

ÅAnchored in leadership and supported among employees

GENDIM approach



Local variations

Table: Share of women professors at NTNU in percent

Share of women

professors in 2021

Lowest/highest share of

women professors on

department level in 2021

NTNU total 27 0 ï100

The Faculty of the Humanities 41 11 ï67

The Medicine Faculty 40 15 ï100

The Faculty of Architecture and Design 36 31 ï54

The Faculty of information technologies and electronics 16 9 ï22

The Engineering Faculty 12 0 ï15

The Faculty of the Natural Sciences 27 18 ï95

The Faculty of Social and Educational Sciences 40 20 ï50

The Faculty of Economy 21 9 ï28

Source: DBH 202236



Different scenarios 

Scenario 1: Leaky 

pipeline

Gender balance on 

PhD and post-doc 

level, but low share 

among professors

Ÿ focus on keeping 

and promoting women

Scenario 2: 

Underrepresentation 

overall

Low share of women 

overall, including 

study programs

Ÿ focus on recruiting 

women to study and 

promoting a career in 

academia

Scenario 3: Gendered 

research groups

Some research 

groups dominated by 

men, some by women

Ÿ focus on 

collaboration

Scenario 4: 

Sustainability problem

Share of women 

improved through 

extensive measures, 

but are dropping after

Ÿ focus on 

understanding why 

women leave

37
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ÅMapping and developing knowledge about the local 

gender balance situation

ÅObtain a knowledge base - helps gender balance 

measures and strategies be more accurate and thus 

increase their chance of having the desired effect 

ÅKnowledge-making can increase motivation and 

ownership 

Local knowledge-making

38
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ÅOne size fits none

ÅMeasures need to adapted and translated

ÅDesign and try-out multiple measures

ÅMeasures need to be followed up, evaluated and adapted 

(ódouble-loop learningô) 

Adapted measures
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ÅDepartment heads are potential change agents

ÅChallenged by competing concerns and lack of 

knowledge

ÅNeed clear signals from top-leadership

ÅLocal knowledge-making can lead to more action

Gender-sensitive leadership
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Gender balance from below

ÅNeed local support to implement measures

ÅNecessary to avoid óhiddenô leadership

ÅCollegial and collective leadership more suited to 

academia

ÅNeed collective ownership of the problem and 

solutions
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1. Mapping the situation

2. Involving employees in assessment of the situation and 
developing local understanding of the problem

3. Planning for change: recruitment, career advancement, 
working environment

4. Making someone responsible for implementation

5. Evaluating, making amendments and adaptations

Available at: https://www.ntnu.edu/genderbalance/toolbox

GENDIM toolbox

https://www.ntnu.edu/genderbalance/toolbox


THANK YOU!

More information: https://www.ntnu.edu/genderbalance

For questions: ivana.suboticki@ntnu.no

https://www.ntnu.edu/genderbalance
mailto:ivana.suboticki@ntnu.no
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Åpen informasjon / Public information

Diversityin Statnett
Anne Flagstad, Head of People and Sustainability



Åpen informasjon / Public information

Det grønnetaktskiftet

Objective: 

Diversity1.0

Diversity2.0



Åpen informasjon / Public information

Det grønnetaktskiftet

DAD

Let'sfocusfirst on gender..



Åpen informasjon / Public information

Det grønnetaktskiftet

Gender: Youneedto fix the basicsΧΦΦ

F:

Å60%

Å30%

Å27%

Flexibility

M:

Å40%

Å70%

Å73%



Åpen informasjon / Public information

Det grønnetaktskiftet

Employerbrand to attract females..

Internship
Traineeprogram
Student part timers

Internaldevelopmentopportunities
to retainfemalesΧ

A transparent and non-biased
internaljob market
Supportiveleaders
Active encouragement



Åpen informasjon / Public information

Det grønnetaktskiftet

Structureis hygiene - "Culture" requiredto acceleratediversity

Attitude-> Action

Action->Attitude



Åpen informasjon / Public information

Det grønnetaktskiftet

The ultimate goal is Diversity2.0 
- becauseit's goodfor business, societyand humanity

I Statnett har vi 
plass til hele deg
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Nordic FemaleEntrepreneurship

53

Nordic Innovation Diversity Task Force



Diversity

Inclusion

Belonging

54



How equal? 

In 2020, all-women-founded startupsraised 
just 0.7% of investment in the Nordics. 7.3% 
went to mixed-gender founding teams, 
while all-men founding teams raised 92%.

55



ˈ The Nordic task force for diversity 
consist of members from (almost) all 
the Nordic countries together with 
Nordic Innovation.

ˈ The aim of the task force is to make 
the Nordic innovation ecosystem 
more gender equal.

The Nordic 
Innovation Diversity
Task Force



ˈ Knowledge transfer

ˈ Analysis

ˈ Policy making

ˈ Engagement

What we do



Get in touch!

58

Annie Lindmark, Program Director, Vinnova

Moa Persdotter, Program Administrator, Vinnova

Maija Kãle, Innovation & SustainabilityAdviser at The Council of Ministers' Office in Latvia

Line Christmas Møller, Project Manager GenderMainstreaming, Nordic Council of Ministers

Rebekka Ravnholt Edemann, Green and Responsible Business Development, Danish Business Authority

Trine Moa, Senior Adviser Strategyand Governance, Nordic Innovation

Marthe Haugland, Senior Innovation Adviser, Nordic Innovation

Hege Guttormsen, HigherExecutiveOfficer, Nordic Innovation

https://www.nordicinnovation.org/

https://www.nordicinnovation.org/
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Oslo, June 14 2022

Nina Hellum, senior social scientist FFI

Influencing Culture, Behaviour, and Mindset - actions 
speak louder than words

- Identifying organizational properties and biases using 
the Norwegian Military Forces as a case



Background

Å Social anthropologist, gestalt therapist, 
Russian studies

Å Gender, state security, individual security 
awareness, influence operations, cyber 
security, recruitment & retention, insider risk, 
PSYOPS, military deception, counter 
intelligence 

Å Participatory observation

Å Interviews

Å Emic/ethic perspective



Gender issues in the Norwegian military

Å 2006 ïNorwegian government and the MOD (Ministry of Defence) presented a bill for increasing 

female percentage in the military

Å 2009/2010 ïcompulsory selection day for all (theoretical and physical tests, health check, 

conversation, information about service opportunities)

ï Women were forced to reflect on doing military service

Å 2016 ïgender neutral conscription 

Å 2022 ïwomen in uniform not longer an anomaly



Influencing behaviour 

Å Military disciplines ïPSYOPS and MILDEC 
(influence operations)

Å C-SPI ïCyber Social Propaganda and 
Influence

Å Influencing behaviour easier than changing 
mindset and attitudes 

Å Leaders are key ïchanging and influencing 
by doing, not just saying

Å Exposure between differing groups enhances 
tolerance and understanding (to a certain 
degree)

Å Different groups are influenced in different 
ways ïone size does NOT fit all


