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1. Introduction

1.1. The general objectives of the CCLIP are to improve WSC’s efficiency, quality, sustainability, and resilience of potable water supply and wastewater services in The Bahamas. The specific objectives of the first operation are to: (i) improve operating efficiency by reducing NRW in New Providence and the Family Islands through contracts with specialized firms and the use of advanced metering infrastructure (AMI), and by optimizing staff productivity; (ii) improve access to potable water supply services; (iii) improve access to waste water services by replacing critical and poorly performing wastewater assets; (iv) improve governance through supporting the modernization of the policy, legal and regulatory framework for WSC and the water and sanitation sector; and (v) increase WSC’s resilience to climate change and natural hazards.

1.2. Taking gender and diversity issues into account to improve operational management is based on the following considerations: (i) Given that women are the most important clients of W&S services, a more diverse workforce integrated into the design, operation, and maintenance of supply systems can help to understand and respond more efficiently to the priorities and needs of female clients and, consequently, their family groups. (ii) Currently, building capabilities and closing inequality gaps are urgent and necessary tasks. In the new development paradigm, where innovation, productivity, and technology play a fundamental role, empirical evidence has shown that diversity can increase the speed with which innovation can be achieved, absorb innovations generated in other parts of the world, and reduce the technological gap, thus increasing the efficiency of the economic system. (iii) Companies that promote inclusion and equality in their public image have a better reputation[footnoteRef:1], which, according to the ILO (2019)[footnoteRef:2], can increase by up to 58%. In this report, the diversity group will be represented by people with disabilities (PWD). [1:  	Catalyst (2020). Why diversity and inclusion matter. Link]  [2:  	ILO (2019). Women in Business and Management: The business case for change. Geneva: Author. Link] 


2. Gender and Persons with Disabilities Considerations

2.1. The Global Gender Gap Index (GGGI) in the Bahamas is 0.725 (where parity = 1 and disparity = 0), ranking the country 58th out of a total of 156 (WEF, 2021)[footnoteRef:3]. See Fig. 2.1 for the synthetic values ​​for GGG Index. Some indicators measured by this index and relevant to this report are as follows:  [3:  	WEF (2021). Global Gender Gap Report 2021. Ginebra, Suiza: Autor.] 


(i)	the Women's Labor Force Participation Rate is 76.5% while that of men is 86.8%, indicating that women's participation is 88% that of men. 
(ii)	concerning equal pay for similar work (international $1,000), women's income is around 30.4 while men's is 46.0, indicating that women's income is around 66% that of men (WEF, op.cit.).
(iii)	parity is observed in high-level officials and executives, women's participation is around 52% while men's is 48% indicating parity.
(iv)	parity is observed as well in professional and technical positions, as women make up 60% and men 40%. Reviewing the number of women in parliament in the Bahamas[footnoteRef:4], women’s participation is 18% while men’s is 82%. [4:  	The Government of The Bahamas. Members of Parliament. Link] 


2.2. When comparing these data with those from 2021 (12.8% women and 87.2% men), a clear increase in women's participation in these spaces can be seen (WEF, op.cit.), although parity has not yet been achieved, as there is still a 64% gap in favor of men. Similar patterns are observed in ministerial positions[footnoteRef:5] since women's participation is 23% and men's participation is 77%, with a 54% gap in favor of men. While there remains a 54% gap in favor of men, a clear trend towards increased women's participation in these spaces can be observed, as in 2021, women's participation was 6.7% and men's 93.3%, with a gap of 86.6% in favor of men (WEF, op.cit.).  [5:  	The Government of The Bahamas. Cabinet Ministers. Link ] 
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	Fig. 2.1. Global Gender Gap Index





2.3. When access to water is limited or nonexistent, women are primarily responsible for finding and bringing it home (72% women and girls compared to 28% men and boys[footnoteRef:6]), both for family consumption and to fulfill their obligations, housework, and care. Due to this and their gender roles related to domestic and care work, women and girls are the main users and managers of water in the household. Therefore, when conducting awareness campaigns regarding water use, gender considerations must be included, allowing for more efficient and rational management at the household level. [6:  	Monje, Andrea; Nuñez, Anamaría y Subiza, Dolores (2016). ¿Tiene género el agua? Infografía. Washington, DC: BID. Link] 


2.4. When reviewing the participation of women in WSC, it is observed that out of the total staff (464 employees), 181 (39%) are women and 283 (61%) are men. In management positions, women's participation is 55%, while men's is 45%, showing a 10% gap in favor of women. In contrast, in executive positions, 33% are occupied by women and 67% by men, with a 34% gap in favor of men. Combining these leadership and decision-making spaces, where there is a total of 90 positions, 48 (53%) are held by women and 42 (47%) are held by men. As can be seen, overall, the participation of women and men in WSC is equal. However, a detailed look shows that female participation on the Board is 20% and in executive positions is 33%. Therefore, the gender strategy will include activities to enhance women's leadership skills and boost female representation in upper management. This will strengthen the positive impact on the education and employment situation of women within WSC.

2.5. For centuries, societies have perpetuated gender stereotypes, associating men with traits such as assertiveness, decisiveness, and competitiveness, while linking women to qualities like empathy, collaboration, and nurturing. These stereotypes have significantly impacted how men and women are perceived as leaders. Studies on the topic have yielded mixed results. However, some research suggests that there may be differences in leadership styles between men and women: Women tend to be more transformational leaders, emphasizing collaboration, empowerment, and the development of followers. In contrast, men were somewhat more likely to display transactional leadership, focusing on setting clear goals, rewards, and punishments. But diversity matters. There are always challenges and opportunities. Research indicates that diversity in leadership can lead to better decision-making and improved organizational performance. It is crucial to avoid essentializing gender-based leadership styles. Not all women are inherently more transformational or collaborative, and not all men are strictly transactional or directive in their approach. Leadership styles are influenced by a complex interplay of personal experiences, cultural norms, and organizational contexts. Moving forward, organizations should focus on promoting diversity and inclusivity in leadership roles while recognizing that effective leaders can emerge from any gender or background[footnoteRef:7]. [7:  	Sources: (i) ET Special (2023). The Influence of Gender on Leadership Styles: Exploring Research and Theories. The Economics Times Careers Website, link; & (ii) McKinsey (2023). Diversity matters even more: The case for holistic impact. McKinsey & Company Website, link.] 


2.6. Regarding people with disabilities in WSC, no statistics are available, so far. However, it is important to highlight that the primary legislation in The Bahamas concerning the rights of Persons with Disabilities (PWD) is the Persons with Disabilities (Equal Opportunities) Act of 2014[footnoteRef:8]. This law ensures that PWD enjoys equal rights as other Bahamian citizens and residents. Therefore, any assistance provided to others is also extended to PWD, along with additional special support. It establishes a minimum quota of 1% for the participation of persons with disabilities in organizations with 100 or more personnel. [8:  	Web site of The National Commission for Persons With Disabilities. Link] 







3. Gender and Diversity Strategy

3.1. Limited access to water disproportionately affects women and girls. Globally, it has been observed that, due to their gender roles, 72% of the global burden of water hauling falls on women and girls, while 28% falls on men and boys. The lack of access to safe water and adequate sanitation not only increases the workload of women and girls but also restricts their engagement in education and productive activities[footnoteRef:9]. Therefore, all improvements promoted through this operation will have an immediate positive impact on the quality of life of women and girls in the country. It is also necessary to promote the importance of staying connected to the service and using it efficiently among the beneficiary population, particularly in topics such as hygiene and personal and family health. Due to this, information and awareness campaigns will be conducted with a gender focus, targeting the beneficiary communities, highlighting: [9:  Monje, Andrea (op. cit).
] 


(i)	advantages of having constant and stable access to clean water, both for health and from a gender perspective (women and girls gain free time to dedicate to work, study, or rest);
(ii)	saving and efficient use of water at home;
(iii)	advantages of staying up to date with payment for the service (behavior changes);
(iv)	to encourage women and PWD to participate in local water committees, where applicable. 

3.2. These campaigns can be carried out with the support of community leaders. This way, they can be designed to ensure the participation of women, who are water's main users and managers within the household. 

3.3. A Plan for training in leadership techniques with a gender focus aimed at WSC staff will be developed and implemented. The training plan will be considered implemented once at least 80% of its training activities have been completed. The number of participating women is estimated to be 60.

3.4. Regarding people with disabilities in WSC, following the Persons with Disabilities (Equal Opportunities) Act of 2014, any assistance provided to others should also be extended to people with disabilities, along with additional special support. Therefore, it is proposed to develop an internal policy to encourage the employment and participation of this group within the company.

3.5. Table No. 3.1 shows the indicators to monitor the gender and diversity actions proposed.



	Tabla No. 3.1. Indicators for the G&D actions proposed

	Indicator
	Unit of Measure
	Baseline Value
	End of Project
	Means of Verification
	Cost 
(USD)

	Policy to encourage the employment participation of people with disabilities within WSC, developed and approved.
	Approved Policy
	0
	1
	Policy
	5,000

	Information and awareness campaigns to promote the importance of staying connected to the service and using it efficiently with a gender focus and targeting the beneficiary communities, developed and implemented
	Implemented Campaigns 
	0
	4
	Report
	240,000

	Plan for training in leadership techniques with a gender focus, aimed at WSC staff, developed and implemented
	Plan
	0
	2
	Report
	30,000

	Total 275,000




3.6. Some examples about Water campaigns and how to include gender focus: 
Lazos de Agua - Going beyond water and sustainability.
Lazos de Agua - A·B·C for SustainabilityTM Model and Social Art for Behaviour ChangeTM approach
Lazos de Agua - Video Clips Taj, Taj, Taj, Caen gotas por la noche
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