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NOTE 

 

 

It must be underscored that this report is based on a rather focused and limited effort to gain a deeper 
understanding of the overall GESI issues, challenges, and opportunities in the Philippines to the extent they were 
relevant to the primary focus of the Assessment Report as part of the E4SEA Activity. This Philippines Country 
Chapter provides a foundation for the USAID Mission in the Philippines and the IPs engaged in various activities 
to further expand the research and conduct more detailed GESI analysis to further inform the gender equity and 
equality issues in the energy sector in the country. 
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EXECUTIVE SUMMARY 

GENDER AND ENERGY CONTEXT 

Women are underrepresented in the formal workforce across Southeast Asia, particularly in male-
dominated industries like the energy sector. This is more than an issue of equity; it is a missed economic 
opportunity for countries, companies, and communities. A growing body of evidence links increased 
gender equality with stronger business outcomes, as well as with more innovation and higher 
productivity. Tapping into women’s unique contributions can strengthen energy sectors, accelerate 
inclusive economic and social development, and add trillions of dollars to global GDP. The reasons for a 
lack of women’s participation in the energy sector are many and varied – cultural biases, lack of policies 
on gender equality, lack of focus on increasing STEM education and internship opportunities for women, 
and recruitment and promotion practices that typically favor males as energy sector jobs are considered 
too hard for women.   

THE E4SEA ACTIVITY 

In order to better understand the gender gaps and design targeted interventions to address the gaps, the 
USAID Regional Development Mission for Asia (RDMA) designed the Enhancing Equality in Energy for 
Southeast Asia (E4SEA) Activity. The Activity is designed to address the challenges faced by women in 
the energy sector through developing and implementing collaborative interventions with 1) tertiary 
educational institutions to prepare women students to enter the energy field and 2) energy companies 
to create more employment opportunities for women at all levels in the Southeast Asia region. 

The E4SEA Activity is part of the Asia Enhancing Development and Growth through Energy (EDGE) 
initiative overseen by USAID/RDMA. Asia EDGE is a key component of the U.S. Government’s approach 
to grow sustainable and secure energy markets throughout the Indo-Pacific region. The Activity aims to 
contribute to that effort by improving gender equality and inclusion in Southeast Asia’s energy sector 
the overall goal to strengthen the region’s energy institutions and advance women’s economic 
empowerment.  

Specifically, the E4SEA Activity is working towards three primary outcomes.  

1. Increased workplace diversity in Southeast Asia  

2. Improved inclusive workplace environment  

3. Expanded equitable promotion opportunities 

The E4SEA Activity is being implemented through a number of targeted interventions under five (5) 
specific objectives: 

1. Objective 1: Identify core challenges to gender equality in the energy sector in Southeast Asia 

2. Objective 2: Increase the number of women and girls pursuing careers in the energy sector 

3. Objective 3: Increase the recruitment, retention, and promotion of women in the energy 
sector workplace 
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4. Objective 4: Increase mentorship and leadership opportunities for women in the energy 
sector 

5. Objective 5: Enhance communication, collaboration, and learning 

While there are a number of regional gender-related activities being implemented by many regional 
organizations, E4SEA is the first regional Activity that specifically focuses on GESI in the full chain of 
energy sector and specifically focuses on enhancing opportunities for women in the energy sector. 

THE ASSESSMENT REPORT 

As part of Objective 1, the Activity completed a comprehensive report entitled “Assessment of 
Women’s Participation in the Energy Sector in Southeast Asia”, also referred to as the “Assessment 
Report”. The report provides a summary overview of regional gender and social inclusion gaps, 
challenges, and opportunities within the energy sector regionally and across three countries – Indonesia, 
the Philippines, and Thailand. While E4SEA Activity covers seven (7) countries – Burma, Cambodia, 
Indonesia, Laos, the Philippines, Thailand, and Vietnam, the initial three countries were selected in 
consultation with RDMA and the bilateral missions on two main criteria: 1) the availability of bilateral 
energy programs and 2) the country and mission’s readiness for engagement at the time.  

The Assessment Report also updates the findings from the GESI Analysis and GIDAP developed at the 
beginning of the Activity. Direct stakeholder engagement through In-depth Interview (IDIs), Focus 
Group Discussions (FGDs), and a Baseline Citizen Survey added crucial depth and detail to prior 
analyses, largely based on secondary data and information and extensive literature review. 

GUIDING PILLARS AND RESEARCH METHODOLOGY 

The key context for the methodology deployed for preparing the Assessment Report is defined by the 
following guiding pillars: 

1. The USAID Gender Equality and Women’s Empowerment Policy (2020)1 is the 
overarching policy tool which outlines USAID’s vision and objectives for integrating gender 
equality and women’s empowerment throughout the program cycle. 
 

2. USAID ADS Chapter 205: Integrating Gender Equality and Female Empowerment in USAID’s 
Program Cycle (revision 2021) 2 serves as an in-depth guide to the operationalization of the Gender 
Equality and Women’s Empowerment Policy. It provides a broad framework for gender analysis, 
which considers the following domains: 1) Law & Policy, 2) Access to Resources, 3) Power and 
Decision-Making, 4) Roles and Responsibilities, and 5) Knowledge and Beliefs. This report, as 
well as the E4SEA GESI Analysis and GIDAP, includes in its analysis framework an additional 
domain not required by USAID ADS 205 which considers human dignity and gender-based 
violence. 
 

3. USAID Delivering Gender Equality Best Practices Framework for Male-Dominated 
Industries: This framework (2021) identifies eight phases of the employee life cycle as well as 

 
1 https://www.usaid.gov/GenderEqualityandWomensEmpowermentPolicy 
2 https://www.usaid.gov/sites/default/files/documents/205.pdf 



 
   
 

USAID.GOV                                        USAID/RDMA - ASSESSMENT OF WOMEN’S PARTICIPATION IN THE ENERGY SECTOR      |     4 
                                                           IN SOUTHEAST ASIA 

four organizational enablers as key entry points to effecting long-lasting and impactful gender 
equality interventions within partner electricity and water utilities. 3 
 

4. Student Life Cycle: There is a number of conventions that are used by different researchers. 
The Student Life Cycle offers three broad stages and eight steps. There are typically three (3) 
broad stages: 1) Attract, 2) Transform and Empower, and 3) Advance. In addition, there are 
eight (8) steps: 1) Engagement, 2) Recruitment, 3) Application/Admission, 4) 
Orientation/Enrollment, 5) Studentship, 6) Graduation, 7) Career Preparation, and 8) Alumni. 
The student life cycle stages provide key opportunities during a student’s journey for affecting 
impactful gender equality interventions. Typically, the stages used by most analysts are: 1) 
enrollment, 2) curriculum, 3) internship and higher education, and 4) career opportunities and 
challenges. 
 

5. Employee Life Cycle: The employee life cycle includes seven (7) stages: attraction, 
recruitment, onboarding, retention, development offboarding and happy leavers. In addition, 
there are nine (9) organizational enablers in organizational change.4 

Based on the above guiding pillars, the methodology for both the regional Assessment Report and the 
individual Country Chapters for Indonesia, the Philippines, and Thailand included the following activities: 

● Additional Desk Research and Literature Review – The Activity conducted additional 
research beyond what was done during the GESI Analysis and GIDAP preparation more than a 
year ago 

● In-Depth Interviews (IDIs) – Including stakeholder identification and mapping  
● Focus Group Discussions (FGDs) – For several stakeholder and participant groups and sub-

groups  
● Baseline Citizen Survey – A well-designed and comprehensive baseline citizen survey on 

gender biases, challenges, and lessons learned 

All of these activities provided considerable primary data and information to inform the Activity’s GESI 
Analysis and GIDAP that were initially prepared based on secondary information only. In addition, the 
data and information for the Philippines directly resulted in the development of this Philippines Country 
Chapter. 

INTRODUCTION TO THE ASSESSMENT REPORT 

The Assessment Report consists of five separate reports as follows: 

1. Executive Summary and Main Report: This part of the Assessment Report provides an overall 
executive summary of the report and a main report summarizing key findings and 
recommendation at the regional level. 
 

2. Indonesia Country Chapter: This is a separate stand-alone report on the gender gaps, 
challenges, opportunities in the energy sector in Indonesia.  

 
3 https://www.usaid.gov/sites/default/files/documents/Delivering-Gender-Equality-Best-Practices-Framework.pdf 
4 It should be noted that the precise definitions and numbers of the terms for student life cycle and employee life cycle vary in the literature; 
different researchers and organizations use different conventions.  
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3. Philippines Country Chapter: This is a separate stand-alone report on the gender gaps, 

challenges, opportunities in the energy sector in the Philippines.  
 

4. Thailand Country Chapter: This is a separate stand-alone report on the gender gaps, challenges, 
opportunities in the energy sector in Thailand.  
 

5. Methodology and Tools: This report provides a summary of the research methodology and 
tools used in order to conduct the research and analysis that led to the development of the 
Assessment Report and the individual Country Chapters for the three countries. This report 
includes the following Annexes: 
 

• Annex 1: Targeted Stakeholders and Selection Criteria 
• Annex 2: List of Stakeholders 
• Annex 3: List of Questions for the In-depth Interviews (IDIs) 
• Annex 4: List of Questions for the Focus Group Discussions (FGDs) 
• Annex 5: Survey Instrument for the Baseline Citizen Survey  

It should be noted that the Country Chapters for Indonesia, the Philippines, and Thailand are based on a 
rather focused and limited effort to gain a deeper understanding of the overall GESI issues, challenges, 
and opportunities in the three (3) countries to the extent they were relevant to the primary focus of 
the Assessment Report as part of the E4SEA Activity.  These Chapter Reports provide a foundation for 
the bilateral missions and the IPs engaged in various activities to further expand the research and 
conduct more detailed GESI analysis to inform the gender equity and equality issues in the energy sector 
in the countries. 

This report “The Philippines Chapter” provides a summary overview of gender and social inclusion gaps 
and challenges within the energy sector in the Philippines based on 1) literature review and desk 
research, 2) extensive discussions and in-depth interviews (IDIs) with key stakeholders, 3) focus group 
discussions (FGDs) with a wide array of participants, and 4) a baseline citizen survey. This report also 
updates the Philippines-specific information in the Activity’s Gender Equality and Social Inclusion (GESI) 
Analysis and Gender and Inclusive Development Action Plan (GIDAP) previously completed more than a 
year ago based on secondary data and information gathered and analyzed from desk research and 
literature review. 

The Activity acknowledges and appreciates the support provided by the USAID Mission in the 
Philippines without which neither the regional Assessment Report nor the Philippines Chapter would 
have been possible. 

HIGH-LEVEL SUMMARY OF GESI FINDINGS 

Table A7-1provides a high-level summary of the GESI findings based on primary research and data 
collection in the Philippines. 
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TABLE A7-1: KEY COUNTRY-LEVEL FINDINGS 

DOMAINS KEY COUNTRY-LEVEL FINDINGS 

Law and Policy • The Magna Carta of Women (MCW) defines the duties of the States and agencies for 
women’s human rights, and women’s empowerment and development to achieve gender 
equality. 

● Under the MCW, men and women have equal access to education and employment. 

● There is a specific allocation for the admission of provincial and regional children to state 
universities. 

● State universities set up extension campuses in remote provinces and towns to strengthen 
outreach and admission. 

● Considerable focus is placed on increasing numbers of STEM schools in the regional and 
provincial centers by the Department of Education (DepEd) and the Department of Science 
and Technology (DoST), and raising awareness of female students for STEM and energy in 
targeted provincial schools by the Department of Energy (DoE) 

● There is the popular use of multiple gender toolkits for energy sector workplaces, such as 
the DoE Gender Toolkit for the Energy Sector, developed by DoE with technical assistance 
from USAID through the Advancing Philippine Competitiveness (COMPETE) Project.5  

● Entities routinely develop gender-disaggregated data for planning, monitoring, reporting, and 
implementing gender policy and gender budgeting/auditing. 

● Executive Order 51 also known as the Mother-Child Friendly Organization focuses on 
gender equality by allowing child rearing at the workplace and is also extended to fathers to 
do the same. 

● Commission on Human Rights of the Philippines (CHRP) and its Women’s Human Rights 
Center as the country’s Gender Ombud are well established and functional. 

● Expanded Maternity Law to 105 Days (120 Days for single mothers) is implemented widely. 

● On-site child support in DoE and the National Power Corporation (NAPOCOR) Offices for 
parents and breast-feeding mothers is provided and is working well. 

● The Gender and Development (GAD) Law stipulates that every government agency and 
subsidiary allocate at least five (5) percent of their total annual budget for gender programs 
and activities.6 

● The Technical Education and Skills Development Authority (TESDA) provides vocational 
education and green jobs to disadvantaged groups and women.  

● Partnerships between DepEd, DoST and Local Government Unit promote gender equality 
and enhance opportunities for women in STEM schools in the provinces and provide 
scholarships. 

● DoE energy campaigns are targeted to schools and girls in the rural areas. 

● K-12 education and vocational training through TESDA are free.  

● Laws and regulations support maternity and paternity leave, Mother-Child Friendly 
Organization, creation of child spaces in the workplace, Work from Home (WFH) 
arrangement, Day Care Center Act, and Guidelines on the Implementation of Empowerment 
and Re-affirmation of Paternal Abilities. 

Access to 
Resources 

• As Generations Y and Z have more access to the internet, they are increasingly exploring 
traditionally male-dominated fields such as engineering, mechanics, marine sciences, and 
other hard science and engineering fields.7 

Power and 
Decision-Making 

• Decision-making is shared by men and women in the household and in the workforce. 
• The country stands out with women in many leadership positions in public and private 

service sectors. 

 
5 https://www.doe.gov.ph/sites/default/files/pdf/doe_gad/doe_gad_toolkit.pdf?withshield=1 
6 https://pcw.gov.ph/gad-budget-report/ 
7 In the near future, three of the most studied generations will converge on the workplace at the same time: Generation X, the age cohort 
born before the 1980s but after the Baby Boomers; Generation Y, or Millennials, typically thought of as those born between 1984 and 1996; 
and Generation Z, those born after 1997. 
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TABLE A7-1: KEY COUNTRY-LEVEL FINDINGS 

DOMAINS KEY COUNTRY-LEVEL FINDINGS 

 • Within the household, men and women share decision-making e.g., selecting appropriate 
solar panels and PV systems for hot water and cooking needs – the general principle is 
“wives approve, husbands implement.”  

• Many Corporate Social Responsibility (CSR) and Development Sustainability program of 
energy companies are headed by women. 

• Energy companies welcome female leaders and the attitude of male executives and staff 
towards female leaders has always been supportive and positive. 

Roles and 
Responsibilities  

● The traditional gender stereotype that men are the breadwinners and women the 
homemakers or caregivers remains evident and is supported by a Filipino value called “amor 
propio” (self-respect or self-esteem). 

● Both men and women perceive that women hold a natural and strong capacity to care for 
the children and family which ends up defining the roles of men and women. 

● Generations Y and Z are becoming more open and flexible towards shared and 
interchangeable roles of bread winning and caregiving for the best interest of the children 
and family.  

● Both men and women perceive that decision-making in the family is shared; while the men 
are the breadwinners, the women are the “treasure keepers,” a typical expression used 
when referring to women’s family role.  

● The role of women as primary care providers typically does not change even if they work full 
time; nor will the role of men as the primary breadwinner change if their wives work full 
time.  

● Men and women have access to maternity and paternity leave under the law. However, 
women receive longer leave with pay than men. 

● COVID-19 further stresses women’s role as the primary caregiver of the family, as the 
health needs of the family, access to health services, and food security have become the 
highest priority. 

● The reproductive role of women continues to prevail as the primary reason for resignation 
from jobs, declined promotion, or consideration to enter employment. 

Knowledge and 
Beliefs 

• The Philippines is a matriarchal society with strong tendencies to respect and protect 
women, where protection of women does not mean women are weaker than men. 

• Gendered notions about men’s and women’s roles and skills coupled with economic reasons 
continue to limit career options, especially for girls. 

• Parents’ social orientation, especially the mother and the economic capacity of the parents, 
strongly influence career choices for women. 

• Parents are generally supportive of girls pursuing STEM. However, such support somewhat 
varies from province to province and depending on each family’s socio-economic status. 

• There is a perception that girls are more patient with online learning and do better online 
presentations than boys. 

HUMAN DIGNITY AND GBV ASSESSMENT FINDINGS 

In addition, in the area of human dignity and GBV, the following are the high-level findings based on the 
research conducted under the E4SEA Activity: 

• Number of persons with disabilities in the total regular and non-regular workforce stands at 
one (1) percent.  

• Philippines includes a provision of ten (10) days paid leave for Violence Against Women and 
Children (VAWC) victims. 
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• The government is strengthening mechanisms to respond to VAWC cases between CHRP, 
Civil Service Commission and Department of Interior and Local Government on time.  

• During COVID-19, schools provide online orientation and guidance on protecting oneself 
from cyber harm in online learning. 

• The government has created peer support for girls who were victims of cyberbullying. 

• According to the IDIs and FGDs, men and women have equal access to grievance 
mechanisms in workplaces and universities. 
 

• Gender audit becomes a primary component of the annual audit of government entities and 
subsidiaries. 

FINDINGS RELATED TO STUDENT LIFE CYCLE AND EMPLOYER LIFE CYCLE 

The research conducted under the E4SEA Activity also included an analysis of gender-related issues in 
the student life cycle and the employee life cycle. Overall, key findings from this analysis reveal the 
following: 

In the Philippines, access to education for all children is a primary challenge. In 2017, one in every ten 
(10) Filipino children aged 6-24 years was not in school; the number of out-of-school youth and children 
(OSYC) has increased since then and has especially increased due to the COVID-19 pandemic. 
Educational barriers for girls are especially heightened by the pandemic, as girls are more likely to drop 
out of school than boys are in the face of crisis. If they do have access to education, girls are not likely 
to choose to study STEM subjects due to social norms, family pressure, and financial pressure.  

Because of low overall access to education combined with other external pressures, very few girls can 
pursue STEM academically. Thus, energy companies in the Philippines face challenges in recruitment and 
hiring of women. Some companies have been successful in increasing gender equality in hiring by 
launching partnerships with universities and running campaigns promoting women in energy. Other 
companies have begun to train women to become electricians, but stakeholders noted that these 
programs are difficult to develop and require buy-in from leadership. 

COVID-19 IMPACT 

The Philippine Association of State Universities and Colleges (PASUC) has estimated that a total of 
44,069 college students at state universities and colleges (SUCs) will not enroll for academic year 2020-
2021 as the country deals with the COVID-19 pandemic.8  

The estimate was the results of the survey conducted by PASUC with 108, out of the country’s 112, 
SUCs. There are 112 SUCs in the country. Based on data from the Department of Education (DepEd), 
close to four (4) million students were not able to enroll for the current school year. As of Aug. 11, 
2020, the DepEd noted that some 23 million have enrolled in both public and private schools, a 

 
8 https://www.rappler.com/nation/college-students-wont-enroll-pandemic-pasuc/ 
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significant reduction from the 27.7 million enrollees in 2019. The DepEd said 2.75 million of the 4 million 
who did not enroll were private school students. 

Based on 2017 Philippine Statistics Authority (PSA) data, nine (9) percent or 3.53 million of the 
estimated 39.2 Filipinos aged six (6) to 24 years old were considered off-the-school youths (OSYs). Of 
that number, 83 percent consist of individuals 16 to 24 years old; 11.2 percent were 12) to 15 years old, 
and 5.7 percent were 6 to 11 years old. The PSA data indicated that the most common reasons among 
OSYs for not attending school were marriage or family matters, lack of personal interest, and high cost 
of education or financial concerns. 

KEY RECOMMENDATIONS 

Based on the findings in this preliminary and limited assessment of the gender gaps and challenges in the 
Philippines as part of the broader regional E4SEA Activity, this section provides a few key 
recommendations for further action by interested parties. With respect to the USAID Mission in the 
Philippines, it should be underscored that a broader more extensive effort is needed for the Mission to 
develop its country-specific gender streamline strategy framing the findings in this report. In this sense, 
this report provides a foundation for the Mission and other partners to build a more robust GESI for 
the Philippines with sector-specific interventions for advancing opportunities for women. 

Following are few of the key recommendations for future activities directly derived from the research 
findings: 

LAW AND POLICY 

● While the country has made significant progress in developing appropriate laws and policies to 
promote gender equity and equality, there is a need to enhance the implementation of these 
laws within the public and private sector entities. Therefore, donors and the government should 
consider designing new programs and strengthening existing programs aimed at operationalizing 
the provisions of the laws in the employers' day-to-day operations. 

● The government should consider issuing directives to various ministries and departments to 
explicitly include gender mainstreaming and gender equality, in their planning, budgeting, and 
program implementation approaches.   

● The government should consider adapting the Gender Toolkit for the Energy Sector developed 
under the E4SEA Activity and modeled on the USAID Engendering Industries Gender Toolkit. 
This should be spread throughout the energy sector entities. 

● Concerning the Mother-Child Friendly Organization Executive Order 51, the government 
should encourage employers to institute several policies and practices aimed at women’s entry 
and promotions in the energy sector workplace.  Some of the initiatives that should be 
considered include: 1) expanding the Maternity Law to 105 Days (120 Days for single mothers); 
2) establishing onsite child support and breast-feeding facilities; and 3) flexible work hours for 
pregnant women and mothers to achieve effective work-life balance. 

● The government should encourage the public and private sectors to give more attention to 
aspects of the law that would support and sustain women in the workforce and distribute 
leadership roles among male and female counterparts. 
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ACCESS TO RESOURCES 

● Traditionally, often financial resources are allocated for education of sons rather than daughters 
in families. This results in boys advancing to higher education and entering the workforce more 
often than girls. There is a need for the government and the donors to design targeted 
communications and outreach engagements to address the importance of enhancing equality 
between boys and girls from an early stage.   

● While GESI is often discussed both within the public and private sectors, it is not practiced as 
well as it should be, and few resources are committed to implementing gender equity and 
gender equality.  In future programing, the government and the donors should include 
interventions related to explicit inclusion of GESI in both public and private sector governance 
practices.   

● The E4SEA research finds that the government has numerous laws and policies that address 
gender equality including men and women having equal access to education and employment.  
Indeed, the DoE is an excellent example of embodying many of the provisions of existing laws 
into their operations. For example, DoE and NAPOCOR provide on-site childcare support.  
Also, DoE is implementing a program to enhance education opportunities for girls in the rural 
areas.  The government should consider communicating the benefits of DoE’s programs to the 
private sector employers and other ministries and departments within the government.  
Appropriate case studies enhancing gender equality should be widely publicized through 
quarterly and annual public fora. 

POWER AND DECISION-MAKING 

● The E4SEA Activity has developed several toolkits that could be adapted for enhancing GESI in 
the country. For example, the government may consider adapting the Gender Toolkit for Energy 
Sector, developed under E4SEA, and modeled on USAID’s Engendering Industries similar toolkit.   

● The government should consider adopting the School Engagement Toolkit and the Mentorship 
Toolkit, both developed also under the E4SEA Activity as these toolkits directly address equality 
in decision making between men and women through specific training and capacity building. 

● The E4SEA Activity is closely working with several energy employer partners to institute 
changes in recruitment, retention, mentorship, and the promotion of women in the energy 
sector. As part of this engagement, E4SEA provides change management coaching to energy 
employers and opens the door for their employers and managers to participate in management 
programs that would enhance gender equity and gender equality. The government should 
consider similar approaches for engaging with energy employers in the Philippines. The E4SEA 
Toolkits are available through the RDMA mission. 

● Within the SEA region, the Philippines stands out as having excelled in achieving leadership by 
women in both the public and private sectors. For example, in the private sector in the 
Philippines, many energy companies have females leading their Corporate Sustainability 
Departments. The public-private partnership between the government and private employers in 
the Philippines has a valuable case study that would benefit additional employers in the country 
and the SEA region. Therefore, the government should accelerate its implementation of 
programs that enhance women’s leadership in energy sector entities in both the public and 
private sectors. 
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ROLES AND RESPONSIBILITIES 

• Changes in attitudes towards gender roles among the younger generations are conducive to 
talent outreach programs that draw more female students into STEM studies and employment. 
Therefore, the government should consider adopting the School Engagement Toolkit developed 
under the E4SEA Activity to engage with male and female students to enhance the entry of 
women into STEM education. 

• In order to address the conscious and unconscious bias with respect to men’s and women’s 
roles and responsibilities, the government should consider appropriate training and capacity 
building to remove biases that impede women’s entry into STEM education and pursuit of 
employment in the energy sector. For example, the Unconscious Bias Training Program 
developed under E4SEA could serve as the basis for the government to design its own similar 
training program to address the biases with respect to the roles of men and women.   

KNOWLEDGE AND BELIEFS 

• Given that GESI knowledge is generally scarce throughout most segments of the society, there 
is a need to constantly propagate and communicate the importance of GESI and its direct impact 
on increasing economic and social benefits. The government should consider designing and 
adapting a number of initiative to enhance GESI knowledge and address believes that may be 
counter to GESI.   

• The government should consider a ToT program for high school students, teachers and parents 
about gender equality and the impact of conscious and unconscious biases on gender roles that 
could negatively influence decisions on the student’s higher education and prospect careers. 

• In partnership with the energy industry, the government should consider designing joint public-
private sector activities that would influence the energy employers to develop and institute GESI 
as an integral component of their corporate governance. Additionally, the government and the 
private sector should work with potential donors to provide targeted capacity building and 
training in the implementation of GESI at all levels within the energy employer organizations.   

• Regarding promoting women to not foreclose on the option of pursuing STEM because of 
traditional beliefs, the government, in partnership with donors, should consider designing 
scholarship programs to enhance women’s participation in STEM.   

HUMAN DIGNITY AND GBV 

• The E4SEA Activity has developed several gender toolkits and ToT programs helpful in engaging 
with employers both in the public and private sectors. The government should consider 
adopting a number of these tools to implement interventions that would reduce incidences of 
GBV and ensure that women feel free to report any GBV incidences to the appropriate channels 
for proper resolution. 

• Given that GBV is not well understood across the board, there is a need for the government to 
widely publicize the importance of human dignity and GBV in all aspects of one’s life.  
Specifically, the government may consider developing an information database and information 
and communications program to educate the public about the adverse impacts of GBV and a 
“No-Tolerance Policy” with respect to GBV. 
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• Other mechanisms that the government may consider include encouraging schools and 
employers to institute support groups for girls who are victims of cyberbullying and GBV. In 
addition, the government should also effectively communicate its laws and policies with respect 
to domestic violence and encourage community groups and religious organizations to act as 
support groups to victims of domestic violence and also as ambassadors against incidences of 
domestic violence. 
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COUNTRY OVERVIEW 
Filipinas have always enjoyed relatively more gender equality than women in the neighboring countries in 
Southeast Asia. Across the country and tribal communities, since the Spanish colonial period (1521-
1898), women share the authority with husbands in the family. Honored and respected, women play a 
major role in the family as “may bahay”, which means home manager, treasure keeper, and primary 
childcare takers.9  

Women are perceived as the emotional strength, while the men are perceived as the financial strength. 
With equal rights socially and politically between men and women, the Philippines is a very matriarchal 
society and families are generally described as egalitarian. This was strongly influenced by almost 400 
years of deep-rooted belief in the Virgin Mary, a Catholic tradition embedded into the Filipino culture 
during the Spanish colonization and 48 years of American colonization (1898-1946). During this time 
women had equal access to education and political processes.  

The country, being part of the Malay Archipelago, has also adopted the Muslim culture, especially by the 
inhabitants in the Southern part of the Philippines. In 1594, Chinese merchants traded on the Philippines’ 
shores and started to influence the Filipino socio-economic culture. In the 1950 and onwards, traditional 
Filipino culture was transformed significantly by Western American and European influences, except in 
the Muslim-dominated southern part of Mindanao and among the Filipino Chinese descent. The Muslim 
ideals of a woman described them as submissive, passive, restrained, obedient and require them to dress 
in a typically feminine way. They remain underrepresented in the political institutions locally and at the 
national level. For Filipinas of Chinese ethnic origin, arranged marriage is still a common practice to 
sustain business. Chinese women are expected to support the husband in running the business.  

On the other hand, Filipino men are traditionally perceived as guardians and breadwinners. The Filipino 
cultural value of “amor proprio”, meaning self-esteem or self-respect, persistently supports this 
perception. The culturally assigned gender roles influence choices and decision-making, especially, when 
access to resources is lacking or very meager. In families with limited means, girls are more likely than 
boys to be asked to defer or sacrifice their own education to support the education of male members in 
the family. In poverty-stricken communities, women as “home makers” and “caregivers” assume the 
daily burden of putting food on the table and girls are to support caregiving role of the mothers. The 
landscape in the urban areas where literacy is high and western culture influences social orientation, 
traditional gender roles are challenged and gradually addressed. The current statistics, narratives and 
anecdotal accounts on women remain indicative of the deep-rooted and widespread problems women 
encounter in their daily lives. Violence against women in the workplace, in the family and in the 
community is on the rise. The social image of a Filipina is still that of a weaker person, highly emotional, 
primarily confined to her reproductive role, a sexual object, physically constrained, home maker, 
domesticated, and an expert in double burden and multi-tasking. Generally, men continue to relegate 
household tasks to women, thus making employed women carry a double burden. 

According to the 2017 National Demographic and Health Survey, about one in every four (26 percent) ever-
married women aged 15 to49 had experienced physical, sexual, or emotional violence by their husband or 
partner. Additionally, one in five (20 percent) women had reported experiencing emotional violence, 14 percent 

 
9 https://factsanddetails.com/southeast-asia/Philippines/sub-entry-.html 
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had experienced physical violence, and five (5) percent had experienced sexual violence by their current or most 
recent husband or partner.10  

The employers in both formal and informal labor sectors continue to stereotype women and 
disadvantage them in jobs and incomes, exploit them and even force them into prostitution. While the 
Philippines has made significant strides in improving the situation of women and empowering women, 
the daily struggle of women to go out of the traditionally assigned roles and expectations in the family 
and in the community and, particularly in the labor market, continues to present limitations and 
challenges and remains a national discourse. 

  

 
10 https://en.wikipedia.org/wiki/Violence_against_women_in_the_Philippines 
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METHODOLOGY 

OVERVIEW 

The methodology deployed for the development of this report included a combination of 1) initial desk 
research and literature review during the preparation of the GESI Analysis and GIDAP; 2) additional 
desk research (secondary data collection and literature review); 3) stakeholder identification and 
mapping; and 4) field research in the three countries (primary data and information collection through 
IDIs, FGDs, and the Baseline Citizen Survey). The outputs of desk research were 1) the GESI Analysis 
and 2) the GIDAP that were completed and submitted at the beginning of the Activity. This report 
represents the output of the field work that updates and validates the E4SEA Activity’s GESI Analysis 
and GIDAP based on primary in-country data collection and analysis in the Philippines.  

INITIAL DESK RESEARCH AND LITERATURE REVIEW DURING GESI ANALYSIS AND GIDAP 
FOR THE E4SEA ACTIVITY  

At the start of the Activity, initial desk research included a literature review and data collection from 
over 200 available sources on gender and energy activities. Specifically, research papers and reports of 
projects funded by various donors were reviewed to identify gender challenges and gaps. The analysis 
and findings of the extensive review were documented in the GESI Analysis and GIDAP submitted at the 
start of the Activity. Based on the identified gaps, standardized semi-structured interview questions and 
guidelines for IDIs and FGDs, as well as research protocol documents and survey instruments were 
developed and tested for research and analysis in this report. 

Later during the first year of the Activity, additional desk research and a literature review was 
conducted to update the GESI Analysis and GIDAP. Additional research included an extensive review of 
government laws, policies, regulations, and practices related to gender inclusion, research conducted by 
various donors and private entities on the status of gender in the three countries, and discussions with 
various USAID Missions and implementing partners. The body of knowledge related to gender analyses 
is expanding very rapidly worldwide which mandated updating the previously conducted desk research.   

STAKEHOLDER IDENTIFICATION AND MAPPING 

Identification and mapping of target stakeholders was a key component of the methodology deployed 
for this gender assessment report. Stakeholders were selected from among many public and private 
sector organizations based on a set of clearly defined criteria to maximize both the quality of 
information and the quality of data needed to inform the GESI Analysis and GIDAP.  

FIELD RESEARCH/PRIMARY DATA COLLECTION 

Field research (primary data collection) included three distinct activities: 1) IDIs with selected 
stakeholders, 2) FGDs with various groups, and 3) a Baseline Citizen Survey in the Philippines and other 
SEA countries. Key elements of the methodology deployed for conducting these activities are discussed 
below. 
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IN-DEPTH INTERVIEWS (IDIS) 

The principal objective of the IDIs was to gather information on gender and energy gaps and challenges 
as well as interventions already implemented by the stakeholders selected for the IDIs. The IDI 
interviewees were from four specific groups of stakeholders: 1) Private sector (energy companies), 2) 
Public sector (government ministries and regulators), 3) SOEs, 4) School and Tertiary institutions (high 
schools, universities, and vocational institutions), and 5) non-profit organizations, foundations, 
associations, and related networks (gender, energy, and engineering). A detailed questionnaire was 
developed and tested prior to conducting the IDIs.  

Table A7-2 provides a list of 13 organizations that were selected for IDIs as part of the field research in 
the country. 

TABLE A7-2: LIST OF KEY STAKEHOLDERS FOR IN-DEPTH INTERVIEWS  

1. Department of Education (DEPED) 
2. Energy Regulatory Commission (ERC) ITMG 
3. Department of Energy (DOE) 
4. Philippines Commission on Women (PCW) 
5. Climargy Inc. 
6. Lanao del Sur Electric Cooperative, Inc. (LASURECO) 
7. Meralco 
8. WeGen Energy Philippines 
9. Center for Corporate Responsibility, Asian Institute of Management 
10. University of Science and Technology of Southern Philippines 
11. University of the Philippines 
12. New Energy Nexus, Philippines 
13. Ces Rodriguez, Independent Expert 

 

FOCUS GROUP DISCUSSIONS (FGDS)  

In addition to the IDIs, 10 FGDs were conducted in the Philippines with a variety of pre-selected 
respondents. The FGD participants included 1) engineers and geologists from energy companies, 2) high 
school students, 3) vocational school students, and 4) university students.  

Table A7-3 provides the list of stakeholders selected for Focus Group Discussions based on the 
methodology to ensure representation of all key groups. 

TABLE A7-3: LIST OF KEY STAKEHOLDERS FOR FOCUS GROUP DISCUSSIONS 

STAKEHOLDER CATEGORY STAKEHOLDERS SELECTED FOR FGD 

Energy Sector Engineers 1. WeGen 

2. National Power Corporation 

3. Sultan Kudarat Electric Cooperative Inc. (SUKELCO) 

University Students 1. University of Science and Technology of Southern 
Philippines 

2. University of the Philippines  

3. Mindanao State University in Northwestern Mindanao 

Vocational School Students 1. TESDA Regional, Region 8 
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A detailed questionnaire targeted to each FGD group was prepared and tested prior to conducting the 
FGDs. 

BASELINE CITIZEN SURVEY 

The third component of the methodology to collect primary data and information on gender equality 
gaps and challenges was a detailed Baseline Citizen Survey in the country. The survey deployed the 
Computer-Assisted Telephone Interview (CATI) technique and was carried out by GeoPoll, an 
international survey firm with prior survey experience with USAID. Different stages of this intervention 
included 1) a survey design, 2) a call center set up and operator/enumerator training, 3) tool testing, 4) 
survey implementation and 5) data entry and data transmission and delivery.  

The sampling for CATI respondents included 1) male and female students aged 18 and above 2) recent 
university graduates, 3) parents of children aged 20 and below, 4) working professionals, and 5) others. 
Figure A7-1 provides the gender distribution of the respondents.  

 

Figure A7-1: Gender composition of the FGD Respondents in the Philippines 
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TABLE A7-3: LIST OF KEY STAKEHOLDERS FOR FOCUS GROUP DISCUSSIONS 

STAKEHOLDER CATEGORY STAKEHOLDERS SELECTED FOR FGD 

2. National College of Science & Technology – Vocational 

High School Students 1. USTP Senior High School  

2. National High School, Batasan Quezon City, Metro Manila 

3. Salinas West Point College (Private) 
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A total of 579 respondents participated in the survey. A detailed survey instrument (questionnaire) was 
prepared and tested prior to conducting the survey. The survey permitted follow-up questions. The 
insights gained from the survey were triangulated with the research findings from the IDIs and FGDs. 

Figure A7-2 provides a breakdown of the various target groups. 

 

Figure A7-2: Composition of the Target Groups in the Philippines 

COVID-19-RELATED CHALLENGES 

The COVID-19 pandemic created challenges for primary data collection as travel restrictions did not 
permit face-to-face interviews and focus group discussions with key stakeholders. Therefore, virtual IDIs 
and FGDs were conducted via online applications such as Zoom, Microsoft Teams and Google Meet. 
Although this posed some coordination challenges, the quality of interviews and surveys was not 
compromised. In some cases, repeat interviews were conducted to clarify and/or confirm the veracity of 
information gathered during initial interviews. Appropriate rehearsals and trials were conducted in 
advance to maximize the value of the interviews.  
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DETAILED GESI FINDINGS 

KEY HIGHLIGHTS 

Key highlights of the findings include the following: 

1. Overall, Role of Men and Women: When asked about the role of women and men at home 
and workplace, a majority of the respondents stated that men’s primary role is that of 
breadwinners whereas the women’s primary role is that of caretakers.  
 
Figure A7-3 shows the degree of belief from ‘strongly agree” to “strongly disagree” as expressed 
by various target groups.  

 

Figure A7-3: Attitude of Different Target Groups on Male Breadwinners and Female Caretakers in the Philippines 
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that women have a caring and nurturing mind; they love to take care of people around 
them. 

• When asked about men doing household work, 84 percent of the respondents said it 
was acceptable for men to do household work and women because gender roles should 
be interchangeable, and ten (10) percent said that it was shameful for them to do 
household work.  
 

2. Decision-Making in the Family: Students and recent university graduates were asked about 
who the primary decision-maker in the family should be. The following are the highlights from 
the survey: 
 

• Of those who felt it should be men, 59 percent of the respondents said that men are 
naturally the family leaders and must be the primary decision-makers. Also, 58 percent 
of the respondents stated that men could make sound decisions for the family. 

 
• Of those who said that both men and women should make decisions in the family, 71 

percent of respondents said men and women have different ways of looking at things 
and 70 percent said that all family decisions should made jointly by men and women. 

 
• Of those who chose the breadwinner as the person to make all family decisions, 87 

percent said that the breadwinner (he or she) has an important role in decision-making, 
as the family lives on income earned by the breadwinner.  

 
Figure A7-4 illustrates the responses from the various target groups regarding the decision-
making in the family. 
 

3. Gender Roles and Impact on Career Choices: During the baseline citizen survey, a series 
of questions including follow-up questions were asked regarding the gender roles and how they 
affect career choices for males and females. The following are some of the most informative 
responses from various target groups: 
 

• Eighty-six percent of parents either strongly agreed or agreed that parents should have 
the final word in decisions regarding their children’s choice of studies and career. The 
primary reason for this attitude given by 75 percent of the respondents was that parents 
have the best insight about their children’s aptitude, competence, and choices. 
 

• Of the twelve percent of parents who disagreed with the dominant believe that parents 
must make education/career decisions about their children, 93 percent said that it was 
because children know best what they want in terms of their education and career and 
should be allowed to make those decisions. 
 

• Thirty-two percent of the working professionals said that the influence of gender roles 
on education/career decisions is very high. 43 stated ad “high” and 25 percent stated 
that gender roles influenced such decisions to some extent. 
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Figure A7-4: Responses by Various target Groups Regarding Decision-Making in the Family in the Philippines 
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• Of those who said that they were not sure or said that girls should not pursue STEM 
education, 100 percent said that the engineering field is male-dominated, and girls do 
not have an opportunity to have a promising career. 

 
• Students and Recent university graduates were asked if more females should be enrolled 

in STEM-related studies. Both groups answered similarly, even between males and 
females. Overall, 77 percent of the respondents said “yes”, 13 percent were “not sure”, 
and seven (7) percent said “no”. 

 
• Of those who said yes, 51 percent said women should be promoted to have equal 

opportunities for decent work including in the STEM fields.  
 

• Of those who said no, 69 percent said that there was less likelihood of women getting a 
good entry-level position than men in the same filed. 

 
• When students were asked what the most influential factors for females to join a STEM 

field were, 52 percent said that social norms and 42 percent said financial viability were 
the most influential factors. 

 
•  When asked the most influential factors for males to pursue education/career in the 

STEM field, 57 percent said -- social norms, 44 percent said -- a promising career 
opportunity, and another 44 percent said -- financial viability.  Respondents chose 
multiple answers. 

 
Figure A7-5 illustrates the responses from the various target groups regarding the reasons for 
the low level of participation by women in STEM education. 
 

 

Figure A7-5: Responses by Various target Groups Regarding the Low Level of Participation by Women in STEM 
Education in the Philippines 
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5. Factors Influencing Career Choices: The survey respondents were asked a number of 

questions on factors that influence men’s and women’s career choices. The following are some 
of key highlights in how gender roles influence career choices: 

 
• Among working professionals, when asked about the most important factors to make 

employment decision, 67 percent of the respondents said that opportunities for career 
growth was the most important factor. 51 percent of the respondents said that 
attractive compensation was the most important factor. Seventy-six percent of the 
respondents also stated that benefits packages and special support (childcare facilities, 
flexible hours, etc.) were very important factors to influence their employment 
decisions. 
 

• When this group was asked what they considered when applying for a job, 71 percent 
said benefits package and special support on work/life balance. Other common answers 
were career growth (39 percent) and a good working environment (39 percent). 
 

• In the “others” category of respondents, 70 percent said benefits package and special 
support on work/life balance were important when selecting a job. Forty-eight percent 
also said that an employer’s good governance policy was an important factor. 

 
• When the parents were asked what they would recommend their daughters to consider 

when accepting a job, 63 percent said that the benefits package and special support for 
work/life balance would be on top of their list. Forty-four percent of the respondents 
said a convenient and safe location was the most important factor for girls to choose a 
job. 

 
• Only three (3) of all respondents felt that women cannot perform as well as men in 

engineering and technical fields which are traditionally associated with males. Thirty-
eight (38) percent of the respondents said that women can be as good as men in all 
technical jobs. On the other hand, 31 percent of the respondents said that there are 
limitations for women to advance on an equal basis to men and 27 percent said that 
women can advance in the engineering field on an equal basis to men. 

 
• When asked if they preferred male or female supervisors, 88 percent of the 

respondents in the “other” category, recent university graduates, and working 
professionals said it did not matter whether their supervisor/manager was male or 
female. Of these, 76 percent said that people should not be prejudiced about their 
gender but should consider their performance as a capable manager regardless of 
gender. Sixty-nine percent of the respondents said that both men and women can be 
good managers/supervisors if they follow the same path. 

 
• Of the ten (10) percent of the respondent who said that they preferred a male 

supervisor, 76 percent said a male manager is more decisive in critical situations and 36 
percent said that a male manager/supervisor can provide better mentorship. 
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6. Importance of Women in Leadership: The participants were asked a number of questions 
related to the perceptions and attitudes about women in leadership positions. The following are 
the key highlights related to women’s leadership role: 

• Of those respondents who felt that it is important for women to be in leadership roles, 
68 percent said that business-wide communication can be enhanced because women are 
very effective communicators and 57 percent said that women leaders can bring new 
outlooks and perspectives to the organization. 

• Of those who did not agree with the premise that women can and should have 
leadership roles, 67 percent said that employers can make high profits even without 
women’s leadership. 

Figure A7-6 illustrates this key finding. As can be readily seen, both male and female respondents 
thought that it was very important for women to be in leadership positions.  
 

 

Figure A7-6: Attitudes about the Importance of Women in Leadership Roles in the Philippines 

Additional findings from the baseline citizen survey are provided later in the report. Furthermore, 
findings from IDIs and FGDs are also discussed many of which confirm the findings from the survey. 
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Findings from additional desk research and literature review and primary data collection through the 
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comments, but new findings also emerge as summarized below in Table A7-4. 
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TABLE A7-4: KEY COUNTRY-LEVEL FINDINGS  

DOMAINS KEY COUNTRY-LEVEL FINDINGS 

Law and Policy • The Magna Carta of Women (MCW) defines the duties of the States and agencies for the 
human rights of women, and women’s empowerment and development to achieve gender 
equality. 

● Under the MCW, men and women have equal access to education and employment. 

● There is a specific allocation for the admission of provincial and regional children to state 
universities. 

● State universities set up extension campuses in remote provinces and towns to strengthen 
outreach and admission. 

● Considerable focus is placed on increasing numbers of STEM schools in the regional and 
provincial centers by the Department of Education (DepEd) and the Department of Science 
and Technology (DoST), and raising awareness of female students for STEM and energy in 
targeted provincial schools. 

● There is widespread use of multiple gender toolkits for energy sector workplaces.  

● Entities routinely develop gender disaggregated data for planning, monitoring, reporting and 
design, and implement gender policy and gender budgeting/auditing. 

● Executive Order 51 also known as the Mother-Child Friendly Organization focuses on 
gender equality by allowing child rearing at the workplace and is also extended to fathers to 
do the same. 

● Commission on Human Rights of the Philippines (CHRP) and its Women’s Human Rights 
Center as the country’s Gender Ombud are well established and functional. 

● Expanded Maternity Law to 105 Days (120 Days for single mothers). 

● On-site child support in DoE Offices for parents and breast-feeding mothers is provided and 
is working well. 

● The Gender and Development (GAD) Law provides a 15 percent annual budget for gender 
programs to every government agency and subsidiary. 

● The Government provides on-site childcare support in DoE and NAPOCOR offices. 

● The Technical Education and Skills Development Authority (TESDA) provides vocational 
education and green jobs to disadvantaged groups including women.  

● Partnerships between DepEd, DoST and Local Government Unit promote gender equality 
and enhance opportunities for women in STEM schools in the provinces and provide 
scholarships. 

● DoE energy campaigns are targeted to schools and girls in the rural areas. 

● K-12 education and vocational training through TESDA are free.  

● Laws and regulations support maternity and paternity leave, Mother-Child Friendly 
Organization, creation of child spaces in the workplace, Work from Home (WFH) 
arrangement, Day Care Center Act, and Guidelines on the Implementation of Empowerment 
and Re-affirmation of Paternal Abilities. 

Access to 
Resources 

• As Generations Y and Z have more access to the internet, they are increasingly exploring 
traditionally male-dominated fields such as engineering, mechanics, marine sciences, and 
other hard science and engineering fields.11 

Power and 
Decision-Making 

 

• Decision-making is shared by men and women in the household and in the workforce. 

• The country stands out with women in many leadership positions in public and private 
service sectors. 

 
11 In the near future, three of the most studied generations will converge on the workplace at the same time: Generation X, the age cohort 
born before the 1980s but after the Baby Boomers; Generation Y, or Millennials, typically thought of as those born between 1984 and 1996; 
and Generation Z, those born after 1997. 
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TABLE A7-4: KEY COUNTRY-LEVEL FINDINGS  

DOMAINS KEY COUNTRY-LEVEL FINDINGS 

• Within the household, men and women share decision-making e.g., selecting appropriate 
solar panels and PV systems for hot water and cooking needs – the general principle is 
“wives approve, husbands implement.”  

• Many Corporate Social Responsibility (CSR) and Sustainability departments in energy 
companies are headed by women. 

• Energy companies welcome female leaders and the attitude of male executives and staff 
towards female leaders has always been supportive and positive. 

Roles and 
Responsibilities  

● The traditional gender stereotype that men are the breadwinners and women the 
homemakers or caregivers remains evident and is supported by a Filipino value called “amor 
propio” (self-respect or self-esteem). 

● Both men and women perceive that women hold a natural and strong capacity to care for 
the children and family which ends up defining the roles of men and women. 

● Generations Y and Z are becoming more open and flexible towards shared and 
interchangeable roles of bread winning and caregiving for the best interest of the children 
and family.  

● Both men and women perceive that decision-making in the family is shared; while the men 
are the breadwinners, the women are the “treasure keepers,” a typical expression used 
when referring to women’s family role.  

● The role of women as primary care providers typically does not change even if they work full 
time; nor will the role of men as the primary breadwinner change if their wives work full 
time.  

● Men and women have access to maternity and paternity leave under the law. However, 
women receive longer leave with pay than men. 

● COVID-19 further stresses women’s role as the primary caregiver of the family, as the 
health needs of the family, access to health services, and food security have become the 
highest priority. 

● The reproductive role of women continues to prevail as the primary reason for resignation 
from jobs, declined promotion, or consideration to enter employment. 

Knowledge and 
Beliefs 

• The Philippines is a matriarchal society with strong tendencies to respect and protect 
women, where protection of women does not mean women are weaker than men. 

• Gendered notions about men’s and women’s roles and skills coupled with economic reasons 
continue to limit career options, especially for girls. 

• Parents’ social orientation, especially the mother and the economic capacity of the parents, 
strongly influence career choices for women. 

• Parents are generally supportive of girls pursuing STEM. However, such support somewhat 
varies from province to province.  

• There is a perception that girls are more patient with online learning and do better online 
presentations than boys. 

DETAILED DISCUSSION OF THE FINDINGS 

The GESI Analysis Report, prepared at the beginning of the E4SEA Activity, highlights key enabling 
factors and barriers to promote greater participation of women and socially excluded persons within 
the energy sector in the Philippines. Findings from additional desk research and literature review and 
primary data collection through the stakeholder consultations (IDI and FGDs) and Baseline Citizen 
Survey reinforce some of these comments, but new findings also emerge as summarized below. 

LAWS, POLICIES, REGULATIONS, AND INSTITUTIONAL PRACTICES  

The Philippine Constitution (1987) states “The State recognizes the role of women in nation-building 
and shall ensure the fundamental equality before the law of women and men” and “The state shall 
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protect working women by providing safe and healthful working conditions considering their maternal 
functions, and such facilities and opportunities that will enhance their welfare and enable them to realize 
their full potential in the service of the nation.” In 2009, The Magna Carta of Women was enacted as the 
Philippine Government’s commitment to comply with CEDAW. From these provisions, other 
legislations and issuances were developed to catalyze and achieve gender equality and women’s 
empowerment in the workforce. There are more than a dozen legislations that, in some form or other, 
stress GESI. Most recent provisions under the legislation are the extended maternity leave from 90 days 
to 105 days, assistance to solo parents, the Safe Spaces Act, the 10-day paid leave for VAWC Victims, 
and the Executive Order 51 also known as the Mother-Child Friendly Organization. The Philippine Plan 
for Gender Responsive Development (PPDG) and the Annual GAD Plan of government agencies 
address issues on lack of participation of girls in STEM and of women in the energy industry.12   

Review of the policy in 2014 and 2016 noted that the policy failed to acknowledge the “reproductive 
role” (care work) of women and its implication to their “productive role” (employee role).13 The 
government should give more attention to reforming specific aspects of the law that would support and 
sustain women in the workforce and share leadership with men counterparts. 

Likewise, the CSO shadow report on the implementation of MCW/CEDAW in 2016 strongly indicated 
that the State still needs to show the political will to be fully compliant with CEDAW. The government 
is still unable to address discrimination against women and GBV, particularly for women with disabilities 
who are disadvantaged and most discriminated against, as well as the situation of rural and indigenous 
people without land rights who are exposed to increasing violence and tribal war.14 

IDI narratives and anecdotes identified on-going challenges in the implementation of gender policy 
across different government offices such as poor awareness and understanding of gender equality among 
executives and staff, hiring and equipping GAD Focal Team, gender blind IEC materials, lack of gender or 
sex disaggregated data, and compliance with the GAD checklist and the Gender integration Evaluation 
Framework (GMEF), as these requires higher level of gender knowledge and capacity. 

Figure A7-7 illustrates the labor force participation in the Philippines in 2015. (77.3 percent).15 

Overall, participation of women in the workforce especially in the energy industry requires attention 
both by the public and the private sectors. While the legal framework has been established, data 
continue to show gender disparities. In the labor force, the employment rate of women is less compared 
to men. 

IDIs noted that despite a strong legal and policy framework for gender equality in many of the private 
sector entities, the wider labor market and multinational corporations are yet to raise their bars on 
gender awareness and gender equality. Many business conglomerates consider gender equality in their 
CSR programs but are yet to mainstream gender equality in their organizational culture and business 
processes. Family-owned conglomerates continue to keep more men on their Board and executive 
functions. Despite the considerable achievement in women’s education, training, and work force 

 
12  2020 GAD Annual Plan of the Department of Energy 
13 Marina Durano, 2014. "Rights and Capabilities: Reading the Philippines Magna Carta of Women from the Perspective of Capabilities                                            
Approach," UP School of Economics Discussion Papers 
14 https://outrightinternational.org/content/philippines-cedaw-shadow-report 
15 Labor Force Survey, Philippine Statistics Authority, October 2015 
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participation, the gender-based wage disparity continues to be a challenge for the energy industries. 
Government and international NGOs who are recipients of bilateral and multilateral donor funds are 
mandated to mainstream and integrate gender equality in their program design and management. 

 
Labor Force Participation of Men and Women 

 

In the local government administration of 2016, youth 
elected leaders Sangguniang Kabataan (SK) had more 
men than women. 

Gender SK Chairman SK Officer 

Female 14,714 105,355 

Male 26,794 134,244 

Source: Labor Force Survey, Philippine Statistics 
Authority, October 2015 

Figure A7-7: Labor Force Participation of Men and Women in the Philippines 

Source: Labor Force Survey, Philippine Statistics Authority, October 2015 
Note: Boys and girls are age 19 and over working in both the public and private sectors 
 

In 2016, the DOE launched the Gender Toolkit for Energy aimed to create a gender-equal work 
environment in the energy sector. Except for the Magna Carta of Women (MCW), other government 
legislations are not made mandatory for the private sector including the energy industry. A leading 
energy company has launched its first in-house electrician training program for women. The plan is set 
to increase recruitment and participation of women for this role and hopes to raise women trainers for 
electricians. In the rural and island communities, the women and girls are leading the implementation of 
green energy initiatives. 

Five (5) years into the implementation, the Gender Toolkit for Energy guided the integration of gender 
equality in various government-sponsored programs. The gender checklist ensures gender sensitivity or 
responsiveness of the design of energy sector programs and addresses client-level gender issues. The 
GMEF (Gender Integration Evaluation Framework) in the Toolkit guides mainstreaming gender 
perspective and integrating GAD goals in the main business of DOE and its bureaus, attached agencies, 
and offices. It ascertains the level of gender integration efforts and identifies organization-focused issues 
that need to be addressed to make progress and achieve transformative organizational and industry 
changes. The GAD annual planning of the government agencies and conducting of gender audits are 
guided by these documents. 

ACCESS TO RESOURCES 

The Philippine government ensures that equal opportunities are afforded to both men and women and 
boys and girls throughout the country and in all communities. 



 
   
 

29     |    USAID/RDMA - ASSESSMENT OF WOMEN’S PARTICIPATION IN THE ENERGY SECTOR                                                  USAID.GOV 
               IN SOUTHEAST ASIA 

The Magna Carta of Women (RA 9710) has legislated five (5) percent of each government department’s 
annual budget to implement the Philippine Plan for Gender Responsive Development (PPGD). The 
implementation of PPGD in each government department becomes an indicator for good governance. 
Local Government Units (LGUs) are also doing the same under support from the central government. 
The same law has instituted the function of the Technical Working Team and Gender Focal Person in 
the various departments. The PCW ensures that capacity for gender development and equality are 
developed in all line agencies and departments of the government. 

Significant components of the PPGD are leadership development of women and the capacity building for 
effective integration of gender equality in the various organizations. Private-Public Partnerships, such as 
DoE partnership with corporations, and bilateral funding such as with USAID, were accessed to develop 
relevant tool kits to raise awareness for gender equality across the government organizations and at the 
community level. 

The Women in Development and Nation Building Act and General Appropriations Act define the 
guidelines in the appropriation of resources for women development and other gender related agenda. 
Many CSR programs of companies are focused on gender development of communities they serve and 
the civil society partners. 

Access to education is for every child. In the Philippines K-12 education and vocational training through 
TESDA is free. Government-run universities provide scholarships to deserving students. The 
Department of Education (DepEd), Department of Science and Technology (DoST), and the Local 
Government Units (LGUs) have various initiatives with the private sector to enhance access to 
education and strengthen quality of learning of girls and boys. This partnership should be further 
enhanced to encourage more girls to pursue STEM in their schools. Access to education, especially for 
girls, in conflict communities and remote tribal areas is primarily hindered by poverty. This situation 
pushes girls to engage in child labor and/or early marriage and exposes them to GBV.   

IDIs have identified some energy companies in Metro Manila and Mindanao, engaging student councils, 
women’s groups, and girl’s groups in the communities to raise awareness about green energy. In rural 
and island communities, green energy is often led by women and girls. The National Service Training 
Program (NSTP) of colleges and universities could provide a platform to advocate for energy and STEM 
in campuses and in communities with girls interested in STEM education and careers in the energy 
industry. 

Support for women in the workforce such as work from home arrangement, on-site childcare, child 
learning space, and breast-feeding rooms is also installed in many government offices. More benefits are 
being gradually developed and provided including the formation of gender grievance mechanisms and the 
Gender Ombud. Inclusive workforce is increasing as the government has mandated the participation of 
PWDs. One (1) percent of the total regular and contractual workforce of the organization is for the 
physically disadvantaged men and women. 

POWER AND DECISION-MAKING 

The Philippines is a very matriarchal society. Families are generally classified as egalitarian; men have high 
regard for mothers and women. At home, men, as breadwinners, share authority with women as 
treasure keepers. However, there are segments in the culture, mostly in the rural, tribal, and poverty-
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stricken areas, where women and girls are still marginalized, ignored, discriminated, exploited, 
prostituted, or even abused by the harsh realities of poverty, modernization, urbanization, 
industrialization, and global economy.  

While traditional gender orientation continues to influence behavior and decision-making, “culture 
shifts” are noticeable especially in the urban communities and upper middle class and affluent families. 
Generation Y16 and Generation Z17 are more influenced by cyber culture and have started to drift away 
from the socio-cultural traditions. Generation Y and Generation Z women and girls are very confident, 
opinionated, outspoken, and assertive. At present, more girls are joining in what used to be the men’s 
fields: engineering, computer science, mechanics, security force, aeronautics, army, etc.  

ILO released a study in 2019 on “Where Women Are Likely to be Your Boss.” In this study, ILO notes 
that the Philippines is an obvious outlier. The country ranks fifth (5th) in the world, achieving parity in 
closing the gender gap in its society. When it comes to women in executive roles, the world is further 
away from parity, but the Philippines ranks high. According to a survey of 32 countries, female Filipino 
senior managers top the list by filling 43 percent of senior management and executive positions in the 
public and private sectors. ILO further said that women are most likely to hold managerial positions in 
human resources, administration, finance, marketing, or public relations, which, many organizations 
define as business support functions. Women are over-represented in the sector as a whole and make 
up as many as two-thirds (2/3) of the employees in data processing and around three-quarters of those 
working in medical transcription.18  

Figure A7-8 shows data on selected countries with the highest share of women managers including 
percentage distribution of workers by sex in top three (3) Business Process Outsourcing (BPO) 
industries. 

Studies and narratives from IDI and FGD indicate that given the right career orientation and training, 
women and girls will be able to rise to the challenge and perform as well as men. FGDs with female 
students noted that, with male counterparts, they can comfortably exchange opinions and equally share 
tasks and decision-making. They look at more on completing the tasks rather than who shows power or 
exercises authority. On the other hand, the FGDs with male students noted that girls are good in 
negotiating, organizing, and planning. The boys view the girls as drivers who can make things happen and 
have greater attention to detail and commitment to completing the tasks. Among Filipino executives, the 
men generally have a positive and supportive attitude towards the women.                            

However, IDIs noted a significant gender gap and recognized that the participation of women in the 
energy sector continues to be low and is a national discourse. The IDIs also suggested that HR should 
seriously factor the reproductive cycle of women in the employee life cycle much more in the 
development of leadership and management capacities of women and the employee retention plans of 
the organization. Committed and highly motivated to advance their careers, women are also very 
concerned about fulfilling their duties as wives and homemakers. According to the IDIs, HR ads and job 
descriptions are gender blind. Yet, the corporate policies could further strengthen gender inclusive 

 
16 Gen Y also known as the Millennials are those born from 1981 to 1996. 
17 Gen Z also known as the Gen Tech or iGeneration are those born from 1997 to 2012 
18 ILO Chart: Where Women Are Most Likely to Be Your Boss | Statista 
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recruitment by addressing unconscious bias and mandating the recruitment of more qualified women to 
change the status quo in the male-dominated energy sector. 

      

 
Figure A7-8: Countries with the Highest Share of Women Managers 

ROLES AND RESPONSIBILITIES 

The traditional gender stereotype that men are the breadwinners and women the homemakers or care 
givers remains evident in the IDI and FGD results. This traditional stereotyping is supported by a Filipino 
value called “amor propio” (self-respect or self-esteem). Both men and women, regardless of age and 
educational attainment, support this particular social norm. The Baseline Citizen Survey results show 
that more than half of the respondents (58 percent) conform to this practice and belief. Most of the 
respondents (97 percent) believe that women must still assume the primary caretaker role even with a 
full-time job.19 A study conducted by the Australian Government titled “Gender Equality Matters 2020” 
reveals that urban millennial men and women in the Philippines continue to promote the practice. 20 
Apparently, the women continue to support the tradition as noted in the report. The same study 
further reveals that in housework and caregiving, 40-45 percent of urban Filipinos and Filipinas report an 
increase in time they and their partners spend on domestic responsibilities and put pressure on 
themselves to do more in this area. On breadwinning side, 50 percent of the men and women report a 
decrease in individual income and seven 70 percent of the employed men and women feel more 
pressure on them as income earners.  

Figure A7-9 shows the generational change in sharing childcare and breadwinning responsibilities equally. 

Furthermore, the Baseline Citizen Survey results indicate that social norms continue to influence a 
person’s choice of profession and career advancement. 

 
19 GeoPoll: Enhancing Equality Energy for Southeast Asia -Philippines, Indonesia & Thailand, 2021 
20 Gender-Equality-Matters_SNAP-2020-Report (1).pdf 
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The data from the same study shows that both men 
and women aspire to share the childcare role. Both 
believe that this will be for the best interest of their 
child.  
 
On bread winning, the future generation women 
desire to share the role with men. On the other 
hand, the future generation men are not as promising 
as the women group. 

 
Figure A7-9: Generational Change in Responsibilities Sharing Between Childcare and Breadwinning 

Narratives from the FGDs with male and female university, vocational school, and high school students 
noted a significant level of openness and flexibility for the idea of shared roles and responsibilities and 
that women should be supported to pursue their career and personal interest, but that there is a 
particular stage when mother’s care is most needed. Re-orientation to gender roles remains high in the 
Annual Gender Plans of Government entities particularly the Department of Energy and NAPOCOR.  

There are numerous Philippine Laws and issuances that support and facilitate women and men’s 
reproductive and productive roles such as maternity and paternity leave, Mother-Child Friendly 
Organization, creation of child spaces in the workplace, Work from Home (WFH) arrangement, Day 
Care Center Act, Guidelines on the Implementation of Empowerment and Re-affirmation of Paternal 
Abilities (ERPAT) Program. 

KNOWLEDGE AND BELIEFS 

IDI and FGD narratives suggest areas where E4SEA can significantly contribute such as re-orientation 
and re-examining gender roles to determine and promote gender roles that complement and promote 
gender equality in energy. Filipinos have strong tendencies to protect women. However, protection 
should not be misconstrued as discrimination, and protection should not be used to discriminate against 
women. The unconscious bias of protection does not allow the woman to explore her capability and 
limitations. Gender is not taught in schools. While reproductive function and biological roles of women 
and men are taught in schools, gender with reference to the established social and cultural roles of men 
and women is not explored in the classrooms. For many, orientation to gender equality has happened 
for the first time in their workplaces. There is a need to raise awareness about gender in the workforce, 
among leaders and staff, to make gender equality a responsibility for all. Role models can play a 
significant role in shifting the mindset and changing traditional practices. Men are also good role models 
for gender equality and advocacy, especially among men.  

Furthermore, E4SEA could produce a learning tool to promote transformative industry changes by 
documenting successful cases of implementing gender equality. An example of best practices could be 
drawn from the policies and implementation at the Department of Energy.  

The Philippine Plan for Gender Responsive Development and the Annual GAD Plan of each government 
department includes various gender equality learning events – on boarding and enhancement to address 
misconceptions and unconscious biases about gender and gender equality. IEC materials should be made 
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more gender sensitive and gender responsive. The PCW provides technical support to the GAD 
capacity building plan of the government agencies. 

HUMAN DIGNITY, INCLUDING GENDER-BASED VIOLENCE 

Poverty is harmful to human dignity and the indigenous girls and women continue to struggle with 
poverty and its adverse impact on their lives. The demographics of indigenous girls and women, being 
among the poorest and most marginalized, need to be integrated into the planning system and resource 
allocation of the government and the private sectors. Many of them are in Mindanao where more than 
thirty (30) percent of the communities have no electricity and running water. The basic access to 
education for children is also lacking and should also be given critical attention.  

In the review of the accomplishments of Magna Carta of Women (MCW) by CHRP and CSOs in 2016, 
the needs and concerns of the indigenous people took center stage. Other major issues raised included 
the following: 

● The necessity to put in place the social protection mechanisms to address the long outstanding 
needs of the indigenous people 

● MCW provision and consistency with SOGIE Bill (Sexual Orientation, Gender Identity, and 
Gender Expression) also known as Equality Bill or Anti-Discrimination Bill and with the Muslim 
Civil laws, in particular, the Code of Muslim Personal Law, and the roles of CHRP (Gender 
Ombud), CSC and DILG in the resolution of MCW and CEDAW violations and issues. 

Furthermore, FGDs with university students, most of them from Mindanao, provided insights into the 
challenges in education during the COVID-19 pandemic. Among the key issues are: 1) no access to 
smartphones, laptops, etc., 2) unstable internet connection, 3) lack of money to sustain internet 
connection, 4) lack of or unstable supply of electricity, and 5) lack of transportation to pick up modules 
from school (for those in modular learning platform). In addressing the high barriers to digital access 
education, the students also describe their resiliency to cope with the difficult situation. They practically 
maximized whatever was available such as walking one to two (1-2) kilometers to locate sites with 
stronger internet signals and electric supply, using friends’ internet, saving any available money for 
internet access, and accessing the school internet when COVID-19 protection protocol allowed them to 
do so.  

While many students overcame the difficulty, the indigenous children were placed in a most 
disadvantaged situation. They were discriminated against from accessing much needed education during 
the emergency. They were provided with no option and later became numbers in the statistics on the 
out-of-school youth (OSYs) compiled by DepEd. 

Safeguarding girls and women in learning centers are promoted and implemented. FGDs with students 
noted that various safeguarding mechanisms are set up by the school such as: 1) student orientation and 
handbook includes safety and protection in schools, 2) school bulletin boards have information on 
procedures on how to report violence and child protection incidence, 3) teacher-in-charge and the 
campus security guards are the first contacts for abuse and safety violation incidences and 4) student 
orientation on how to protect oneself from potential cyber harm are provided from time to time 
through webinars and teacher-student consultation online. 
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During the FGD, the students were given more orientation about child protection mechanisms in the 
community such as the Barangay and Municipal Child Protection Council, the VAWC Desk in every 
Police Station and the Municipal Social Worker.  

Review of the Government’s GEWE (Gender Equality and Women’s empowerment)21 provisions for 
2019-2025 clearly indicates efforts of the government to address gender-based violence in the 
workplace and in the community. Safeguarding mechanisms such as mentioned above are installed in 
every barangay (village). At the national level, a Gender Ombud is created to address noncompliance to 
MCW and VAWC issues. 

ADDITIONAL FINDINGS 

Women lead men in both basic literacy (92.9 percent vs. 90.2 percent) and functional literacy (97.1 
percent vs. 95.9 percent).22 Participation of girls in junior high school up to tertiary education is also 
higher than boys. However, these numbers do not translate into the participation of girls and women in 
STEM programs and the energy sector workforce. This remains a national discourse within the public as 
well as private sectors. The participation of girls and women in the energy sector has yet to appear in 
the performance and governance dashboards of schools, government entities and human resource 
departments of energy companies. 

1. Gender Challenges in the Student Life Cycle 

Despite some encouraging socio-economic progress in the last five (5) years, 31.4 percent of the Filipino 
children continue to live in poverty (PSA, 2015) and one of every 10 Filipino children aged 6-24 years is 
an OSYC.23 There are still serious gaps and limitations to children’s access to education in the 
Philippines. As of 2013, only about 42 percent of children aged 3-4 years were enrolled in daycare 
centers and 74.65 percent of the children aged 5-6 were enrolled in kindergarten. The country has a lot 
of work to do to meet the 2030 SDG target of universal access to quality primary and secondary 
education. In 2015, the net enrolment rate in primary education was 91.05 percent and 68.15 percent in 
secondary school. However, completion rate noted 83.4 percent (primary) and around 73.9 percent 
(secondary) of enrolled children completed their schooling. Around 2.85 million children aged five to 
fifteen (5-15) years were also estimated to be out of school. The student-to-teacher ratio (38:1) and the 
student-to-classroom ratio (64:1) remain higher than what would be desirable for better education and 
learning experience for the students. 

The number of OSYC in the country is increasing due to the impact of COVID-19 pandemic since 
March 2020. Based on data from the Department of Education (DepEd), close to 4.7 million students 
were not able to enroll for the 2020-2021 school year 2020-20224 despite the two learning platforms 
provided by DepEd. Both the “online learning” and the “modular learning” present barriers to learning 
and parents and guardians were very concerned about the shift to remote learning or home-based 

 
21 https://pcw.gov.ph/assets/files/2020/05/GEWE-Plan-2019-2025-Results-Matrices.pdf?x12374 
22 Men & Women Fact Sheet, Philippine Statistics Authority, 2021 
23 https://psa.gov.ph/content/one-every-ten-filipinos-aged-6-24-years-out-school-child-and-youth 
24 https://www.pna.gov.ph/articles/1129909 
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learning when the schools opened in September 2020. Some of the barriers to remote learning includes 
the following: 

● Lack of gadgets (or enough up-to-date gadgets for each child to use) 

● No money for phone load 

● Bad internet connection 

● Difficulty understanding lessons taught online 

● No conducive place at home 

● Parent’s difficulty to supervise children’s learning at home 

● Parent’s lack of familiarity with the lessons 

● Inability of children to focus.  

Children who opted for modular learning identified the following as barriers: 

● Difficult access to internet 

● No conducive place at home to study 

● Parent’s difficulty to supervise children’s learning at home 

● Parent’s lack of familiarity with the lessons 

● Inability of children to focus 

Parents and guardians are presented with the double burden to earn a living to meet daily basic needs of 
the children and to supervise children’s learning at home. 

With this in the backdrop of the agenda to bring more girls into the STEM program, the barriers for 
girls are heightened by the economic crisis caused by the pandemic. When crisis occurs, girls are more 
likely to drop out from school. The three major barriers of girls to join STEM are: 1) influence of social 
norms, 2) influence of the parents, and 3) financial capacity of parents especially for girls from low 
income and poverty-stricken families. The popular driver for career selection for both boys and girls is 
the job market opportunity – domestic as well as overseas.  

The barriers to access STEM are being reinforced when nearby schools are non-STEM. Access of girls to 
STEM program and their sustained participation should be the primary responsibility of LGUs together 
with DepEd and DoST. Public and private sector partnership should be maximized to build a practice 
model and develop gender responsive mechanisms to facilitate admission and sustain participation of 
girls up to tertiary such as scholarship that includes safety of girls away from home, assurance of skill-
based internship and job placements, provision of ICT, role models and coaches and women friendly 
workplace in the energy sector.  
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FGD student participants from universities, high school and vocational schools indicated that the 
scholarship program provided by the schools facilitated their admission and participation, and kept them 
motivated to complete their course of study. DoE has developed its performance dashboard that aims 
to increase girls’ appreciation of and participation in the energy sector. A major action they have 
identified is to address the gender blind EIC materials. Other energy companies can learn from this. 

IDI and FGD narratives and anecdotes provide insights into ways by which energy company HR 
departments manage leadership development of women. Some useful leading points are as follows: 

● Reform employment policies that would allow an explicit recognition of the women’s 
responsibilities towards young babies and growing children. 

● Establish women-friendly and women-responsive benefits and support mechanisms in the 
workplace. 

● Develop a pool of female mentors who can designate significant time to take an understudy 

● Diversify mentors and coaches that include men.  

● Institutionalize mentorship for women in the organization. It should go beyond personal 
commitment of a particular female leader. 

● Maintain a good pool of female second liners from diverse fields and from across 
departments.  

● Develop and organize competency-based training to enhance motivation of women to 
pursue advance training. 

● Create learning spaces in the employment cycle and a sabbatical leave to enable 
competency-based and performance outcome-driven training. 

2. Gender Challenges in the Employee Life Cycle 

The major challenge for women’s employee life cycle in the energy sector is the opportunity to enter it 
in the first place. Very low STEM participation of girls both at the senior high school and tertiary level 
will continue to challenge recruitment and hiring. The IDIs and FGDs highlight GESI issues and promising 
practices of government and energy companies in increasing gender equality in workplaces. 

a. Attraction and Talent Outreach 

Table A7-5 summarizes the highlights of the challenges and promising practices derived from the IDIs 
with key stakeholders in the Philippines: 

TABLE A7-5: HIGHLIGHTS OF CHALLENGES AND PROMISING PRACTICES IN THE PHILIPPINES 

CHALLENGES PROMISING PRACTICES 

It takes time to develop gender programs and get buy-in Drumbeat women’s programs in various ways with 
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TABLE A7-5: HIGHLIGHTS OF CHALLENGES AND PROMISING PRACTICES IN THE PHILIPPINES 

from the executives managers in the organization, and externally with media and 
schools 

Some executives are not gender aware or do not see the 
value of giving priority to women 

The exercise of political will to set targets to give women 
the opportunity to be part of the program; engendered 
training design 

Prevailing social norms and perception of women about 
traditionally men’s roles e.g., pole climbing 

Shift of qualifications from hard skills (tech) to soft skills 
(resiliency, adaptability, etc.) 

No benchmark to guide the implementation of gender 
equality policies and practices 

Being able to set the training standards for women 
electricians; new job options for women 

Few female graduates of electrical engineering and other 
engineering fields  

A benchmark was developed from the first training; the 
story of eight (8) new female electricians recruited from an 
inclusive approach  

Competing market demands for engineering qualifications, 
particularly electrical engineering 

Participate in school campaigns to promote STEM for girls, 
partnership with student council 

IEC materials, job ads and job descriptions are gender blind Women-friendly job ads, gender sensitive job descriptions, 
and energy IEC materials 

 

Challenges: The design of innovations like the training of women electricians took a long time, 
including seeking buy-in from the executives in the public and private sectors. There was no benchmark 
to guide the content except the experiences from training men electrician. Technically, the training 
design addresses skills required of an electrician. Safety measures in the module apply to both men and 
women. Existing trainers are all men. The aim is to develop women electrician who can become 
trainers, a Training-of-Trainers (ToT) program.  

Many companies need electricians but very few graduates have engineering/technical qualifications, and 
the baseline is lesser for female engineers. To bring more women to electrician training, an energy 
organization entered a partnership with universities and launched a campaign on women in energy, 
promoting STEM. Other issues emerged in the implementation of the initiative such as IEC materials 
about energy, job descriptions and job advertisements are gender blind. These examples serve as lessons 
learned and offer opportunities to energy employers to design creative programs to enhance women’s 
participation in the energy sector. 

The Promising Practices: The lessons learned from the first women electrician training had become 
practices that guide the development of gender responsive training and gender sensitive business 
processes in human resources and development. A leading power company plans to increase outreach 
for women applicants for the next electrician training plan in partnership with universities and the media. 
IEC materials, job advertisements and job descriptions will be made sensitive and relevant to women as 
electricians. Role models are built from the first batch of trained women electricians. 

The E4SEA internship toolkit can provide various options to widen talent outreach particularly for roles and 
functions to be made gender equitable. 
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b. Recruitment and Hiring 

Narratives and anecdotes from IDIs and FGDs noted that the recruitment of executives especially in the 
government system gives much premium to work experience from within the bureaucracy and most of 
this comes from executive appointments by the President. In family-owned businesses, executive roles 
are passed on to members of the family and to the next generation. 

Hiring of women for top positions requires political will on part of leaders both in the public and private 
sectors. Likewise, increasing the number of women in the workforce traditionally perceived as men’s 
role needs re-branding and re-orientation. Women in leadership in the energy sector should be in the 
performance dashboard of Board Governance and Management. Job ads should be sensitive to use 
gender inclusive language. 

In the government sector, the legislation of the Magna Carta of Women changes the course of action 
for gender equality and provides pathways for women to occupy executive positions. With the private 
sectors particularly the energy companies, this is not legally mandatory. 

E4SEA may be able to guide the development of gender training for HR Managers and explore pathways 
that will make the organization business processes gender sensitive and gender responsive. 

c. Talent and Leadership Development 

The Philippines also has a strong women’s movement. DOE and its subsidiaries have developed women 
leaders to serve as role models. However, segments in the business industry are partial to the MCW 
and gender equality and relegated gender equality to HR and HR statistics. Women’s leadership is yet to 
be seen in the performance dashboard of company executives. 

IDI and FGD results recognized the need to develop second liners and institutionalize competency-
based leadership development and mentoring programs that include sabbatical leaves to pursue 
performance-based and outcome-driven training. 

d. Organizational Enabler 

The Department of Energy developed effective ways to engage leaders and staff in understanding and 
implementing Structures to support GESI were defined and established. Guidelines and mechanisms for 
GESI planning, implementation, monitoring, and reporting were set up. A GESI dashboard was created. 
A Gender Tool Kit for Energy Sector was also developed in 2016 in partnership with USAID. Public 
engagements are regularly organized with schools and communities to enhance staff implementation and 
practice of GESI. DoE executives continuously build business cases for GESI by pursuing clear gender 
targets (as per PPGD) and implementing transparency processes in board selection and succession plans. 

IDI results informed that leading energy companies in the Philippines normally develop GESI business 
cases in their CSR and engage women in communities in energy related activities. Many of the CSR 
heads of these companies are women. However, much is yet to be done to make the company culture 
and business processes gender sensitive and gender responsive. No evidence is found yet of these 
companies measuring and evaluating GESI performance on a regular basis.  
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DoE develops systematic gender data disaggregation (GDD) to guide subsequent planning to achieve the 
desired level of gender equality in the organization. In this sense, DoE engages with the private energy 
entities to encourage them to implement gender equality and inclusion at all levels of their governance, 
management, and operations. 
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GENDER CHALLENGES AND OPPORTUNITIES IN THE 
PHILIPPINES 
Table A7-6 summarizes the gender challenges and opportunities in the Philippines based on the research 
conducted as part of the E4SEA Activity. The opportunities provide a basis for recommendations for 
future activities that are summarized at the end of the Executive Summary. 

Different analysts and researchers use different conventions with respect to GESI domains.  While ADS-
205 lists five (5) GESI domains and does not include GBV as a domain, more recently, it is a generally 
accepted best practice to include GESI as the sixth domain in GESI analysis. However, in conformance 
with ADS-2-5 framework and because of the high significance of GBV in the region and in the 
Philippines, the GBV challenge and opportunities are discussed separately outside of the five (5) GESI 
domains. 

TABLE A7-6: COUNTRY-SPECIFIC GENDER CHALLENGES, OPPORTUNITIES, AND 
RECOMMENDATIONS IN THE PHILIPPINES 

DOMAINS CHALLENGES OPPORTUNITIES AND RECOMMENDATIONS 

Law and Policy ● Based on the Global Gender Gap Index 
(2021), the Philippines ranked first in SEA 
and 17th globally. Many enabling laws, 
policies and mechanisms are in place to 
promote gender equality. Despite a 
strong legal and policy framework for 
gender equality many of the private 
sector entities, the wider labor market, 
and multinational corporations including 
the energy industry, are yet to raise their 
bars on gender awareness and gender 
equality in their organizations. GESI 
assessment is used in public sector 
entities but not yet in the private sector, 
especially the energy sector. 

● Retention of women in leadership 
positions continues to be a challenge in 
the energy industry. The HR policies in 
many companies fail to acknowledge the 
“reproductive role” (care work) of 
women and its implication to their 
“productive role” (employee role) within 
the employee life cycle. 

● The Magna Carta of Women defines the 
duties of the States and agencies for the 
human rights of women, women’s 
empowerment, and development to 
achieve gender equality. 

● Enabling planning, budgeting, and 
implementation mechanisms/tools are in 
place to promote gender equality across 
the country, for example, gender-
disaggregated data for planning, 
implementation and monitoring, gender 
toolkit, gender budgeting and gender 
audit. 

● Establishment of the CHRP and its 
Women’s Human Right Center as the 
country’s Gender Ombud are key 
initiatives to advance gender equality. 

● While the country has made significant 
progress in developing appropriate laws and 
policies to promote gender equity and equality 
there is a need for enhancing implementation 
of these laws both within the public and 
private sector entities. Donors and the 
government should, therefore, consider 
designing new programs and strengthening 
existing programs, aimed at operationalizing 
the provisions of the laws in the day-to-day 
operations of the employers. 

● The government should consider issuing 
directives to various ministries and 
departments to explicitly include gender 
mainstreaming and gender equality, in their 
planning, budgeting, and program 
implementation approaches. 

● The government should consider adapting the 
Gender Toolkit for the Energy Sector 
developed under the E4SEA Activity and 
modeled on the USAID Engendering Industries 
Gender Toolkit. This should be spread 
throughout the energy sector entities. 

● With respect to the Mother-Child Friendly 
Organization Executive Order 51, the 
government should encourage employers to 
institute a number of policies and practices 
aimed at women’s entry and promotions in 
the energy sector workplace.  Some of the 
initiatives that should be considered include: 1) 
expanding the Maternity Law to 105 Days (120 
Days for single mothers); 2) establishing onsite 
child support and breast-feeding facilities; and 
3) flexible work hours for pregnant women 
and mothers to achieve effective work-life 
balance. 

● The government should encourage the public 
and private sectors to give more attention to 
aspects of the law that would support and 
sustain women in the workforce and distribute 
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TABLE A7-6: COUNTRY-SPECIFIC GENDER CHALLENGES, OPPORTUNITIES, AND 
RECOMMENDATIONS IN THE PHILIPPINES 

DOMAINS CHALLENGES OPPORTUNITIES AND RECOMMENDATIONS 

● Provision of Executive Order 51, also 
known as the Mother-Child Friendly 
Organization, acknowledges the dual role 
of women at home and at their 
workplaces. 

leadership roles among male and female 
counterparts. 

Access to Resources ● Education disparity still exists in the 
disadvantaged and marginalized 
communities. 

● In times of financial crisis, parents usually 
prefer to support their sons to continue 
in the higher education rather than the 
daughters. 

● Inclusive workforce and women-
responsive benefits remain a national 
discourse especially in the energy sector. 
GESI is not in the performance dashboard 
of private sector entities except in their 
CSR and, therefore, few resources are 
committed to GESI-related initiatives as 
compared to other aspects of the 
business. 

● The reproductive role of women within 
the employer life cycle lacks the 
resources that will motivate and retain 
women in the workforce and help them 
pursue leadership roles. 

● Men and women have equal access to 
education and employment. 

● GAD Law provides 15 percent annual 
budget for gender and development of 
every government agency and subsidiary. 

● TESDA provides vocational education and 
green jobs to disadvantaged groups. 

● DoE provides on-site childcare support in 
the offices of DoE and NAPOCOR. 

● Partnership between DepEd, DoST and 
Local Government Units enhance STEM 
schools in the provinces and provide 
scholarships. 

● Energy campaign of DoE is targeted to 
schools and girls in the rural areas. 

● K-12 education and vocational training 
through TESDA are free. 

● Traditionally, often financial resources are 
allocated for education of sons rather than 
daughters in families.  This results in boys 
advancing to higher education and entering the 
workforce more often than girls.  There is a 
need for the government and the donors to 
design targeted communications and outreach 
engagements to address the importance of 
enhancing equality between boys and girls 
from an early stage. 

● While GESI is often discussed both within the 
public sector and the private sector, it is not 
practiced as well as it should be, and few 
resources are committed to implementing 
gender equity and gender equality.  In future 
programing, the government and the donors 
should include interventions related to explicit 
inclusion of GESI in both public and private 
sector governance practices. 

● The E4SEA research finds that the government 
has numerous laws and policies that address 
gender equality including men and women 
having equal access to education and 
employment.  Indeed, the DoE is an excellent 
example of embodying many of the provisions 
of existing laws into their operations.  For 
example, DoE and NAPOCOR provide on-site 
childcare support.  Also, DoE is implementing 
a program to enhance education opportunities 
for girls in the rural areas.  The government 
should consider communicating the benefits of 
DoE’s programs to the private sector 
employers as well as other ministries and 
departments within the government.  
Appropriate case studies enhancing gender 
equality should be widely publicized through 
quarterly and annual public fora. 

Power and Decision-
Making 

● In most cases where financial resource is 
scarce and access to tertiary STEM 
education is limited, parents remain the 
primary influencer in defining the girls’ 
career path. 

● While the new generations (Generations 
Y and Z) are beginning to see the value of 
shared roles and shared income, the 
unconscious biases towards traditional 
gender roles in the working environment 

● The E4SEA Activity has developed a number of 
toolkits that could be adapted for enhancing 
GESI in the country.  For example, the 
government may consider adapting the 
Gender Toolkit for Energy Sector, developed 
under E4SEA, and modeled on USAID’s 
Engendering Industries similar toolkit. 

● The government should consider adapting the 
School Engagement Toolkit and the 
Mentorship Toolkit, both developed also 
under the E4SEA Activity as these toolkits 
directly address equality in decision making 
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TABLE A7-6: COUNTRY-SPECIFIC GENDER CHALLENGES, OPPORTUNITIES, AND 
RECOMMENDATIONS IN THE PHILIPPINES 

DOMAINS CHALLENGES OPPORTUNITIES AND RECOMMENDATIONS 

continue to present unnecessary pressure 
for the emerging mindset. 

● Support mechanisms for the emerging 
mindset of shared roles and shared 
income within working employment lack 
political will, especially, in the private 
sector including the energy industry. 

● Philippines is an egalitarian society where 
power and decision-making are shared by 
men and women in the household. 

● Generations Y and Z have more cyber 
influence and are increasingly exploring 
traditionally male-dominated fields such 
as engineering, mechanics, and marine. 

● Energy companies welcome female 
leaders and the attitude of male 
executives and workforce toward female 
leaders has always been supportive and 
positive. 

● Philippines stands out with women in 
leadership positions in public and private 
service sector. Many CSR/Sustainability 
departments of energy companies are 
headed by women. 

between men and women through specific 
training and capacity building. 

● The E4SEA Activity is closely working with a 
number of energy employer partners to 
institute changes in recruitment, retention, 
mentorship, and the promotion of women in 
the energy sector.  As part of this engagement, 
E4SEA is providing change management 
coaching to energy employers and opening the 
door for their employers and managers to 
participate in management programs that 
would enhance gender equity and gender 
equality.  The government should consider 
similar approaches for engaging with energy 
employers in the Philippines.  The E4SEA 
Toolkits are available through the RDMA 
mission. 

● Within the SEA region, the Philippines stands 
out as having excelled in achieving leadership 
by women in both the public and private 
sectors.  For example, in the private sector in 
the Philippines, many energy companies have 
females leading their Corporate Sustainability 
Departments.  The public private partnership 
between the government and private 
employers in the Philippines has a very 
valuable case study that would benefit 
additional employers in the country and also 
the SEA region.  The government should, 
therefore, accelerate its implementation of 
programs that enhance women’s leadership in 
energy sector entities in both the public and 
private sectors.   

Roles and 
Responsibilities 

● The traditional gender stereotype that 
men are the breadwinners and women 
the homemakers or care givers remains 
evident. 

● The role of women as primary care 
provider will not change even if the 
women work full time; nor will the role 
of the men as primary breadwinners 
change if the wives work fulltime. 

● COVID-19 further stresses women’s role 
as the primary caregiver of the family, 
where the health needs of the family, 
access to health services and food 
security became the highest priority. 

● Generations Y and Z are becoming more 
open and flexible towards shared and 
interchangeable roles of bread winning 
and care giving for the best interest of 
family and children. 

● Both men and women perceive that 
decision-making in the family is shared, 
while, overall, men are the breadwinners, 
the women are the treasure keepers. 

● Changes in attitudes towards gender roles 
among the younger generations is conducive 
to talent outreach programs to draw more 
female students into STEM studies and 
employment. Therefore, the government 
should consider adapting the School 
Engagement Toolkit developed under the 
E4SEA Activity to engage with male and female 
students to enhance the entry of women into 
STEM education. 

● In order to address the conscious and 
unconscious bias with respect to men’s and 
women’s roles and responsibilities, the 
government should consider appropriate 
training and capacity building to remove biases 
that impede women’s entry into STEM 
education and pursuit of employment in the 
energy sector.  For example, the Unconscious 
Bias Training Program developed under E4SEA 
(adopted from USAID’s Engendering 
Industries) could serve as the basis for the 
government to design its own similar training 
program to address the biases with respect to 
the roles of men and women. 

Knowledge and Beliefs ● Gender education is not included in 
school curriculum except in the social 

● Given that GESI knowledge is generally scarce 
throughout most segments of the society, 
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TABLE A7-6: COUNTRY-SPECIFIC GENDER CHALLENGES, OPPORTUNITIES, AND 
RECOMMENDATIONS IN THE PHILIPPINES 

DOMAINS CHALLENGES OPPORTUNITIES AND RECOMMENDATIONS 

and development courses at the tertiary 
level. 

● Significant numbers of companies and 
private sector organizations lack the GESI 
mindset and do not have GESI in their 
performance measures. 

● Parents’ social orientation, especially the 
mother, and the economic capacity of the 
parents, strongly influence career choices. 
More and more parents are supportive of 
girls pursuing STEM. 

there is a need to constantly propagate and 
communicate the importance of GESI and its 
direct impact on increasing economic and 
social benefits.  The government should 
consider designing and adapting a number of 
initiative to enhance GESI knowledge and 
address believes that may be counter to GESI.  
A few examples are provided below. 

● The government should consider a ToT 
program for high school students, teachers 
and parents about gender equality and impact 
of conscious and unconscious biases on gender 
roles that could negatively influence decisions 
on the student’s higher education and 
prospect careers. 

● In partnership with the energy industry, the 
government should consider designing joint 
public private sector activities that would 
influence the energy employers to develop and 
institute GESI as an integral component of 
their corporate governance.  Additionally, the 
government and the private sector should 
work with potential donors for the provision 
of targeted capacity building and training in the 
implementation of GESI at all levels within the 
energy employer organizations. 

● With respect to promoting women to not 
foreclose on the option of pursuing STEM 
because of traditional beliefs, the government, 
in partnership with donors, should consider 
designing scholarship programs to enhance 
women’s participation in STEM. 

 

HUMAN DIGNITY AND GBV CHALLENGES AND OPPORTUNITIES 

CHALLENGES 

The following is a summary of the key challenges related to human dignity and GBV in the Philippines: 

• The inclusion of persons with disabilities in the total regular and non-regular workforce stands 
at 1 percent, which is a challenge.  

• Provision of ten (10) days paid leave for VAWC victims and strengthened mechanism to 
respond timely to VAWC cases between CHRP, Civil Service Commission and Department of 
Interior and Local Government. 

• During COVID-19, schools provide online orientation and guidance on protecting oneself from 
cyber harm in online learning. Challenges from COVID need to be addressed, especially the 
disproportionate impact on women in terms of their increased responsibilities. 

• Creation of peer support for girls who were victims of cyberbullying 
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• Girls are more patient with online learning and do better presentations online than boys 

 Increased incidences of DV and GBV resulting from the changed realities due to COVID-19 

OPPORTUNITIES AND RECOMMENDATIONS 

The following are some of the recommendations to address the human dignity and GBV challenges in 
the country: 

• The E4SEA Activity has developed several gender toolkits and ToT programs helpful in engaging 
with employers both in the public and private sectors. The government should consider 
adopting a number of these tools to implement interventions that would reduce incidences of 
GBV and ensure that women feel free to report any GBV incidences to the appropriate channels 
for proper resolution. 

• Given that GBV is not well understood across the board, there is a need for the government to 
widely publicize the importance of human dignity and GBV in all aspects of one’s life.  
Specifically, the government may consider developing an information database and information 
and communications program to educate the public about the adverse impacts of GBV and a 
“No-Tolerance Policy” concerning GBV. 

• Other mechanisms that the government may consider include encouraging schools and 
employers to institute support groups for girls who are victims of cyberbullying and GBV.  In 
addition, the government should also effectively communicate its laws and policies concerning 
domestic violence and encourage community groups and religious organizations to act as 
support groups to victims of domestic violence and also as ambassadors against incidences of 
domestic violence  
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CONCLUSIONS 
Filipinas have always enjoyed relatively more gender equality than women in the neighboring countries in 
Southeast Asia. Across the country and tribal communities, women share the authority with husbands in 
the family. They play multiple roles as home managers, treasure keepers, and primary child caretakers. 
On the other hand, Filipino men are traditionally perceived as guardians and bread winners. The 
culturally assigned gender roles influence choices and decision-making, especially, when access to 
resources is lacking or very meager. In families with limited means, girls are more likely asked to defer 
or sacrifice their own education to support their brothers’ education. In poverty-stricken communities, 
women as “home makers” and “caregivers” assume the daily burden of putting food on the table and 
girls are to support the caregiving role of the mothers. In the urban areas where literacy is high and 
western culture influences social orientation, traditional gender roles are challenged. While the 
Philippines has made significant strides in improving the situation of women and empowering them, the 
daily struggle of women to go out of the traditionally assigned roles in the family, the community, and 
particularly, in the labor market, continues to have limitations. This remains a national discourse. 

There are still serious gaps and limitations to children’s access to education in the Philippines. Due to 
the impact of the COVID-19 pandemic, the number of OSYC has increased despite the two learning 
platforms of “on-line learning” and “modular learning” provided by the Department of Education. When 
a crisis occurs, girls are more likely to drop out of school than boys; the pandemic made it more difficult 
to bring girls into STEM education. Three major barriers are 1) influence of social norms, 2) influence of 
the parents, and 3) financial capacity of parents, especially for girls from low income and poverty-
stricken families. The popular driver for career selection for both boys and girls are opportunities in the 
job market, domestic and overseas. The FGDs suggested that public and private sector partnership 
should be maximized to develop a practice model and gender-responsive mechanisms to facilitate 
admission and sustain participation of girls in schools up to the tertiary level. For example, the 
Department of Energy has developed its performance dashboard that aims to increase girls’ appreciation 
of and participation in energy studies and employment.  

FGD and IDI findings on the employee life cycle indicated challenges to promoting gender equality and 
inclusive management in the energy workplace, including: 1) a lack of gender awareness among the 
executives; they do not see the value of giving priority to women; 2) the lengthy process of getting buy-
in from the executives for developing and implementing gender-inclusive programs; 3) the gender blind 
nature of most information, education, and communication (IEC)  materials, job ads and job descriptions; 
and 4) absence of benchmarks to guide the implementation of gender equality policies and practices. 
Promising practices have been suggested to address these challenges. For example, securing political will 
to set targets to give women the opportunity to be part of engendered training design; considering 
balance qualifications between hard skills (technology) and soft skills (resiliency, adaptability, etc.) in 
employee management and promotion; participation in school campaigns to promote STEM for girls and 
establish partnership with student council; and promoting women-friendly job ads and gender-sensitive 
job descriptions are some of the ways in which energy employers can affect GESI across the sector.
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