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1. Green economy: 

a double dividend

Beyond stimulus measures, there arises the issue of whether “green” policies can possibly

produce a double dividend, in terms of both environmental and social goals. Some argue

that world output and employment will be adversely affected by policies that make carbon

gas emissions costly. Certain groups may bear the brunt of the adjustment process; and

individual countries, when acting in isolation, may face competitiveness constraints. There

would thus be, the argument goes, a trade- off between environmental and social goals.

However, policies to address climate change also create new opportunities to grow and

prosper. Much also depends on the way these policies are designed and implemented.

World of Work Report 2009

The Global Jobs Crisis and Beyond



2. Women in the European labour market?
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3. Women in education and training

• Higher education

• Study field: segregation

• Initial vocational education and training

• Continuous vocational education and training

• Lifelong learning. Obstacles:

• family responsibilities; 

• conflicting work schedules;

• the cost of courses;

• the lack of employer support or the absence of facilities at reachable distance
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Gender gaps in math and gender equal societies

Guiso, elaboration on OECD, PISA, 2003



4. Women in green economy?

- The topic is not studied: green growth as a way out of the crisis …

- Male dominated sectors

- Which impact on the labour market? The so called “job churn” effect

- The common variable is the change in skills

- European Commission: the preventive adoption of adequate training policies for 

workforce development is a priority

- In general: economic growth  job opportunities but

- Existing imbalances

- Risks or disadvantages?





Besides quantitative analysis: 

Qualitative analysis

1.Which job profiles? 

2.How do they rank? (EU:Job polarization?, US: middle level jobs)

3.Non traditional occupations: hints from the U.S. 

4.Skills, competences, behaviors…

5.Work related stress

ARE LAWS AND DECREES FOR GENDER EQUALITY ENOUGH?



… AN OLD STORY …



FOUR CHALLENGES

1.Access: anti-discrimination laws, family friendly mandates

2.Recruitment: phase avant contrat, information, counselling

3.Training: not just training as such but placement (US: WANTO, UK: 

green apprenticeships, Australia, training for women..)

4.Equitable treatment: see at-poverty-risk…

5.Representation: union membership

Women in green economy



TWO ACTIONS (Italy)

1.Boosting female employment rates in NTOs (equal opportunities to 

access training for those occupations)

2.Creating specific job profiles for women in traditioinally female 

dominated sectors

Women in green economy



5. Women in renewable energy sector?



Typical Value Chain and Development Model

in a renewable energy company

 Project identification

 Screening

 Valuation

 Permitting

 Approval process

 CapEx allocation

 Realization of 

approved projects

 Integration of 

acquisitions 

 CapEx expenditure

 Plant operation

 Production optimization

 Continuous 

improvement

 EBITDA generation

ICT, Communication, Corporate, AFC, Regulatory, Legal, HR, Audit, ProcurementStaff Functions:

Business 

Development

EPC

Integration M&A
O&M

Industrial approach to value creation



Typical operational and strategic drivers in RES

 Investment selection (Geographical and Technological dimension)
 Development costs
 Cost and time delivery of equipments 
 Cost, time and quality of E&C
 Electricity price and incentive
 Operational costs
 Useful life
 Load factor
 Efficiency (f.i. solar)
 Quality drivers  (safety; environment; quality)



Green jobs profiles in a RE company

Based on value chain business drivers and value creation, main 

profiles are:

 Business Developer 

 Project Manager

 Procurement Manager/Buyer 

 Plant Manager/Operation Manager/Maintenance Manager

 Staff functions: ICT, Communication, Corporate, AFC, Regulatory, Legal, HR, Audit

In the actual development phase of the industry following transversal 

skills are crucial:

 Develop adequate legislative frameworks

 Communicate effectively with local communities

 Develop economic-industrial capacities to develop and sell products

 Develop Innovation and R&D capabilities 









1) Skill and training needs analysis and forecasting

2) Training provision

3) Information and support

4) Placement

5) Access to the labour market

6. Outlook on further research 

perspectives: the role of social dialogue



FOCUS ON SEGREGATION…

Segregational factors (usually leading to a pay discrimination):

Comparative biological advantages

Under-investment in human capital (schooling and training)

Differential income roles

Preferences and prejudices

Socialization and stereotypes

Entry barriers

Organizational practices

The most important factors of gender segregation are:

Choice of study field

Stereotypes

Working hours

Collective bargaining

Few women in senior positions
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