
POLICY BRIEF
Women’s Inclusion
in Energy Sector
Prepared by Atty� Nisrine Elias Mansour
For Publish What You Pay Lebanon & Diaries of the Ocean



03

04

06

08

08

13

16

17

Executive Summary

I. Introduction

II. Methodology of research

III. Findings and Analysis

i. Findings

ii. Discussion

IV. Recommendations

Annex

WOMEN’S INCLUSION
I N  E N E R G Y S E C TO R

TABLE OF CONTENTS



WOMEN’S INCLUSION
I N  E N E R G Y S E C TO R

EXECUTIVE SUMMARY
0303

In the energy sector in Lebanon, the percentage of women’s employment is low. This is due to 
beliefs and perceptions of gender roles, cultural and social norms, and prevailing hiring prac-
tices in the industry. The oil and gas (O&G) sector is one of the most male-dominant industries. 
The energy sector has always been regarded as one of the jobs offering the most difficult 
working conditions, especially on oil platforms and offshore. “United Civil Society for a Trans-
parent Petroleum Sector”, is a project funded by the Norwegian Agency for Development and 
Cooperation (NORAD) and implemented by Publish What You Pay - Lebanon (PWYP) and 
Diaries of the Ocean (DOTO). This project opens a window of opportunity for civil society orga-
nizations (CSOs) who are seeking to reach an open and accountable energy sector. The overall 
objective of the project is to establish a capable civil society coalition and enhance its ability to 
access, understand, analyze data, and reach out to decision-makers in Lebanon. In addition, 
forming an academic network comprised of both university professors and students is a major 
aim of the project. 
The aim of this policy is to encourage the wider participation of women in the energy sector 
while maintaining the principle of health and safety protection of the employees irrespective 
of gender. Therefore, a desk review of international conventions and legislation that impose 
restrictions on women's employment in the energy sector was conducted. Notwithstanding 
the international conventions that guarantee equality to work and to choose the field of work, 
few legislations impose restrictions on the employment of women in harsh and hazardous 
jobs in which oil and gas are categorized as one of them.
On the other hand, interviews with governmental agencies which are mandated to work in 
this field were conducted to map the involvement of women. Most full-time female employ-
ees in the responding governmental organizations are occupying non-related energy jobs 
mainly administrative positions rather than energy-specialized careers. Awareness sessions on 
job opportunities in the energy field and incentive programs for school and university 
students would encourage more women to enroll in energy-related programs and occupy 
energy-related jobs after graduation.
Therefore, interventions of civil society, in particular, the Coalition for Energy Governance, at 
various levels, the legal, educational, and professional, are essential to overcome the legacy of 
excluding women in energy-related careers and workplaces. 



1 https://genderdata.worldbank.org/data-stories/flfp-data-story/
2 https://www.mckinsey.com/industries/oil-and-gas/our-insights/how-women-can-help-fill

-the-oil-and-gas-industrys-talent-gap
3 Interview with Mrs. Carol Ayat on 15/7/2022
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“United Civil Society for a Transparent Petroleum Sector”, is a project funded by the Norwegian 
Agency for Development and Cooperation (NORAD) and implemented by Publish What You 
Pay (PWYP) and Diaries of the Ocean (DOTO). The overall objective of the project is to establish 
a capable civil society coalition and enhance its ability to access, understand, analyze data, and 
reach out to decision-makers in Lebanon. In addition, forming an academic network com-
prised of both university professors and students is a major aim of the project. 
The participation rate for women in the global labor force is around 50% compared to that for 

men which reaches around 80% (World Bank – Gender Data Portal – January 2022)1.  Similarly, 
in the energy sector, specifically in the oil and gas (O&G) sector, the percentage of women’s 
employment is low even in countries where gender discrimination is less pronounced. The 
O&G sector is one of the most male-dominant industries. This fact is due to beliefs and percep-
tions of gender role, cultural and social norms, and prevailing hiring practices in the industry. 
As per McKinsey and Company’s article ‘How women can help fill the oil and gas industry’s 

talent gap2 “Only a third of entry-level employees in the O&G industry are female, compared 
with 41 percent across other STEM (Science, Technology, Education, and Math) industries and 
48 percent for the corporate sector as a whole.” 
Lebanon is not an exception in this field.  As per the traditional views which are gradually 
shifting in most areas, women’s role in society is limited to marriage and raising a family.  The 
role of women in the labor market is often underestimated. Conversely, various studies 
indicate that women improve performance and bring new perspectives to the workplace.  
Organizations having qualified hard-working female leaders yield better.  
According to Ms. Carol Ayat, energy financial professional, women’s employment in the local 
O&G sector is a challenge against gender stereotypes in the male-dominant field. Besides, 
appointments and employments in the public energy sector are highly politicized. However, 
women working in energy-related careers have proved to be efficient, especially those work-
ing with civil society organizations.  Those women are numerous, highly respected, and their 
voices are influential and heard. Based on the principle of meritocracy, every person should 
have equal rights and opportunities for employment in the energy sector irrespective of 

gender3.
Based on the principle of hierarchy of the rules of laws as stated in Article 2 of the Code of Civil 
Procedures, international conventions prevail over national laws.  Although, the Universal 
Declaration of Human Rights of 1948 guarantees that everyone has the right to work and 
choose freely the work, Article 27 of the Lebanese Labor Law of 1946 prohibits women and 
youth from being employed in 
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underground mines and other hazardous jobs. The lawmaker intended to protect women 
from dangerous and unhealthy working conditions and this Article was aligned with the 
prevailing social paradigms that limit women’s involvement in hazardous work. The energy 
sector has always been categorized among the jobs offering the harshest working conditions, 
particularly on oil rigs and offshore. 
The objective of the policy brief is to conduct a desk review of legal texts that impose restric-
tions on women's employment in the energy sector, map the involvement of women in 
governmental agencies mandated in this field, and suggest recommendations to ensure 
wider participation of women in the local energy sector.



4 Creswell, J. W. (2003). Research design: Qualitative, quantitative, and mixed methods approaches 
(2nd ed.). Thousand Oaks, CA: Sage
5 Creswell, J. W. (2014). Research Design: Qualitative, Quantitative and Mixed Methods Approaches 
(4th ed.). Thousand Oaks, CA: Sage.
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In order to achieve the objective of this policy brief, research was carried out on 2 levels: first, 
desk review on the international conventions and legislation that may impose or eliminate 
employment discrimination in this field on the basis of gender; second, meetings with govern-
mental organizations mandated in the energy field were held to learn more about the employ-
ment situation of women in this sector. 
The researcher conducted a desk review mapping the international conventions ratified by 
the Lebanese State and the national laws that may hinder women’s employment in the 
energy sector. Subsequently, the essential question is whether such articles or laws conform to 
international human rights. The browsing of legal texts was done through Al Mustachar Elec-
tronic Portal.  
The data analysis follows a mixed methodology approach. In this policy brief, the researcher 
intends to analyze the data both quantitatively and qualitatively.  When conducting a quantita-
tive methodology, the researcher intends to understand and describe the existing situation 

(Creswell, 2003)4. Quantitative methodology establishes a narrow assumption and uses the 

gathered data to support or controvert the assumption (Creswell, 2014)5. When conducting a 
qualitative methodology, the role is different. The researcher intends to be profoundly 
immersed in the context and participants of any study (Creswell, 2003). 
The questionnaire used for this task is designed in a simple, structured, and comprehensible 
way. This questionnaire is available in Annex 1. It is divided into four categories targeting to 
collect personal data of the respondent, structures and systems of the institution, the respon-
dent’s knowledge of the legislation concerning women’s employment, and their perceptions 
of women’s employment in the energy field. The first 3 categories include close-ended ques-
tions; whereas, the last category has open-ended questions. 
The objective of the questionnaire is the mapping of women’s involvement in each organiza-
tion, mapping of institutional policies or legislation that may hinder women’s involvement, 
and the factors and challenges that may obstruct their participation in this field, as well as 
collecting recommendations to encourage wider participation of women in this field.
Face-to-face interviews were conducted by the researcher. In Lebanon, 3 main governmental 
institutions are mandated as per the laws and regulations to govern the energy sector in 
Lebanon. These institutions are the Lebanese Centre for Energy Conservation (LCEC), the 
Lebanese Petroleum Administration (LPA), and the Directorate General of Oil (DGO).Since the 
main recommendation of the above 3 respondents is to ensure wider participation of women 
in the energy sector in Lebanon through raising students’ awareness of energy-related educa-
tional programs and the need of the local labor market, an academic institution was selected 
to be interviewed. The Holy Spirit University of Kaslik (USEK) was chosen since it 



Organization 

Lebanese Centre 
for Energy Conservation President / Director General Male

Male

Male

Female

Female

Board Member/ 
Head of Legal Department

Head of Corporate Banking 
and Lending/

Energy Financial Professional

Atty. Gaby Daaboul

Mrs. Aurore Feghaly 

Dr. Joseph Al-Assad

Mrs. Carol Ayat

Lebanese Petroleum 
Administration

Directorate General of Oil

Holy Spirit University
of Kaslik

Private Sector/ 
Civil Society Organization 

Respondent Position Gender

1

2

3

4

5
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has a petroleum engineering program and the dean of faculty of engineering is an energy 
expert. The respondents of the governmental institutions were chosen based on their current 
position in each institution as well as their experience in the energy sector. Note that the 
obtained results do not reflect the women’s involvement in other organizations working in the 
energy field in Lebanon such as civil society organizations, the private sector, or other academ-
ic organizations.  



International Conventions Ratification
Date

National Legislation Promulgation
Date

Universal Declaration of 
Human Rights  (1948) National Constitution

Labor Law

Officials Rules No. 112/1959

Decree No. 11802/2004

Law No. 132/2010  “Offshore 
Petroleum Resources Law 

Decree No. 7968/2012 
Lebanese Petroleum

Administration

Decree No. 10289/2013 
Petroleum Activities Regulations

Decree No. 43/2017 
Definitive Model Exploration
and Production Agreement

Decree No. 9095/2022
amends Decree No. 43/2017

1948 1926

1946

1959

2004

2010

2012

2013

2022

1962

1962

1977

1977

1997

Underground Work (Women) 
Convention (1935)

Night Work (Women) 
Convention (Revised) (1948) 

Discrimination Employment 
and Occupational 
Convention (1958)

Employment Policy 
Convention, 1964 (No. 122)

Convention on the Elimination 
of All Forms of Discrimination 

against Women (1979)

i� Findings
a) The Legal Framework� 

III� FINDINGS AND ANALYSIS

6 https://www.ohchr.org/en/human-rights/universal-declaration/translations/english
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Over the course of time, the rights of Lebanese women have evolved.  International and nation-
al legal instruments have been ratified and issued to promote equality among the Lebanese 
citizens with a few outstanding exceptions which will be highlighted in two sections, interna-
tional conventions and national legislation, and in chronological order of ratification or promul-
gation.  

Starting with the first international convention, the Universal Declaration of Human 

Rights (UN, 1948)6 of which Lebanon is an author actually asserts in Article 23 section 1 
that “Everyone has the right to work, to free choice of employment, to just and favorable 
conditions of work and to protection against unemployment.”.
The ‘Underground Work (Women) Convention’, 1935 (No. 45) is an International Labour 
Organization Convention. Article 2 states expressly “No female, whatever her age, shall be 
employed on 



7 https://www.ilo.org/dyn/normlex/en/f?p=1000:11300:0::NO:11300:P11300_INSTRUMENT_ID:312190
8   https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C089
9  https://www.ilo.org/dyn/normlex/en/f?p=1000:11300:0::NO:11300:P11300_INSTRUMENT_ID:312234
10 https://www.ohchr.org/en/instruments-mechanisms/instruments/international-covenant-economic

-social-and-cultural-rights
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underground work in any mine.”.  As per article 1 ‘mine’ includes any undertaking, whether 
public or private, for the extraction of any substance from under the surface of the earth. 
This treaty has been ratified by 98 states. Of the ratifying states, 30 have subsequently 

renounced the convention7. Lebanon ratified it in 1962. Although, its provisions are outdated, 
discriminatory, and do not conform to freedom of employment and equality of citizens as 
enshrined in the National Constitution and Universal Declaration of Human Rights, it is still 
in force to date. 
Besides, the Night Work (Women) Convention (Revised), 1948 (No. 89) was ratified by the 
Lebanese State in 1962. Article 3 prohibits women to be employed during “the night in any 
public or private industrial undertaking, or in any branch thereof, other than an undertaking 

in which only members of the same family are employed”8. Out of 67 ratifications, 23 states 

have subsequently denounced this convention9.

The International Covenant on Economic, Social, and Cultural Rights (ICESCR) (UN, 1966)10, to 
which Lebanon is a party (ratified it in 1972), aims to promote human rights on the social and 
economic levels. It sets in article 3 that State Parties “undertake to ensure the equal right of 
men and women to the enjoyment of all economic, social and cultural rights set forth in the 
present Covenant”.  In particular, articles 6 and 7 actually recognize the right to work and the 
right of everyone to the enjoyment of just and favorable conditions of work. All these texts 
widen the choices for women to choose their careers as per their potential, skills, education, 
and qualifications. Although article 2 stated that State parties undertake to achieve progres-
sively the full realization of the rights recognized in the present Covenant by all appropriate 
means, including particularly the adoption of legislative measures, Lebanon neither 
renounced the Underground Work (Women) Convention, the Night Work (Women) Conven-
tion, nor modified Article 27 of the Lebanese Labor Law (as explained below). 
In 1977, Lebanon ratified the Discrimination Employment and Occupational Convention, 
1958 (No. 111) which promotes equality of opportunity and treatment in respect of employ-
ment and occupation, with a view to eliminating any discrimination in respect thereof (Arti-
cle 2). As well, Lebanon ratified the Employment Policy Convention, 1964 (No. 122) which aims 
at ensuring freedom of choice of employment irrespective of race, color, sex, religion, politi-
cal opinion, national extraction, or social origin (Article 1 section 2 c).
Furthermore, Lebanon ratified in 1997 the Convention on the Elimination of All Forms of 
Discrimination against Women, 1979 (CEDAW) which affirms women's rights to non-discrimi-
nation in education, employment, and economic and social activities in articles 10, 11, and 13 
respectively. Article 15 asserts particularly the full equality of women in civil and business 
matters, demanding that all instruments directed at restricting women's legal capacity 
''shall be deemed null and void".



“Maximum weights women may carry, pull, or drag
Age

18 and above 15 kg 500 kg 120 kg 50 kg

Weights to be
carried

Weights to be
raised on bars

Weights to be
dragged on cart

Weights to be
dragged on 
wheelbarrow

11  Al Mustachar Electronic Portal – Lebanese laws – National Constitution
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At the national level, as far back as 1926, the National Constitution guarantees equality 

among its citizens before the law without any discrimination (article 7 chapter 2)11.
The old version of Article 26 of the Labor Law of 1946 (before the amendments in 2000) 
prohibited employing women at night in all mechanical and manual industries. In 2000, this 
article was amended by Law No. 207 dated 26/5/2000 stating that an employer shall not 
discriminate between employees on the basis of sex in relation to the type of work, wage, 
employment, promotion, vocational training, or clothing.   However, Article 27 states that 
the employment of women in the industries and businesses set out in Annex 1 is prohibited. 
The annex lists 19 prohibited hazardous and dangerous jobs such as underground mines, 
quarries and stone extraction, production and handling of explosives, repairing and cleaning 
driving engines, melting and filtering metal products, and asphalt production. Although, 
the term ‘oil and gas’ has not been mentioned in this annex, it is categorized among the 
sectors offering the harshest working conditions, particularly on oil rigs and offshore. The old 
version of Article 26 was aligned with Article 3 of the Night Work (Women) Convention 
(1948), and Article 27 aligns with the Underground Work (Women) Convention. Controversial-
ly, the intention of the lawmaker as per the interpretation of the law and the object appear-
ing from the circumstances with respect to the enactment of the Labor Law at that time, is 
to protect women from dangerous and unhealthy working conditions. However, the safety 
of employees is essential irrespective of gender.
Notwithstanding the international conventions that guarantee equality and freedom to 
work and to choose work and the amended Article 26 of the Lebanese Labor Law Article 27 
along with the referred Annex has remained unchanged as it was issued in September 1946. 
However, legislative decree No. 112 dated 12/6/1959 regarding the status of public officials 
(Officials Rules) does not discriminate between public officials on the basis of sex in relation 
to employment or promotion. It sets in the first section the terms and conditions for employ-
ment in the public sector and governmental institutions irrespective of discrimination. 
Furthermore, the recent decree No. 11802 of 3/1/2004 “Related to the Regulation of Preven-
tion, Safety, and Occupational Health in All Institutions Subject to the Provisions of Labor 
Law” prohibits women from carrying weights above the permitted limit set out in Annex 3 
(as stated in Article 22). 

As for the legislations related to the national O&G sector, neither discrimination nor restric-
tion on women’s employment is stated in the relevant laws: law No. 132/2010 “Offshore 
Petroleum Resources Law” (OPRL) and subsequent decrees implement the OPRL such as 
decree No. 7968/2012 establishing the “Lebanese Petroleum Administration” (LPA), decree 
No. 10289/2013 on the petroleum activities regulations (PAR), and decree No. 43/2017
Definitive Model Exploration and Production Agreement 



Table 3: Legislations guaranteeing women's right to employment vs. legislations restricting women’s employment

Legislations guaranteeing 
women’s right to employment 

Legislations imposing restrictions 
on women’s employment

Universal Declaration of Human 
Rights  (1948)

Underground Work (Women) 
Convention (1935)

Night Work (Women) Convention 
(Revised) (1948) 

Article 27 of Lebanese Labor Law

Decree No. 11802/2004

1

2

3

4

5

6

7

8

International Covenant on Economic, 
Social, and Cultural Rights (1966)

Discrimination Employment 
and Occupational Convention (1958)

Employment Policy Convention (1964)

National Constitution

Labor Law

Officials Rules No. 112/1959

Convention on the Elimination of All 
Forms of Discrimination against 
Women (1979)

12 https://www.lpa.gov.lb/Library/Assets/Gallery/Files/pdf/Decree%209095.pdf – page 3
13 https://en.dgo.gov.lb/category/1
14 Interview the Director General of Oil, Mrs. Aurore Feghaly on 7/7/2022
15 https://lcec.org.lb/our-identity/what-is-lcec
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(EPA). It is essential to mention here that as per decree No. 9095/2022, which amends decree 
No. 43/2017, the 80% Lebanese employment quota (irrespective of gender) is no more obligato-

ry during the exploration phase; however, it is during the development and production phase12.

b) Survey:
The conducted small survey with the 3 governmental institutions which are mandated to 
work in the energy sector, revealed the following: 
Directorate General of Oil (DGO), as per Decree No. 6821/1973, has several powers and tasks 
in the oil sector, in particular ensuring the enforcement of agreements, laws, and regula-

tions related to the affairs of oil and its derivatives13. The DGO data indicates that about 71% 
of its employees are women in senior management positions such as Director General and 
middle management positions such as Head of Department. This data does not include 
that of the oil facilities in Tripoli and Al-Zahrani. In fact, as per the respondent, the gender of 
employees in these 2 facilities is male-dominant due to the prevailing harsh environmental 

working conditions14. It is necessary to note that employment at the DGO is subject to the 
provisions of the legislative decree No. 112/1959 (Officials Rules) not the Labor Law since it is 
a public administration.
The Lebanese Centre for Energy Conservation (LCEC) is a nonprofit organization within the 
Lebanese Ministry of Energy and Water (MEW) with an independent financial and adminis-
trative status. It has been institutionalized since 2011. The LCEC is the national focal point for 

sustainable energy for the Lebanese public and private sectors.15 



16 Interview the Lebanese Center for Energy Conservation, Mr. Pierre Al Khoury on 4/7/2022
17 https://www.lpa.gov.lb/english/about/mission-and-mandate
18 Interview the Lebanese Petroleum Administration, Atty. Gaby Daaboul on 4/7/2022
19 Interview the Holy Spirit University of Kaslik, Dr. Joseph Assad on 7/7/2022
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It comprises a small team (18 employees) divided into two main administrative and technical 
departments. Data provided by LCEC shows that approximately 61% of the current employees 
are women in senior management positions. Since the institutionalization of LCEC, only 2 
female engineers had worked on-site i.e. under the harsh environmental conditions of installa-

tions and constructions16. 
The Lebanese Petroleum Administration (LPA) is an autonomous public institution mandated 
to plan, supervise, and manage the upstream petroleum sector in Lebanon’s offshore across 
the petroleum activities’ value chain described in the OPRL and its application decree. It was 

established by law No. 132/2010 (Article No. 10) and by decree No. 7968/201217. Currently, the LPA 
has a small team of 13 service providers, including 6 male board members. According to the 
LPA data, four of the service providers are women; that is to say, nearly 31%, of which 3 are 
administrative, while the fourth is a Quality, Health, and Safety Officer. This percentage had 
slightly increased to 34.62 in 2015. Since the establishment of LPA, the average percentage of 
female service providers is about 29%. Never did the geology and geophysics department 

have a female service provider18. Note that decree No. 7968/2012 stated no restrictions or 
discrimination on the basis of gender for contracting with service providers.

The Holy Spirit University of Kaslik (USEK) was chosen for the reasons explained in the previous 
section. It is one of the universities in Lebanon that has a chemical engineering department 
with petroleum engineering as a subfield. USEK data indicates that about 60% of engineering 
students are females. As for the teaching staff in the engineering department, there are four 
female educators: 2 chemical engineering and 2 renewable energy engineering. As per the 
respondent, social misconceptions and hiring practices in private sectors are limiting the role 

of female graduates in sales jobs in the energy sector19.



20 https://www.ohchr.org/sites/default/files/Documents/Publications/laws_that_discriminate_against
_women.pdf
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When the respondents were asked about the legislations that obstruct women’s employment 
in the energy sector in Lebanon, they replied that they are not aware of any legal restrictions, 
except for the board member at the LPA who is a lawyer.
As for the fourth category ‘Concepts’, based on their experience, the 4 respondents consider 
that harsh and hazardous work on site, family responsibilities, as well as Lebanese cultural, 
social norms, and mentality are the main factors that hinder the involvement of women in the 
energy sector mainly in O&G. In addition to these factors, they stated that the local job oppor-
tunities are limited in this new field. 
As for the challenges that women may face during their employment, the respondents stated 
that harsh working conditions, family responsibilities, and social misconceptions are the main 
difficulties. 
To encourage wider participation of women in this sector, the respondents recommend aware-
ness sessions for school and university students on job opportunities and demand for skills in 
the market to increase their enrollment in energy-related programs. Enforcing female quotas 
in employment by law or institutional policy may increase the rate of women’s employment.  
Thus, this would encourage as well students to enroll in energy-related educational programs.

ii) Discussion  

Based on the principle of hierarchy of the rules of laws as stated in Article 2 of the Code of Civil 
Procedures, international conventions prevail over national laws. These conventions guarantee 
equality among all people irrespective of gender. In the same sense, the National Constitution 
and the national laws guarantee equality between the two genders. Exceptionally, the Under-
ground Work (Women) Convention (1935) discriminates expressly and forbids women from 
working in underground mines, and the Night Work (Women) Convention forbids women 
from working at night in any industrial undertaking. As well as, Article 27 of the Labor Law 
(1946) imposes restrictions on the employment of women in hazardous and dangerous work. 
This article is no longer consistent with the amended Article 26 of the Labor Law, which makes 
it clear that all employees should be treated equally. 
Although these restrictions were well-meant at the time, today they are considered discrimina-
tory, outdated, and stereotyping. Besides, these restrictions are not in conformity with the 
freedom of employment and equality of citizens as enshrined in the National Constitution, the 
international conventions, and national laws. Initially, the restrictions were placed for the 
protection of women’s safety and health. Nowadays, it is highly criticized since the govern-

ment is making choices for women and limiting their working scope20 in underground mines 
and hazardous work. Regardless of all the criticisms, the lawmaker is still exercising due 
diligence to protect women, children, and youth. Women are categorized as incapable of 
taking decisions as children! The lawmaker issued Decree No. 11802/2004 which stated express-
ly in Article 22 that women are forbidden from carrying weights exceeding the allowed limit. 
To date, the lawmaker is depriving women of their freedom to work hard and do laborious 
jobs. Generally speaking, the principle of health and safety protection is a legal right of



21 https://www.globalwomennet.org/wp-content/uploads/2021/11/Shedding-Light-on-Female-Talent-in
-Lebanon-s-Energy-Sector.pdf
22 https://unece.org/media/press/364526 - Bridging gender disparities will be key to energy sector transition 
and post-COVID-19 socioeconomic recovery
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all employees irrespective of gender. It is a priority to the Lebanese State as per the ratified 
international conventions and the promulgated laws and decrees.  
On the other hand, the survey revealed that full-time female employees in the responding 
governmental organizations are occupying non-related energy jobs mainly administrative and 
managerial positions rather than energy-specialized careers. It’s evident that the percentage 
of female employees in these respondents is nearly 54%. Full-time female employees in relat-
ed energy careers are rare and only the director general for LCEC recalled having among the 
team 2 female engineers who worked on-site in the renewable energy sector. The real prob-
lem while writing this policy is the lack of involvement of women in energy-related careers. 
This gap might be due to the limited number of university female graduates in this field or 
lack of employment opportunities. However, knowing that the data collected from USEK is not 
representative of the national educational enrolment, the percentage of female students 
enrolled in the energy-related educational programs is almost exceeding that of the male 
graduates. As per the World Bank policy brief “Shedding Light on Female Talent in Lebanon’s 
Energy Sector” (2019), 25% of the university students enrolled in petroleum/ petrochemical 
programs are female, 47% of the university students enrolled in renewable/ energy efficiency 
programs are female, and 46% of university students enrolled in general energy programs are 

females.21

Hence, incentive programs to encourage more women to study energy-related topics and job 
placement opportunities after graduation may be an attractive proposition for students. 
Furthermore, where possible, enterprises should endeavor to implement programs aimed at 
promoting a better work-life balance, with more flexible working hours and teleworking 

options (UNECE – 2022)22.
The 80% Lebanese employment quota (irrespective of gender) during the petroleum develop-
ment and production phase as per the latest decree No. 9095/2022 might greatly encourage 
students to enroll in energy-related educational programs and might retain the Lebanese 
high-skilled workforce in the local energy sector. Enforcing the female quota by the law is not 
discriminatory; rather, it promotes gender diversity and inclusion. Thus, it would encourage 
women to open their minds to new challenges and experiences.   
However, hiring practices in the local private sector limit the role of female graduates in the 
sales department rather than in the engineering department or on-site construction and 
exploration. In fact, women are not given the chance to prove their capabilities since they are 
afraid to work with men in skilled jobs. They are afraid of workplace harassment and gender 
discrimination. It is noteworthy here that the researcher did not ask women if they preferred 
to work on platforms or in the office. The survey reports on the experience of the 4 organiza-
tions contacted, as the policy objective is not to know what women prefer.
Furthermore, social misconceptions on the distribution of family responsibilities and house-
hold duties between men and women hinder the latter from being active in demanding jobs 
requiring frequent 
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mobility to fulfill complex work schedules. As a result, the percentage of women’s employ-
ment in this sector is low due to the beliefs and perceptions of gender roles, cultural and social 
norms, and prevailing hiring practices in the industry.
Therefore, interventions at various levels are essential to overcome the legacy of excluding 
women in energy-related careers and workplaces. 



This policy brief suggests the following recommendations in order to promote gender diversity 
and inclusion in the national energy sector:

   At the legal level:
Renounce Underground Working (Women) Convention, 1935 
Renounce Night Work (Women) Convention (Revised), 1948
Abrogate Article 27 of Lebanese Labor Law and its related Annex  
Abrogate Article 22 of Decree No. 11802/2004
Enforce by law the female quota in employment in the public and private sector

   At the educational level:
Raise awareness at the school level on the encouragement of energy-related education 
programs, potential careers, and options in the labor market
Include educational programs that reduce gender stereotypes through cultural values and 
reduce cases of sexual harassment and abuse as working on platforms requires accommoda-
tion with men for long periods of time.
Include internships in energy companies and enterprises to expose university students 
enrolled in energy-related programs and STEM programs to options in the energy-related job 
market

   At the professional level:
Raise awareness of the current employees, irrespective of gender, on their rights and train 
them on safety measures
Conduct skills training and mentorship programs for women in energy-related jobs

In 2020, the Coalition for Energy Governance (CEG) was initiated by several non-governmental 
organizations (NGO) aiming at reinforcing good governance and transparency, raising aware-
ness, as well as building the capacity of the Lebanese civil society, irrespective of gender dispari-
ties, for the management of the natural resources, particularly in the energy sector.  
Therefore, it is the pivotal role of the CEG to engage in advocacy to renounce the ‘Underground 
Working (Women) Convention’ and ‘Night Work (Women) Convention’, modify Article 27 of the 
Labor Law, and Article 22 of decree No. 11802/2004, as well as to raise the awareness of the 
community, the private sector, and the public sector of the importance of gender diversity in 
the energy sector. CSOs play an essential role in watching and reporting on the working envi-
ronment and conditions for women already involved in the energy sector.  

IV� POLICY BRIEF RECOMMENDATIONS  
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d. Formal Institutional Departments:

Title of Departments

Higher
Management
Departments

Mid-Manage
ment Staff

Gender

Male
Female’s Position/Title Employment

yearsFemale

Total
Staff
No
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Starting with the first international convention, the Universal Declaration of Human 

Rights (UN, 1948)6 of which Lebanon is an author actually asserts in Article 23 section 1 
that “Everyone has the right to work, to free choice of employment, to just and favorable 
conditions of work and to protection against unemployment.”.
The ‘Underground Work (Women) Convention’, 1935 (No. 45) is an International Labour 
Organization Convention. Article 2 states expressly “No female, whatever her age, shall be 
employed on 
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III. Laws & Legal texts: 

Do you know any law/legal text that hinders/ forbids women’s involvement in the energy 

sector, mainly gas and oil sector? 

        □ Yes  □ No 

 

If yes, please specify:          

IV. Concepts:

a. Based on you experience, what are the factors that may hinder the involvement of 

women in the energy sector in Lebanon?

 

 

 

b. Based on your experience, what are the challenges/ difficulties that women may face 

during their participation in the energy sector?  

 

 

 

c. What do you recommend to encourage/ ensure wider participation of women in 

the energy sector in Lebanon?

 

 

 

ANNEX - QUESTIONNAIRE
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