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What will this presentation cover?

* Introduction

 What does the evidence tell us?
 Methodology for collecting data

« How we advance gender diversity
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The Framework

AN
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DIAGNOSIS

HR survey
Scorecards
Database

ATTRACTION

- Gender roles marked

through social norms

+ Divisions of labor
- STEM graduates
+ Role models

At each stage of an employee’s career cycle, women

face barriers as well as opportunities.
Different utilities will have different issues to address.
The first step is to diagnose the challenge.

- School-to-work transition
- Targeting candidates/job

advertisements

- Hiring process

- Work-life balance

- Family-friendly policies

- Fair wages

- Work environment

- Sexual harassment

- Work facilities and amenities

- Training, mentorship, and

networking opportunities

- Opportunities for leadership
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Equal Aqua Platform
o Equal Aqua, a global Partnership Platform for

. 5 Inclusive Water Institutions,
' to advance the efforts to close gender gaps in
employment in water writ large.

www.worldbank.org/equalagua
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http://www.worldbank.org/equalaqua

Equal Aqua is guided by three interlinked pillars

Building
o The Platform Evidence and
Benchmarking

Technical Assistance/
Country engagements




EXPLORE THETOOL ABOUT WBWATERDATA.ORG

164+ €3 WOMEN 12 @ newomsw @ oo

utilities

CLOSING GENDER GAPS IN WATER JOBS

Water is a crucial source of jobs, both directly, as an employer in water services, and indirectly, through
the economic opportunities that depend on water. Women remain an untapped resource for the water
sector - only 1 in 5 utility employees are female. Greater diversity is linked to higher financial
performance, innovation and customer satisfaction.

This dataset illustrates gender gaps in employment drawing on survey results from
, and additional surveys collected as part of Equal Aqua platform. Utilities
can use it to compare their performance to other utilities in their region and globally.

Explore the Tool About the Data
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What does the evidence tell us?
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A diverse workforce brings numerous benefits,
Including increased financial productivity, greater
SHARE OF SALARIED EMPLOYEES N THE AVERAGE INSTITUTION Innovation, and improved customer satisfaction.

% OF EMPLOYEES THAT ARE WOMEN © % OF ENGINEERS THAT ARE WOMEN € % OF MANAGERS THAT ARE WOMEN €
Glabal Global Global
§19.6% §21.9% i 23.8%
n=163 n=131 n=150
)
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Larger utilities tend to have higher representation of women

o SHARE OF SALARIED EMPLOYEES IN THE AVERAGE INSTITUTION

% OF EMPLOYEES THAT ARE WOMEN @ % OF ENGINEERS THAT ARE WOMEN @ % OF MANAGERS THAT ARE WOMEN @

j18.8% § 18.6% §231%

<200 employees

§ 20.4% § 24.7% j24.8%

200+ employees
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Women are often
concentrated in
administrative positions
§21.9% and are excluded from
technical occupations.
But occupational
0 - segregation is costly.

’ % OF ENGINEERS THAT ARE WOMEN @

Global

i
10
5
0
n=131 EAP(26) ECA(7) LAC(53) MNA({13) SA(2)  SSA(30)
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Source: Women in Water Database


https://wbwaterdata.org/breakingbarriers/en/tool/
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Source: Women in Water Database

Turnover costs are high,

SO it Is Important to ensure
that all employees,
Including women, remain
In their positions
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https://wbwaterdata.org/breakingbarriers/en/tool/

Business case for employer-
supported childcare: improved
retention of female employees

% with Childcare Facilities % with Lactation Rooms
80 40
60 30
26°
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https://wbwaterdata.org/breakingbarriers/en/tool/

Technical training is common, but soft skills or gender-related

s widespread

Trainings can enable women to grow professionally.
This can improve employee satisfaction and skills and
thereby drive performance results.

TRAINING & DEVELOPMENT IN THE AVERAGE INSTITUTION

% OF INSTITUTIONS OFFERING TECHNICAL TRAINING € % OF INSTITUTIONS OFFERING LEADERSHIP TRAINING € % OF INSTITUTIONS OFFERING HARRASSMENT TRAINING @

Regicns Regions Ragions

100 100 100
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EAP [26) ECA(T) LAC (48) MMNA (13} EAP (24) ECA(T) LAC (48) MNA (13} SA(2) S55A (42) EAP (24) ECA (5] LAC (48) MHNA (12} SA(2) S5A (28)
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Methodology for data collection
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~ Data collection

> Aggregated Database

HR Survey

Scorecard (Confidential)

(@) worwo sankanove oo ea ey o Average: diversity scores across all
g Diversity utilities in:
scores ir] the Sub-
et s i el : Institution Country X Saharan A Global
[ I agree to my utility being named in publicly disclosed data : frl Ca.
Hessmeonies SUTVEY QUESTION areas. 2020
: Share of 2022 2020 2022
1.General HR Information
e o employees 19.7% 19.3%
2.Policies and programs in utility that are 20 2 ' '
Total number of . . [ 0, 0 (0) "
=" 3.Training Opportunities JHOIED: 2L.0% 241%  2LL6 o
i 4 Work environment Share of
e - uetﬂ?t'y”tehegtsare 1121% 10.1%  10.3%  7.0%  132%  20.4%
women
Uiectors, chiet supervisors,sssstant mansgere, and sectonehets e QIR dpam e, man ag ers 0 o o 12.2 o o
in utility that are 120.0% 15.0% 13% ~ 16.6%  21.8%
_ _ _ women
Available in Spanish, French /\
and Portuguese & VP Ll

)
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How we advance gender diversity
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Open Learning Campus  Qumsrmmsss

ACCELERATING SOLUTIONS THROUGH LEARNING

OLCHome MyOLC ~

Staff Learning  WBx Talks

WBa Academy WBcConnect Calendar AboutOLC~ P

Self-Paced eLearning

Water, Women and Jobs: Brea

Female Employment in Water
Yk kKK (1) | 2Dis

scussions
ENROLL NOW!

Water institutions and service providers face unprecedented ¢
urbanization, climate change, water scarcity and financial pres
strengthening the water workforce, which in turn entails draw

and diverse skill sets. Yet, women and other excluded groups.
water jobs. According to the World Bank's Women in Water Utilities: Breaking Barriers report, less than 1 in 5 of water utility
they face many barriers to starting and advancing their careers in the water sector, However, there are many practical action
introduce to enhance diversity and inclusion in its workforce, retain staff, attract the best possible talent and thereby strengt
performance. This online course guides participants through the steps of identifying barriers that prevent women from parti
careers in the water sector and equips them with approaches and tools to address those very barriers. At the end of the cou
understanding of what can be done to improve women's opportunities to access better jobs in water.

20 Learning and events

‘resources

|EB)| Getting to Equal in Water: How to Improve Gender ...

OQ@@

Watch on £ Youlube

Blogs & case studies
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iblished on The Water Blog

Women in Utilities: A Driving Force
= v = == E& Modernization

| on gender divi

~
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One single amenity can make all the difference to on
gender diversity in the workplace
e i s i »ublic
vorkplace
Inclusive Water | issue7 bili
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IN WATER

KENYA
Women in Water
Leadership Circle
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Database of 180 Gender Equality, Disability and Social Inclusion Initiatives
| INVEHET I (GEDSI) from organizations around the world, including water and sanitation
' services, government departments, civil society organizations, businesses and

the private sector.

Inclusive Water and Sanitation Y e (*-\ & cain waterror  Australian
I A Wiomen

&y (
Workplaces Database = @

Framework Stage Area of Inclusion Sub-category Type of activity Description of activity

1_Diar = Gender Equality Diata collection Azzess organisation against establizhed and Develop a Gender Parity Score [GPS) uzing 15 indicators of gender

Step 1: Framework Stage = well researched indicatars, to get an equality in waork and society to meazure countries progress towards
; : understanding of gender paritu within the parity.

[ 1 Diagnosis organi=sation

[ 2 Altraction

[ 3 _Recruitrment

Gender Equality Diata collection Conduct gender audits Gender audits Fall in the category of zocial audits. There are rmany
variations of gender auditz and some include the notion of diversity
bazed on other characteristics. Gender audit methodol ogies started to
zpread inthe late 1990s a5 rmany civil zociety and UM organizations
developed therr own zpecific methodz. [n the U the ozt widelu used
approach iz the ILO Participatory Gender Audit [ILO, 2017, 2012). The
ILO has= a =set of three manuals on the gender audit:

Gender Equality Diata collection Advocate For parther organizations to conduct | Advocate for governmnent partners to do gender equality and inclusion
gender audits audits and analusis to measzure current gender rmainstreaming
integration across the orgarnization.

[ 4 Retention

[ 5 _Advancemnent

[ B_Society expectations

Step 2: Area of Inclusion > —

[ Dizability Inclusion

[ Gender Equality

[ Ihdigenous peoples

[ Intersectionality Gender Equality Diata collection Ewvaluate ermpowerrnent oubcornes with rights WA SH NGO s bo partmer and coll abaorate with wornen’s groups to
holder argani zationz prornote and raize awareness of gender sterectupes in WASH, This
could include engaaging more with wormen’s empowerment groups who
are Focuzed onimproving education, or groups focusing on promoting

WOMEeN’s BCconomic empowerment.

[ Race, religion, cultural diversity

[ Sexual and Gender Minorities




EQUAL AQUA | Resuits

Some examples

Ethiopia
« 23 utilities applied diagnostic tools « EAIs supporting data collection . Actions to remove barriers to
and set targets for gender diversity. through the HR survey. female employment in the
« Share of engineers increased from « Information obtained used to water sector (e.g.
8% to 12%, board members from prioritize actions for gender scholarships and training
16 to 24% inclusion. opportunities).
:  HR coach
Argentina & . « Utility share of women in
Malawi utility increased from 20% in
o
« Gender outcomes linked to 2009:10:285 In 2022.

« Data and engagement of EA (incl.
HR coach) informed actions (e.g.
childcare facilities, trainings).

« Share of women in decision-making
and supervisory positions
increased by 20%

disbursements.

 |ts share of women in leadership
has already increased from 22%
to 24% in the first year

WORLD BANKGROUP
Water




23

Some final messages:

¢ Start with an assessment to identify the
challenges and opportunities + repeat regularly

¢ Management buy-in and champions/focal
points to translate data into action

¢ This is auniversal challenge, and an
opportunity for cross-regional and cross-
sectoral exchanges and collaboration

www.worldbank.org/equalaqua A\ GWSI
https://wbwaterdata.org/ @ <l O
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#breakingbarriers

W

THANK YOU

Contact: equalaqua@worldbank.org



mailto:equalaqua@worldbank.org

e N Why should

SR we care?
communiy Greater Benefits of gender
diversity in the
. workplace

Business
for Gender

Improved Diversity Better
employee decision-

retention making

In larger water utilities,
higher share of women
correlated with better
service quality (less
Interruption and more
hours of service per day)

Improved
customer
satisfaction

governance
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