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1. Introduction

1.1. The general objective of the operation is to increase Barbados’ water resilience to CC with a focus on increasing water security and improving environmental conditions. The specific objectives are to: (i) Improve water supply resiliency by increasing the availability of potable water through the reuse of reclaimed wastewater for agricultural irrigation; (ii) Reduce water insecurity through the reuse of reclaimed water to recharge aquifers; and (iii) Strengthen key sector institutions on water resource management, operational efficiency monitoring, and gender mainstreaming.

1.2. Component 4 Institutional Strengthening of BWA. The Barbados Water Authority (BWA) is the governmental institution responsible for supplying the island with potable water, wastewater treatment, and disposal services The gender and diversity strategy of this component includes proposing the design and implementation of a strategy to promote gender equality and the inclusion of people with disabilities in the BWA.

1.3. When access to water is limited or nonexistent, women are the main ones in charge of looking for it and bringing it home (72% women and girls compared to 28% men and boys[footnoteRef:1]), both for family consumption and to fulfill their obligations, housework, and care. Worldwide, about 300 million women and girls menstruate daily. The lack of access to a clean and safe toilet affects the proper management of menstruation, limiting the participation of adolescents and girls in educational and social spaces. Statistics in LAC indicate that the educational levels completed by girls at the primary and secondary levels are related to access to piped water, hygienic services, and sewage. This situation is even more difficult when it comes to people with disabilities since it deepens their isolation and the situation of poverty. [1:  Monje, Andrea; Nuñez, Anamaría y Subiza, Dolores (2016). ¿Tiene género el agua? Infografía. Washington, DC: Banco Interamericano de Desarrollo, BID. Enlace.] 


1.4. There are many benefits that female inclusion in institutions and companies brings (better financial performance, more innovation, better service delivery, better business management, among others)[footnoteRef:2]. Since 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, to their family group.  Currently, capacity building and closing inequality gaps are urgent and necessary tasks. This is because, in the new development paradigm, where innovation, productivity, and technology play a fundamental role, empirical evidence[footnoteRef:3] has shown that diversity can increase the speed with which it is possible to innovate, absorb the innovations generated in other parts of the world and reduce the technological gap, thus increasing the efficiency of the economic system. Companies that promote inclusion and equality in their public image have a better reputation[footnoteRef:4], which according to the ILO (2019)[footnoteRef:5] can increase up to 58%.  [2:  World Bank (2019), Box 1.1, https://openknowledge.worldbank.org/handle/10986/32319]  [3:  CEPAL (2018). La ineficiencia de la desigualdad. Santiago: Autor.]  [4:  Catalyst (2020). Why diversity and inclusion matter. Disponible: https://www.catalyst.org/research/why-diversity-and-inclusion-matter/]  [5:  OIT (2019). Argumentos para un cambio: las mujeres en la gestión empresarial. Ginebra, Suiza: Autor] 



2. Gender and Persons with Disabilities 

Gender

2.1. The Global Gender Gap Index in Barbados is 0.769 (WEF, 2023), positioning the country at 31 out of 146 (Fig. 2.1). The labor force participation rate for women stands at 59.03%, compared to 65.87% for men, indicating a 6.84% gap favoring men. Regarding wage equality for similar work, women earn 71.20% of men's salaries. Regarding political empowerment, which measures autonomy in decision-making, women's participation is less than 26%. Additionally, 43.50% of firms have female ownership participation, and 25.40% have female top managers. In the industry, women occupy 24.59% of positions held by men, In the services sector, women represent 90.03% and men represent 70.87%. 

	[image: ]

	Fig. 2.1. Barbados’ Global Gender Gap Index, 2023




2.2. Women are underrepresented in water utilities. According to a recent World Bank study[footnoteRef:6], women are underrepresented in technical and executive positions in companies that provide Water & Sanitation services, despite being important users and main decision-makers on water use at home. One of the barriers is the lack of training opportunities, lack of equipment and friendly environments, and lack of professional development opportunities. In Latin America and the Caribbean, women represent more than 60% of the workforce in the service sector; however, only 19.7% in the water sector[footnoteRef:7]. Globally, women comprise 17.7% of water utility staff; 22.8% of people in engineering, and 23.3% in managerial positions, as seen in Fig. 2.2 (World Bank, 2019). [6:  World Bank (2019), https://openknowledge.worldbank.org/handle/10986/32319]  [7:  BID (2016), https://publications.iadb.org/es/publicacion/17521/tiene-genero-el-agua] 
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	Fig. 2.2. Average Share of Employees in a Water Utility that are Women (World Bank, 2019).




2.3. Regarding BWA personnel, the company has a total of 746, of which 196 (26.27%) are women and 550 (73.73%) are men, as shown in Fig. 2.3. As can be seen, in general terms, female participation in BWA is greater than at the regional and global levels. However, it has not yet reached parity (which, for the purposes of this report, will be considered between 40% and 60%). 
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	Fig. 2.3 Percentage of female and male staff in BWA.




2.4. When conducting a detailed study of female and male participation in different areas within BWA (Fig. 2.4), in comparison with the global data, some differences are worth highlighting. At a technical level, similar percentages of participation are observed, although slightly higher. At the operational and technical levels, women's participation is less than 8% and less than 25%, respectively, while at the administrative level, it exceeds 85%. These trends coincide with observations not only in water and sanitation companies but also in general in the infrastructure sector (energy, transportation, and construction). Various studies have proposed that these differences are due to stereotypes and gender roles (Echevarri, 2022; Marcano, 2022; among others[footnoteRef:8]). Contrary to stereotypical observations, at the management level, women surpass 55%, hence achieving parity in leadership positions within the institution.  [8:  (i) Marcano, Pedro y Suárez, Denise (2022). Estereotipos de género: elección de carrera, rol masculino y educación inicial. Sapienza. International Journal of Interdisciplinary Studies. 3(9): 51-62. DOI: https://doi.org/10.51798/sijis.v3i9.588. (ii) Echavarri, Elena (2022). Educación STEM y estereotipos de género: análisis de la visión del profesorado. (Tesis inédita de maestría). UPNA. Navarra, España. Enlace. (iii) Among others.] 
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	Fig. 2.4. Participation of women and men in different categories in BWA




2.5. Barbados has the Employment Sexual Harassment (Prevention) Act 2017-21, which establishes the basis for protection against workplace sexual harassment in both the public and private sectors of Barbados. It provides a framework for addressing (complaints and resolution) cases, as well as procedures for their resolution.

2.6. In addition, the BWA has a policy to address sexual harassment at work, aiming to provide a safe environment for all of its employees, free from any form of discrimination and harassment at work, including sexual harassment. The purpose of this policy is to define sexual harassment in the workplace and outline procedures for filing complaints, investigating sexual harassment claims, and imposing appropriate disciplinary measures on individuals found guilty of the offense at the Barbados Water Authority (BWA)[footnoteRef:9]. [9:  Sexual Harassment Policy – Barbados Water Authority, page 2.] 


2.7. Regarding the institution's regulations aimed at fostering a work environment that accommodates personal, family, and work-life balance, there is the General Orders document. This document establishes various types of Leave of Absence, including Vacation Leave, Sick Leave, Duty Leave, Extension of Leave, Half Pay Leave, Special Leave, and Annual Rates of Vacation and Sick Leave, among others. Additionally, there is a law for maternity leave dating back to 1978: Employment of Women (Maternity Leave) 1976-16.

2.8. In 2017, a gender institutional diagnosis was conducted at BWA[footnoteRef:10]. Different social methodologies were used to collect data. Focus groups were formed, comprising 12 individuals from public utilities[footnoteRef:11] and 4 individuals from academia[footnoteRef:12]. The group was asked questions aimed at gathering feedback on strategies to enhance the utility's climate resilience, clarifying knowledge gaps regarding the rationale for integrating gender perspectives/considerations into the development of water infrastructure projects and identifying opportunities to enhance gender equity in the distribution of benefits from proposed activities. Survey of Social Media Platforms. The social media platforms of Facebook and Twitter were surveyed for general population views and perceptions on the quality of services provided to the public by the BWA. Additionally, news articles and/or exchange of comments provided context on the issues related to water provision and opportunities for improvement of this service. In this review, two parishes – St. John and St. Joseph were highlighted as areas of special concern due to extended and frequent water interruptions. [10:  Isaacs, Wainella; Prouty, Christine and Trotz, Maya (2017). Gender Analysis for a Water Sector Resilience Nexus for Sustainability in Barbados. GCF Documentation. Barbados| CCCCC | GCF/B.19/22/Rev.02.]  [11:  Barbados Water Authority: Pipes Replacement Project Manager, Water Quality Technician, Safety and Health Officer, Financial Controller, General Manager of Utility, Customer Service Supervisor, Administrative Assistant, Utility Board Members.]  [12:  Academia: University of the West Indies: Institute for Gender & Development Studies.] 


2.9. The results of these activities and the opportunities identified to promote gender equality (both in the operation of BWA and in the implementation of its programs) are shown in Table 2.1. 

	Table 2.1. Data collected during the focus group and some activities proposed on the Gender Analysis for a Water Sector Resilience Nexus for Sustainability in Barbados (Maya, 2017, GCF Document).

	Data collected
	Activities proposed

	Focus Group

	University of the West Indies Institute of Gender and Development Studies (UWI IGDS)
The UWI IGDS Cave Hill Unit has staff with expertise in the areas of gender, sexuality, human rights, gender-based violence, Caribbean men and masculinities, and Caribbean feminism. The areas of gender and climate change are lesser explored topics by this department. In 2015, they included a 3-hour workshop called “Women and Water for the first time in their Caribbean Institute for Gender and Development (CIGAD) biennial summer program. An environmental engineering professor from the University of South Florida taught this workshop. Faculty at the UWI IGDS sister Unit at the Mona Campus in Jamaica have already delivered gender, climate change, and disaster risk reduction training to 92 undergraduates in the region and are available to guide and mentor to increase competency in Barbados. Proposed activities to integrate the Cavehill campus IGDS program with EWN-SCI include expansion of CIGAD to include additional seminars on women and water that are open to non-CIGAD program participants, production of educational materials on the rationale and context for recognizing and incorporating gender perspectives in development projects, and recruitment of M.S. and Ph.D. students to pursue research that directly support EWN-SCI project goals. The group also recommended targeting its CIGAD graduates (11 institutes have been held to date) to train them on EWN-SCI topics that would be applicable to the communities where they live, and for which they can become champions for sustainable water infrastructure.
	

· Formulate institutional gender policy & partner with UWI IGDS to build capacity on gender and infrastructure in Barbados.
· Produce educational materials on the rationale for the inclusion of gender perspectives as smart economics in water sector development projects, and recruit M.S. and Ph.D. students for the UWI IGDS to pursue research that directly support EWN-SCI project goals.


	Barbados Water Authority
· Mains Replacement
For the proposed mains replacement, the group discussed potential deficiencies in the criteria for the selection of priority mains for replacement. Currently, the number and frequency of bursts are the criteria used. It was suggested that social factors such as the number of persons impacted, presence of schools, clinics, and elderly care facilities as well as demographics of affected customer homes e.g. gender and age should also factor into the criteria for mains replacement. The Customer Service department indicated that an upgrade of their management information system will allow them to capture such demographics and share this information with other departments. This discussion expanded the focus groups traditional considerations of gender dimensions as quota requirements, to the larger scope of responsibility of the utility to its customers and gendered impacts of service provision.
	



· Include social factors such as gender impacts and the presence of vulnerable groups in the criteria for prioritizing operation and maintenance activities like pipe replacement.

	· Internal Revolving Fund to support Household Rainwater Harvesting and Household Residential Recharge
The current water crisis in Barbados due to the prolonged periods of no rainfall raised the many challenges faced by the BWA and country, and opportunities for innovative and sustainable solutions that would require decentralized approaches. Since 1996, buildings over a certain size have been required to install rainwater tanks, however, there is no requirement that the tanks are used. Given the high cost of electricity in Barbados many people do not install pumps required to access the rainwater and some argue that the tanks end up breeding mosquitoes. Architectural designs do not take advantage of gravity fed systems and plumbing for uses like flushing toilets is not popular and some believe it is illegal. Given the potential for rainwater harvesting to offset water needs from the BWA and therefore its pumping costs, this was seen as a useful thing to encourage households to do. Similarly, with the increase of impervious areas in built environments, options to encourage rainwater recharge (e.g. rain gardens) were discussed, especially for households with little space for rainwater tanks/cisterns. The team agreed that demonstration sites for public education need to be located on BWA properties, however, they recognized the importance of showcasing existing champions throughout Barbados. Partnering with the engineers and plumbers to create manuals etc. and publicize the options was recommended by the group.
	· Explore the potential of decentralized projects like rainwater harvesting in increasing customer resiliency during water supply shortages and natural emergency situations.

	Survey of Social Media Commentary

	For the past year, many communities in Barbados particularly in the parishes of St. Joseph and St. John have experienced extended water interruptions. As reported in different online and print media some persons have not received running water in their taps for almost a year. Barbados has a 97% potable water coverage and so these interruptions are unprecedented, and many persons in the population were not prepared to respond to this situation. Groups such as Pledge Water Barbados and Weekend Water Warriors have emerged in the wake of this crisis and have taken the lead in providing relief to these communities in the form of bottled water delivery. The situation is exacerbated as persons lament the fact that they continue to receive a bill although they have not received water. There are many reports of women’s inability to cook and subsequent diet substitution with dry foods, inability to wash and clean their households and rash development on babies and young children. Reduced productivity at work due to stress from waking up at infrequent hours to gather water from standpipes when possible was another concern. Current BWA relief efforts including provision of community tanks and water trucks are viewed as inadequate particularly for the elderly who may not have someone to collect water in receptacles for them. Businesses such as hair salons and food places have also experienced economic burden as these sectors are highly water reliant.
	
· Develop clear communication policies (inclusive of a social media presence) on information dissemination and follow-up to address stakeholder concerns.




Persons with Disabilities

2.10. In 2007, Barbados signed the Convention on the Rights of Persons with Disabilities (UN, 2006) and ratified it in 2013. The Convention sets out its purpose to promote, protect, and enable the full and equal enjoyment of all human rights and fundamental freedoms by all PWDs and to promote respect for their inherent dignity.

2.11. Concerning legislation, Barbados has made some strides in promoting disability rights. The Disabilities Act of 1992 is the primary legislation addressing people with disability rights in Barbados. This act prohibits discrimination against people with disabilities in areas such as employment, education, and access to goods and services. Additionally, the act established a National Disabilities Unit, responsible for implementing policies and programs to promote disability rights and inclusion. However, there are still areas in which Barbados falls short in terms of disability legislation. For example, there is no legislation mandating accessibility in public buildings or public transport, which can create significant barriers for people with disabilities.

2.12. Several advocacy groups in Barbados are working to promote disability rights and inclusivity: (i) The National Disabilities Unit, which is a government agency that is responsible for implementing policies and programs to promote disability rights and inclusion in Barbados. (ii) Two non-governmental organizations: The Barbados Council for the Disabled, and The Barbados Association of Persons with Disabilities[footnoteRef:13]. There is also no regulation on this topic within BWA. [13:  Source: https://www.expatfocus.com/barbados/guide/barbados-disability] 


3. Actions that are articulated with Gender and Persons with Disabilities (PWDs)

Component 4 Institutional Strengthening of BWA.

3.1. While the data presented in the various figures indicate that the company has achieved parity in areas where it typically does not, significant disparities exist in the participation of women and men at the administrative, operational, and technical levels. Additionally, there are regulations governing numerous aspects related to achieving a balance between family, personal, and work life. Similarly, regulations governing maternity leave are in place. These regulations are commendable as they aim to achieve harmony in personal, family, and work life. However, it is recommended to conduct a review of these regulations to ensure alignment with the latest global proposals. Furthermore, the institution's focus on establishing robust regulations to address workplace sexual harassment is noteworthy, as it promotes the safe participation of the staff within the institution.

3.2. It is proposed to develop and implement a Diagnosis of the Gender and PWDs situation and its subsequent Action Plan for BWA to promote the equal participation of women, men, and PWDs at all levels of the organization from some activities, such as: (i) study and address the barriers that could be limiting the equal participation of women and men at the technical, operational, and administrative levels within BWA; (ii) identify opportunities to include gender and perspectives of persons with disabilities (PWD) in attracting, hiring, retaining personnel, and promoting professional development within the institution. To conduct this activity, we propose using the Focused Gender and Disability (GyD) Analysis tool from AquaRating®, developed by the Bank to support such studies; (iii) Design and implement a leadership training program specifically targeted at women, which may include mentoring plans, self-esteem, and assertiveness courses, types of leadership, team management skills, etc.; (iv) Based on the results of the institutional diagnosis, establish reasonable objectives for greater participation of underrepresented groups (women and PWD) in cases of job creation that exceed the baselines present in this annex and that are supported by adequate recruitment.

3.3. The frequency of implementing a program depends on several factors such as session duration, available resources, number of participants, and program goals. Generally, leadership training initiatives are conducted multiple times to extend their reach and offer continual support and growth prospects. Implementation frequency may vary, spanning from monthly sessions to quarterly or annual programs, depending on the specific needs and resources of the organization. This should be established according to the results of the diagnosis to be carried out.

3.4. It is proposed to develop a diagnosis within the facilities of the BWA headquarters to assess the extent to which the concepts of universal accessibility are being met and to identify opportunities for implementing these concepts. This assessment should consider the guidelines outlined in the United Nations Convention on the Rights of Persons with Disabilities[footnoteRef:14]. The recommendations resulting from this diagnosis must incorporate a perspective from persons with disabilities and should encompass the principles of universal accessibility, which presuppose the 'design for all' strategy, as well as reasonable adjustments. Reasonable adjustments refer to the modifications and adaptations necessary to ensure that persons with disabilities can enjoy or fully utilize all spaces on equal terms with others, as stipulated in the Convention on the Rights of Persons with Disabilities. [14:  United Nations Convention on the Rights of Persons with Disabilities. Link ] 


3.5. It is proposed that another outcome of this diagnosis be the development of an internal policy aimed at promoting the participation of people with disabilities within the institution.

3.6. A leadership training program specifically targeted at women, which may include mentoring plans, self-esteem, and assertiveness courses, types of leadership, team management skills, etc.

3.7. A public awareness and stakeholder engagement campaigns to promote the benefits of wastewater reuse and build community support, with gender and PWD considerations. The gender and disability approach will be determined by: (i) Calling on organizations committed to gender and disability inclusion to participate in activities and events; (ii) Conducting consultations at times and on days that ensure the participation of women and people with disabilities (for example, to ensure women's participation, the time they dedicate to domestic and caregiving duties must be taken into account); (iii) Ensuring accessibility in meeting spaces; (iv) at events, the registration of attendees must be done disaggregating by gender and disability status; (v) Any other measures considered relevant to ensure the participation of these groups.

3.8. Formulating an institutional gender policy to drive a partnership between BWA and UWI IGDS for conducting gender and infrastructure training in Barbados. Based on the findings of the diagnosis, this activity may consider the following recommendations: (i) Consider employing graduates from UWI IGDS Campus Mona in Jamaica (or M.S. and Ph.D. students) so they can support the gender objectives of the project through their research work. These personnel could also assist in producing educational materials for use in training sessions to promote the recognition and incorporation of gender and inclusion perspectives in development projects. (ii) Expand the training offerings of CIGAD by incorporating gender and infrastructure courses into the curriculum (water and sanitation, solid waste, energy, and transportation, among others). The aim would be to educate personnel sensitized to gender issues, equality, and inclusion, capable of integrating these concepts into the design of development programs and projects, as well as proposing programs to promote the participation of women and persons with disabilities (PWD) in decision-making spaces.

3.9. Table 3.1 shows the indicators for the actions proposed here, as well as the estimated costs.

	Table 3.1. Indicators for the actions proposed

	
	INDICATOR
	Unit
	Base Value
	End of project
	Verification
	USD

	1
	Institutional Diagnosis on Gender and PwD for BWA and Plan of Action, developed and implemented 
	Diagnosis and Action Plan
	0 
	1 
	Action Plan Implementation Report 
	90.000

	2
	Internal policy aimed at promoting the participation of people with disabilities within the institution approved.
	Policy
	0
	1
	Board Meetings Act
	5.000

	3
	A leadership training program specifically targeted at women, which may include mentoring plans, self-esteem, and assertiveness courses, types of leadership, team management skills, etc., was designed and implemented.
	Number of times the program is implemented
	0
	3
	Program implementation report
	15.000

	4
	The percentage of women who have participated in the leadership program relative to the total number of women working in the company
	% women
	0
	6
	Completion lists from the courses and training sessions approved by BWA
	-

	5
	Public awareness and stakeholder engagement campaigns to promote the benefits of wastewater reuse and build community support, with gender and PWD considerations, developed and implemented 
	Number of times the campaign is implemented
	0
	3
	Campaign implementation report
	5,000

	ESTIMATED TOTAL
	115.000





	USD 115,000 represents less than 0.12% of the total amount
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