
PRIVACY NOTICE: This survey is administered by the CLA Case Competition. The information will be used to further the understanding of CLA 
Case Competition participants and allow staff to follow-up with participants, in limited cases. The information from this survey will be available to 
USAID staff and contractors supporting the Case Competition and associated learning events and analyses. Email contact information is being 
collected for follow-up communication, in limited circumstances. Completion of this survey is a mandatory component of the Case Competition 
submission package. Questions? Email submissions@usaidlearninglab.org 

Case Title:  

Name: 

Organization: 

Summary: 

Young Jordanian women from the energy sector 
actively participating in the Aspire training. 
Credit: USAID/Jordan ESSA

mailto:submissions@usaidlearninglab.org


1. WHAT: What is the general context in which the case takes place? What organizational or
development challenge(s) or opportunities prompted you to collaborate, learn, and/or
adapt?

2. What two CLA Sub-Components are most clearly reflected in your case?



3. HOW: What steps did you take to apply CLA approaches to address the challenge or
opportunity described above?



4. RESULTS: Choose one of the following questions to answer.

We know you may have answers in mind for both questions; However please choose one to highlight as part of this
case story



5. ENABLING CONDITIONS: How have enabling conditions - resources (time/money/staff),
organizational culture, or business/work processes - influenced your results? How would
you advise others to navigate any challenges you may have faced?

Photo Caption & Credit: Upload a photo, including a description and photo credit, to the Web 
Form. You do NOT need to upload a photo to this submission case form.

If you are submitting a case on behalf of an Implementing Partner, please inform the 
country Mission of your intent to submit a case. If the country Mission plans to submit 
a case, please work on a joint case submission. 

The CLA Case Competition is managed by USAID's CLA Practice in the Bureau for Planning, Learning and 
Resource Management (PLR) and by the Program Cycle Mechanism (PCM), a PLR mechanism implemented by 

Environmental Incentives and Bixal. 
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	Case Title: Replicating the Energy Sector Women's Leadership Initiative in Jordan
	Submitter: Majd Suleiman
	Organization: USAID/Jordan Energy Sector Support Activity
	Summary: In 2022, the USAID/Jordan Energy Sector Support Activity (ESSA) conducted a gender equity and social inclusion assessment which identified a gender gap in participation and leadership in Jordan’s energy sector. The assessment found that women lacked access to professional development, mentorship, and networking opportunities, and that public and private workplace policies did not adequately address gender issues.  To address these challenges, ESSA identified the Energy Sector Women’s Leadership Initiative (ESWLI), a leading professional skills development program first implemented in Nigeria, as an initiative with a strong track record that could be adapted to suit the Jordanian energy context. ESSA’s approach was to localize ESWLI, by contracting a Jordanian company to contextualize the curriculum, translate the course materials into Arabic, and pilot the training in Jordan. 
ESSA created an environment of continuous learning and improvement that influenced decisions on contextualization. ESSA also built collaboration, learning, and adaptation into the approach from the  earliest design stages, using the results to fine-tune the courses and materials. ESWLI’s graduates showed a 100 percent rate of improvement in pre- and post-tests in the pilot stage and 92 percent of participants expressed overall satisfaction with the course. ESSA will train Jordanian energy institutions in multiple regions of the country to sustain the fully contextualized and Arabized ESWLI, as well as disseminate the approach to similar sectors within Jordan and across the Middle East and North Africa region.


	Context: In 2022, the USAID/Jordan Energy Sector Support Activity (ESSA), implemented by Deloitte, conducted a gender and youth assessment to support Project activities. The assessment identified a gender gap in participation and leadership within the Jordanian energy sector, with women underrepresented as employees in public energy sector institutions, electricity distribution companies, and energy companies, especially in senior management positions. The assessment found that women lacked access to professional development, mentorship, and networking opportunities, and that public and private workplace policies did not adequately address gender equality issues.  
To help address these challenges, ESSA identified the Energy Sector Women’s Leadership Initiative (ESWLI), designed and implemented by Power Africa and USAID by the Power Africa Nigeria Power Sector Program (PA-NPSP, 2018-2024), as an initiative with a strong track record that could be adapted to suit the Jordanian energy context. ESWLI was a leading professional skills development program addressing the gender gap in Nigerian energy sector leadership. Due to the onset of the Covid-19 pandemic, PA-NPSP had delivered ESWLI virtually, and, by the closeout of the Program, had graduated over 800 junior and senior-level women in the Nigerian energy sector, with replication in Mongolia, Ghana, Liberia, Sierra Leone, and through locally-led “legacy institutions” that embraced and were applying the ESWLI approach. 
ESWLI comprises the Aspire Women’s Leadership Development Course for women with 1-7 years of work experience and the Women in Management Executive Seminar for women with 8-15 years of experience. It also includes value-adding elements such as Energy Sector Technical ‘Tech’ Talks; Thematic Clinics on key career enhancing enablers, and Question & Answer sessions with female and male senior leaders in the energy sector for networking and mentoring.  The ESWLI approach and content are captured in publicly-available Instructor and Participants Manuals, as well as slide decks covering 20 professional skills modules.

	Dropdown2: [CLA in Implementing Mechanisms]
	CLA Approach: ESSA made the decision to replicate ESWLI in Jordan, utilizing the expertise of personnel who had previously worked with PA-NPSP. ESSA’s goal was to localize the Initiative, which the Activity did by first presenting the Nigeria ESWLI success story to the USAID/Jordan to secure buy-in, then contracting a Jordanian company to contextualize the curriculum, translate the materials into Arabic, and pilot the training for Jordanian women in the energy sector. 
ESSA depended on four key data sources to inform decision-making throughout the process: the afore-referenced ESSA GESI assessment; discussions with key public and private Jordanian energy sector stakeholders and USAID IPs; the Nigeria experience as documented in ESWLI materials and reported by team members who had worked on it; and subsequently, the feedback of women who participated in the ESSA ESWLI pilot. This steady stream of feedback and analysis created an environment of continuous learning and improvement that influenced decisions and changes around the timing, training methodologies, and course content. This process also informed high-level decisions to suit the Jordanian context, as follows:
• Implementing two Aspire Women’s Leadership Development Courses and one Women in Management Executive Seminar during the pilot phase. This allowed ESSA to test the two training modalities and their appropriateness for the target audience, as well as garner sector buy-in to inform decision-making for upcoming trainings. 
• Delivering the training in-person rather than virtually. 
• Implementing ESWLI across the three regions of the country. This allowed ESSA to reach women in areas often underserved by development projects, thereby localizing the training at the governorate level. 
ESSA built CLA into its ESWLI scope into its earliest stages of design. 
• Collaboration: 
o Externally, ESSA collaborated with a range of stakeholders to design, implement, and improve on, ESWLI. This included continuous engagement with USAID IPs executing similar trainings in Jordan to validate and share ESWLI’s approaches, as well as key energy sector stakeholders, such as the sector Regulator and key Ministry. 
o Internally, ESSA held learning sessions for staff to introduce ESWLI and leveraged its technical teams’ relationships to introduce the training, outreach participants, and invite sector leaders for question-and-answer sessions with training participants.   
• Learning: 
o Prior to the training, the findings of ESSA’s gender and youth assessment defined the target audience and identified the gaps that could be addressed by a professional development training.
o During the design phase, ESSA built on the ESWLI monitoring, evaluation, and learning plan, developing and adding a theory of change. 
o During the training, ESSA utilized the Kirkpatrick Model to measure immediate and long-term results through quantitative and qualitative assessments. ESSA collected feedback from participants though daily evaluations, course-end evaluations, and post-training surveys to modify and improve its ESWLI approach.  
o ESSA intends to gather evidence of ESWLI’s learning and adaptation through narrative causal statements (during the implementation of the ESWLI program) and through the positive deviance approach (6-12 months after the closing of each phase of the program). Using this data collection approach, respondents are asked to discuss the main changes in their careers and lives and what they perceive to be the main drivers of these changes.
• Adapting: 
o ESWLI was localized and the materials contextualized for Jordan in English, then translated into Arabic, making them useful for future use in energy or similar sectors across the Middle East and North Africa region.
o ESSA planned debrief meetings after each pilot session for the sub-contractor and Project team to come together, discuss challenges and opportunities, analyze feedback, and use this information to fine-tune materials, training approaches, course policies, outreach, reporting mechanisms and more.  

	Dropdown1: [Continuous Learning & Improvement]
	Dropdown3: [B. ORGANIZATIONAL EFFECTIVENESS]
	Factors: ESSA created an enabling environment for ESWLI by developing the external and internal culture, processes, and resources necessary for CLA and the sustainability of ESWLI.
Culture: 
• Internally, the Project held regular gender equality and social inclusion training for the ESSA team, worked with the technical teams to mainstream gender in workplan activities, and ensured leadership and USAID buy-in and support for the ESWLI concept and approaches. 
• Externally, ESSA implemented gender mainstreaming training for stakeholders and developed a technical working group of energy sector women and men gender champions, as well as a women-in-leadership committee, to further gender equality within energy sector institutions and sustain the outcomes of ESSA’s gender equality and social inclusion programming. The Project also held networking events, “technical talks”, and Q&A sessions with sector leaders to further ESWLI’s goals of facilitating women’s growth within the sector and help build professional networks and relationships.
Processes: ESSA held regular meetings with the local subcontractor and key stakeholders, analyzing feedback, documenting challenges, opportunities, and adaptation methods, and reporting on results. Training content, methodologies, agendas, locations, target audiences and more were adapted to the learning of previous sessions.  
Resources: 
• Localization and sustainability: ESSA’s ESWLI budget allowed for localization by contracting a Jordanian company, and delivering the training in-person in different areas of the country. It also built in a training-of-trainers for ESWLI stakeholder institutions across Jordan to sustain the training at a local level after project closeout. 
• Human resources: ESSA’s Monitoring, Evaluation, and Learning Specialist was closely involved in the design, implementation, and evaluation of ESWLI. ESSA also required the sub-contractor to name a dedicated MEL specialist in its proposal.
• Knowledge Management Platforms: ESSA established a shared knowledge management platform with the subcontractor to ensure timely data collection and high quality reporting. 

	DEVELOPM ENT RESULTS or ORGANIZATIONAL EFFECTIVENESS: ESSA is still in the early stages of implementing ESWLI, and the long-term results of the training have yet to be measured. For the pilot, ESSA engaged 15 diverse private sector, government, and civil society, as well as utility companies. ESWLI’s graduation rate stands at 88 percent, with a 100 percent rate of improvement in pre- and post-tests. 92 percent of participants expressed overall satisfaction with the course and 88 percent of participants found the training applicable to their jobs. One of the Aspire graduates told us: "This course has been crucial both professionally and personally, it gave me the skills necessary to build my own personal brand and use it to influence decision-makers within my organization." WiM graduates expressed their appreciation of the focused training modules to help them foster as leaders in their organizations "I have always struggled with leadership mechanisms and decision-making, and WiM helped me focus more. It shed light on the different leadership styles and effective management. I greatly benefited from the course and hope this reflects positively on my work." ESWLI gives the participants the opportunity to build a network of women in the sector, as one of the participants mentioned: "ESWLI provided me with a unique opportunity to connect with other women in the energy sector and exchange valuable experiences and advice". 
ESSA will train Jordanian energy institutions in multiple governorates to sustain the fully contextualized and Arabized ESWLI, as well as ready it to be shared with similar sectors within Jordan and across the Middle East and North Africa region. If ESSA had not utilized a CLA approach right from the design phase, we wouldn’t have been able to capture learning and quickly respond and adapt. 




