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EDM GENDER AUDIT REPORT - EXECUTIVE SUMMARY 

In the past few years, Electricidade de Moçambique (EDM) has demonstrated a 

commitment to become an industry leader in matters relating to women’s advancement 

in the energy sector and a national champion for gender equality in the workplace. Its Board 

of Directors has committed the organization to achieving 40 percent gender balance among its 

workforce and management structures by 2030 as part of its strategic vision, which is due to be 

operationalized through the development and implementation of an institutional gender equality policy, 

currently in draft form, and an accompanying action plan. In 2016, EDM created within its Human 

Resources Directorate, a department to address matters relating to gender and appointed  a cohort of 

Gender Focal Points, with the objective of providing them with specialized gender expertise to be able 

to provide support in its principal offices throughout the country, signaling that the EDM leadership is 

willing to dedicate the resource infrastructure needed to implement the gender policy and action plan 

nationwide. In making these commitments, EDM demonstrates its motivation to achieve its strategic 

priority of becoming “a model smart utility that epitomizes gender equality and managerial and 

operational excellence.”  

Notably, the commitment to gender equality is a constitutional guarantee.2 Moreover, these 

commitments are also reflected in the Mozambican 2018 Gender Policy and Implementation Strategy3 

and the follow-up 2018-2024 National Plan for the Advancement of Women4 as well as the 2008 SADC 

Protocol on Gender and Development (as amended 2018).5 Similar policies and strategies are reflected in 

the USAID Power Africa6 and Engendering Utilities pillars and program priorities implemented in 

Mozambique.7 The Power Africa platform explains why gender equality and female empowerment is a 

critical component of the Power Africa program:  

“…the discourse around gender and energy often focuses on women as underserved end-users. 

Power Africa strives to look beyond this vision, seeing women as vital actors within the energy 

sector at large. It is Power Africa’s expectation that women be represented as policy makers 

within national and regional governments, as executives of private sector partners, as managers 

within power sector utilities, as employees of generation plants and transmission and 

distribution systems, as entrepreneurism within nascent renewable energy enterprises, and 

finally as customers of electricity services. By taking a sector-wide approach to gender 

integration, Power Africa aims to meet the energy needs of the underserved, while creating 

opportunities for women throughout the energy value chain.”8 

 
2 Article 36 of the Mozambican Constitution (Principle of gender equality); Men and women are equal before the law in all political, 

economic, social and cultural domains). 
3 Resolution 36/2018, of 12 October (Gender Policy and Implementation Strategy)  
4 Resolution 21/2019 of 22 April (National Plan for the advancement of Women 2018-2024) 
5 Trade Law Centre (Tralac), SADC Protocol on Gender and Development (August 2018). 

https://www.tralac.org/documents/resources/sadc/1187-agreement-amending-the-sadc-protocol-on-gender-and-development-

31-august-2016/file.html; Southern African Research and Documentation Centre (SARDC), SADC Gender and Renewable Energy 

Network (June 2018). https://www.sardc.net/books/BI/gender_energy_factsheet_3.pdf 
6 USAID, Gender Equality and Women’s Empowerment Policy (2012). https://www.usaid.gov/powerafrica/gender 
7 “Partner with Utilities to Increase Gender Equality, Create Leadership Opportunities and Develop Talent” 

https://www.usaid.gov/energy/engendering-utilities 
8 “Empowering and Powering Women: Power Africa.” U.S. Agency for International Development, August 24, 2018. 

https://www.usaid.gov/powerafrica/gender. 

https://www.tralac.org/documents/resources/sadc/1187-agreement-amending-the-sadc-protocol-on-gender-and-development-31-august-2016/file.html
https://www.tralac.org/documents/resources/sadc/1187-agreement-amending-the-sadc-protocol-on-gender-and-development-31-august-2016/file.html
https://www.sardc.net/books/BI/gender_energy_factsheet_3.pdf
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This report represents another important step in finalizing a gender policy and action plan 

that directly respond to EDM’s gender equality challenges. In June 2019, EDM invited external 

gender experts with the support of the USAID SPEED+ program, to carry out a gender audit of the 

public utility. A gender audit assesses the extent to which gender equality is effectively institutionalized 

in an organization’s policies, programs, organizational structures, culture, proceedings and decision-

making processes. The EDM gender audit reviewed how EDM management and staff perceive and 

understand gender in the workplace and provided an assessment of the measures instituted by EDM to 

date to internally promote gender equality, including women’s advancement and empowerment.  

EDM played an essential role in the execution of the audit not only by generating impressive buy-in 

across the utility in support of the audit, but also by providing the organizational and logistical resource 

support that has been key to ensuring the audit’s success. The audit team traveled to EDM’s 

headquarters in Maputo and to offices in six cities across the northern, central, and southern regions of 

Mozambique, collecting comprehensive qualitative and quantitative data through 178 Key Informant 

Interviews (KIIs)9, 23 Focus Group Discussions (FGDs),10 and 539 written survey responses. The KIIs, 

FGDs and written surveys were all undertaken on a confidential basis, and data and findings are 

reported on anonymously throughout this report. In total, the audit team was able to speak in person to 

over 270 employees at all levels of the organization and collect over 21,000 responses from paper-based 

and electronic surveys. These data, in the aggregate, comprise the set of challenges and opportunities 

that exist within EDM that may advance or impede gender equality goals, and inform the 

recommendations for future interventions as presented in this report. 

The audit was complemented by an assessment of the status of the current educational 

and recruitment pipeline to enable the increase in female employment at EDM to meet 

2030 targets. Seven middle and higher education institutions, including universities and technical 

institutes, in three provinces across Mozambique were included in the pipeline assessment. Data 

collection was carried out by a small team of EDM staff members in coordination with the SPEED+ 

gender specialist and findings from this assessment are also included in the report. Research focused on 

electrical engineering and other related technical and vocational courses and has informed actionable 

recommendations for EDM to strengthen strategic partnerships with educational institutions and 

gender-sensitive communication to ensure a robust pipeline of next-generation female energy experts.  

While the audit found promising and scalable gender-integrative best practices and 

activities already underway in EDM, it also underscored challenges and gaps that will 

require concentrated resources, investment, and capacity building to achieve EDM’s 

strategic goals. Out of approximately 3,500 EDM employees, only around 17 percent are women. Out 

of these 17 percent,11 most of the women occupy non-technical positions in administration and finance 

and only one out of 6 members on the EDM executive board is a woman. Sex-disaggregated data for 

employment positions demonstrate a strong gender-based occupational segregation and data for 

leadership and managerial roles similarly indicate a disparity between the number of women in 

leadership positions in relation to the number of men in such positions, exacerbating the gender 

 
9 KIIs or Key Informant Interviews” are one-to-one interviews 
10 “FGDs or Focal Group Discussions are interviews conducted with a group of either male or female employees, with a pre-

designed structure of questions designed to provoke discussion and opinions.  
11 As noted in the Report, while female staff is concentrated in administrative positions, EDM has increased female presence in 

management positions to 24 percent at the director level and 22 percent at the delegate or regional office level. 
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occupational imbalance. Of the 123 management positions, 23 are occupied by women and only one 

member of the EDM Board of Directors is a woman. It is thus evident that EDM has very few 

women in management positions and that there is a strong professional segregation based 

on gender, aggravating the professional imbalance between men and women. The audit also found that 

sexual harassment and negative biases and discriminatory behaviors directed at women are among the 

most pressing impediments to women’s retention and professional advancement at EDM.  

EDM staff, particularly among operations and network maintenance teams, possess biases and 

stereotypical beliefs about women’s ability to perform the same tasks as men. Interviews 

with male audit participants show that, although men indicate they are in favor of EDM’s gender equality 

agenda, the majority of male staff still demonstrate biases toward women, in particular towards women 

who work in technical roles or women who are pregnant or mothers. For example, male respondents 

have biases that women lack the physical strength needed to complete technical roles or that having 

women work in traditionally male dominated areas could be damaging to women’s femininity.  

The audit found signs of widespread discrimination and bias towards women who are 

pregnant or mothers. Overall, motherhood appears to be one of the main barriers to women’s 

professional development and advancement. This is not because mothers struggle to complete work and 

fulfill professional responsibilities, but because mothers experience widespread bias and discrimination 

across the company. It is common for pregnancy and motherhood to be seen as a burden to the 

organization, especially in technical and operational positions. Many men possess biased beliefs that 

pregnancy and motherhood negatively affect women’s professional performance, their ability to 

simultaneously balance work, and caretaking responsibilities. One prevalent practice resulting from this 

bias is the involuntary transfer of women after pregnancy from technical to administrative positions. 

Women who are transferred commonly experience difficulty in returning to technical areas afterwards 

in spite of their technical training. 

These biases are deeply rooted in both traditional gender norms as well as fears and misconceptions 

about shifting gender roles in Mozambique, in which men are the head of household and primary 

breadwinner and women’s act as caregivers for children and the household. Although these beliefs are 

possible to change with gender sensitization training over the medium term, the data show that the 

gender stereotypes are widely held and reinforced by prevalent social norms. 

Women employees at EDM said they worked to overcome discrimination and bias by demonstrating 

consistently and constantly they are capable to do their jobs, withstanding additional scrutiny of their 

work, and constantly negotiating the terms of their professional relationship with their colleagues.  

Female technicians interviewed in the audit did not mention any concerns about not being able to 

complete certain technical tasks or work after becoming mothers, but rather affirmed their capacity to 

perform the same tasks as men and the need to be given equal opportunities to do so.  

Overall, the audit found that women experience challenges engaging in career development 

opportunities to advance their careers. For example, women are not participating in EDM’s rotation 

scheme and feel like training opportunities are not decided on an equitable basis. Both male and female 

staff believe there is an overall lack of transparency and objective career development procedures and 

criteria across the company in both hiring and advancement practices. Staff asserted that a number of 
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recruitment processes and advancement decisions are based on amiguismo12 and not expertise, 

experience, performance, and equity.  

The audit also highlighted the pervasiveness of sexual harassment in the workplace and educational 

settings, with sexual harassment having negative effects on women’s well-being and ability to advance, 

along with explicit costs to EDM, including declines in productivity.  Male and female focus group 

participants and interviewees asserted that sexual harassment at EDM is widespread. While EDM’s Code 

of Ethics states that EDM employees should respect one another and not engage in behavior that 

constitutes sexual harassment which is then defined as direct or indirect, explicit or implied, verbal or 

insinuation, overt or subtle, single or multiple, behaviors to obtain sexual favors, very few cases of 

sexual harassment are reported, and the audit found that there is a clear misconception amongst many 

staff on the specific ways that sexual harassment manifests and all the behaviors that constitute sexual 

harassment. Women are largely afraid to speak out when experiencing sexual harassment. Some staff 

are unsure about existing mechanisms to report cases of sexual harassment, while others are concerned 

that EDM does not have adequate measures in place to deal with reported cases of sexual harassment.  

For example, the Code of Ethics could be much more specific with examples of what constitutes sexual 

harassment, who is protected against sexual harassment, the special responsibility of persons in 

management and supervisory roles and consequences of perpetrating sexual harassment. These findings 

call for EDM to make a concerted, institutionalized effort across all organizational units to more 

effectively prevent and respond to sexual harassment.   

Women also cited challenges in accessing safe and affordable transportation to get to and from 

work as a concern – especially when working at night, including extra hours or long shifts. A number of 

women across positions and roles at EDM reported that they commonly stay past the standard workday 

to finalize daily tasks, thus increasing their risk and sense of insecurity when commuting home later at 

night.  

There is widespread recognition of gender imbalance at EDM, and a desire to change it. In 

the written survey, the majority of respondents asserted that they felt well informed and empowered to 

promote gender equality within their department, but during interviews, staff expressed difficulties in 

defining what gender equality meant and how it can be institutionalized. This disparity in the data 

indicates that it will be critical for EDM to provide additional capacity building to staff and senior 

managers to clarify gender concepts and how to implement gender equity and women’s advancement 

initiatives, particularly as it relates to achieving corporate gender balance goals.  

Overall, most staff are aware of the gender imbalance at EDM, perceive gender equality as 

important for the utility and recognize gender imbalance as something that negatively affects their 

work unit. The team also found that a small group of male supervisors, in the age range of up to 50 

years old, agree with the idea that both male and female employees are capable of performing the same 

tasks and believe in providing equal opportunities for men and women. These male gender champions 

can be a key element in future efforts to enhance gender equality and change gender stereotypes at 

EDM.  

Further, there are already examples of successful and potentially scalable activities 

implemented by EDM that either in the distant or recent past made observable positive 

 
12 “Amiguismo” refers to the practice of showing favoritism on the basis of family or friend relationships 
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differences in women’s and men’s experiences in the workplace. For example, EDM 

operationalized their gender equality plans by creating the Women’s Forum, charged with implementing 

the action plan for achievement of organizational gender goals. Additionally, the recruitment, retention, 

and workplace culture intentionally devised for the Maputo Power Plant (Central Termoeléctrica de 

Maputo) is seen as a model for country-wide implementation of gender equality and women’s 

advancement initiatives. In addition, employees, particularly women, highlighted the importance of past 

practices, such as providing childcare for EDM staff, as beneficial in promoting work-life balance and 

reducing barriers working mother experience due to their roles as caregivers in the home to be more 

productive in the workplace. Traga a sua Filha ao Trabalho Hoje, or “Bring your Daughter to Work 

Today” is another promising past initiative that holds potential to inform and inspire the next generation 

of energy experts. Reviving some of these proven past efforts and scaling up current ones can be seen as 

“quick wins” for gender equality and women’s advancement at EDM.  
 

In addition, EDM has arranged awareness-raising lectures on gender equity, established resources such 

as the Women’s Forum, and increased female presence in management positions, to 24 percent at the 

director level and 22 percent at the delegate or regional office level. Furthermore, in 2018, EDM started 

the process of “mapeamento” (mapping), a system-wide organizational restructuring process designed to 

eliminate disparities between hierarchies and pay scales of employees with similar experience and 

educational backgrounds. EDM also maintains an employee roster disaggregated by sex and age and can 

track data on women in leadership or managerial roles. While the mapping process has encountered 

certain implementation difficulties, it is nonetheless an essential measure to promote gender equality. 

However, with regard to the pipeline for new recruits, additional pro-active measures are needed to 

ensure that EDM can attract and retain sufficient qualified pool of female candidates to achieve its 40 

percent gender balance target.  

Despite existing mechanisms to increase the number of female students in technical 

subjects, women are very underrepresented in engineering and technical courses in all of 

the three studied provinces, Maputo, Tete and Nampula. This is especially evident in Nampula 

and Tete, where some of the educational institutions that participated in the pipeline assessment have 

no female students. The highest percentage of female students is found in Maputo, but still does not 

exceed 20 percent of the student body. Several factors contribute to the lack of gender balance in 

educational institutions, including gender stereotypes in course selection, negative school environment, 

sexual harassment, and women’s responsibilities outside of school.  

Peer discrimination, as well as underdeveloped school policies to take responsibility for issues of 

discrimination and sexual harassment, contribute to a negative educational environment. For example, all 

the visited educational institutions have scholarships or quota systems to favor female students, but 

most lacked adequate follow-up support.  On the positive side, male students are generally accepting 

about working alongside women in “traditionally male” subjects.  

Gender stereotypes are perpetuated by the way the energy sector is portrayed as a male 

dominated environment, including by EDM, an issue raised especially by school directors. 

Gender stereotypes which are primarily rooted in culture, society and families, limit girls’ access to 

study courses that lead to degrees in electrical and mechanical engineering and other relevant fields. 

Parents play a key role in education, especially in influencing their children’s choice for specializations or 

courses, an impact that can be both encouraging or discouraging for them to access certain fields of 

education. Educational institutions and employers play a fundamental role as to whether these 
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stereotypes are overcome or are reinforced. The educational institutions were nearly unanimous in 

identifying the need and value of both stronger partnerships with EDM and stronger communication to 

demonstrate female role models from the sector to promote women’s opportunities as electricity 

professionals. 

The audit yielded a number of recommendations for implementation that will begin to 

address challenges and create the equitable workplace culture befitting a model smart 

utility and industry leader. While some of EDM’s challenges highlighted in the audit may reflect 

social and cultural norms and practices that EDM cannot resolve on its own, EDM should ensure that 

the company does not reinforce such norms and practices or allow them to be reinforced 

within the workplace and professional culture of the utility to the detriment of its workforce 

and itself. When equipped with the capacity and resources required to address these challenges, EDM 

can continue on its trajectory to integrating gender equality into its managerial and operational 

processes. 

KEY AUDIT RECOMMENDATIONS 

INCREASE INSTITUTIONAL AND COLLECTIVE COMMITMENTS TO GENDER EQUITY AND 

WOMEN’S EMPOWERMENT 

• Develop and implement EDM’s Gender Policy and Strategy through the establishment of clear targets 

and strong monitoring and evaluation of its impacts. 

• Highlight EDM’s Gender Policy and Strategy and gender balance targets in trainings for all new staff. 

• Capitalize on and develop the skills of women with technical qualifications who are already working 

at EDM. 

• Establish partnerships with organizations working on gender and energy to conduct women 

empowerment and mentoring activities within EDM. 

• Strengthen the EDM Women’s Forum to act as a leader in EDM’s Gender Equity Efforts.  

• Develop a capacity building strategy for managers and supervisors. 

• Develop an EDM male engagement strategy and program. 

IMPLEMENT A COMPREHENSIVE, MULTI-PRONGED STRATEGY TO ATTRACT FEMALE TALENT 

TO EDM THROUGH GENDER SENSITIVE RECRUITMENT, HIRING, PROFESSIONAL 

DEVELOPMENT & ADVANCEMENT 

• Improve Human Resources planning including the collection of sex-disaggregated employee data and 

foster more transparent hiring processes and personnel management systems. 

• Institutionalize the use of competitive recruitment for new hires and internal promotions. 

• Develop non-biased terms of references for open positions and clear job requisites to eliminate bias 

and discrimination in recruitment and hiring practices. 
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• Develop clear guidelines for supervisors on staff rotation. 

• Provide training, mentorship, coaching and leadership training opportunities for female employees. 

• Analyze the Gender Pay Gap at EDM and reflect it in the Gender Policy. 

• Strengthen partnerships between EDM and educational institutions to foster and train future female 

professionals in the electricity sector. 

• Increase the availability of internships and introduce the use of EDM employees as teachers at the 

technical schools.  

• Increase EDM’s gender sensitive marketing in all types of media as part of its strategy to recruit more 

female candidates, using positive role models of women in EDM.  

INSPIRE AN ORGANIZATIONAL CULTURE OF GENDER EQUITY AND DIVERSITY THROUGH 

TRANSFORMING STAFF PERCEPTIONS, BIAS, AND DISCRIMINATION 

• Institute broad measures to deconstruct and dismantle existing biased perceptions and discriminatory 

attitudes.  

• Train male and female staff on gender equity and unconscious biases. 

• Provide targeted capacity building on gender equity and women’s advancement for supervisors. 

ATTRACT AND RETAIN FEMALE EMPLOYEES AND PROMOTE GENDER EQUALITY BY 

ENABLING PARENTS TO WORK AND IMPROVING THEIR WORK LIFE BALANCE 

• Institute a culture of working per objectives and tasks rather than working long hours in office and 

standardize into formal company policy the existing practice of allowing staff to work flexible hours.  

• Develop gender-training programs to change negative perceptions surrounding maternity and shared 

responsibilities.  

• Provide breast-feeding spaces for lactating women. 

• Formalize, define, and standardize the practice of allowing staff to work flexible hours into formal 

policy. 

• Conduct a costing and feasibility study on some form of facilitated childcare.  

• Promote the practice of taking and granting paternity leave and examine extending the number of 

days of paternity leave available to employees.  

RESPECT AND ADDRESS MEN’S AND WOMEN’S DIFFERENTIATED HEALTH AND SAFETY ISSUES 

AND INVEST IN ZERO TOLERANCE OF SEXUAL HARASSMENT  
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• Amend EDM’s Code of Ethics to explicitly define sexual harassment, the special responsibility of 

managers and supervisors and includes information on reporting channels. 

• Institute a zero-tolerance sexual harassment campaign and establish victim support as well as strict 

investigatory and enforcement procedures.  

• Ensure EDM maintains facilities for an adequate menstrual hygiene.  

• Promote a zero-alcohol consumption at work policy and provide support for employees suffering 

from alcoholism and substance abuse,  

• Introduce measures to reduce insecurity when commuting to and from work. 

• Ensure all safety measures are in place and enforced, and that staff are aware of and adhere to safety 

measures. 

SHOWCASE EDM AS A MODEL SMART UTILITY THAT EPITOMIZES GENDER EQUALITY 

THROUGH BOTH INTERNAL AND EXTERNAL COMMUNICATION 

• Communicate results of the gender audit to all staff. 

• Develop a gender sensitive internal and external communications strategy, for example disseminating 

gender equality policy objectives, targets, and activities. 

• Develop a user-friendly guide and checklist on gender sensitive communication.  

• Promote the collection of sex-disaggregated data when collecting data on clients and users.  

STRENGTHEN THE EDUCATIONAL PIPELINE OF FEMALE TECHNICAL CANDIDATES INTO EDM 

• Establish partnership programs with national and regional secondary and tertiary educational 

institutions to increase the availability of female graduates in electricity. 

• Arrange study visits to EDM. 

• Adjust the design and implementation of activities according to the social and demographic 

characteristics of particular provinces taking into account the fact that gender stereotypes, cultural 

issues and availability of jobs vary among the provinces. 

• Create a program for female EDM employees to participate in seminars and specialized coursework 

sessions in local educational institutions and support the involvement of female EDM employees as 

periodic teachers at the universities and technical schools. 

• Support educational institutions in promoting the admission and retention of female students in the 

relevant courses. 

__________ 
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GLOSSARY 

Gender refers to the socially constructed roles ascribed to women and men, and 

relationships between and among them, as opposed to biological and 
physical characteristics. Gender roles vary according to cultural. socio-

economic and political contexts, and are affected by other factors, including 
time, age, race, class, and ethnicity. 

Gender equality  means that women and men and girls and boys enjoy the same rights, duties, 

opportunities, visibility, participation and freedom to define their own life 
and make informed and free decisions. 

Gender equity is a process to apply justice and fairness in the treatment of women and 

men in order to eventually achieve gender equality, often requiring 
differential treatment of women and men (or specific measures) in order to 

compensate for the historical and social disadvantages that have prevented 
women and men from sharing a level playing field. If gender equality is the 

goal, gender equity is a means to reach the goal. 

Gender mainstreaming is the process of integrating the perceptions, experience, knowledge and 
interests of women and men in policymaking, planning and decision-making. 

It does not replace the need for targeted, women-specific policies and 
programs, and positive legislation; nor does it do away with the need for 

gender units or focal points. Gender mainstreaming is a strategy to achieve 
gender equality. 

Gender parity equality in numbers among men and women. 

Gender bias refers to making decisions based on gender stereotypes or perceptions that 

result in favoring one gender over the other. 

Gender structural 

barriers / causes 

inequalities in social structures, based on institutionalized conceptions of 
gender differences. Conceptions of masculinity and femininity, expectations 

of women and men, judgements of women’s and men’s actions, prescribed 
rules about behavior of women and men – all of these, and more, create 

and maintain gender inequality in social structures. Social and cultural 
environments, as well as the institutions that structure them and the 
individuals that operate within and outside these institutions, are engaged in 

the production and reproduction of gender norms, attitudes, and 
stereotypes. 

Social inclusion  is the process of improving the ability, opportunity, and dignity of people, 
who have been disadvantaged based on factors such as their identity, sex, 

sexuality, race, ethnicity, religion, age or educational level to take part in 
society. 

Occupational 

segregation 

is the distribution of employees across and within occupations, based upon 

demographic characteristics—most often gender. Occupational segregation 
often occurs in patterns, either horizontally (across occupations) or 

vertically (within the hierarchy of occupations). As a workplace 
phenomenon, it is linked to the gender pay gap. 

 


