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How Actis measures up - the bignumbers

9% 1%

of Actis of Actis total
workforceis workforceis
racially diverse female

%

Actis workforce of management
comprisesover 35 atActisare
different nationalities female

ctis
1% >120

of Actis portfolio people employed
companies employees by Actis portfolio
arefemale companies
% °
0 0
of Board members of womeninmanagement
at Actis companies roles across our energy
are female portfoliocompanies
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People drive Performance

Torbjorn Caesar
Senior Partner

Actis, London

tcaesar@act.is {
Watch this podcast

lamdelighted tointroduce this special
edition of the Macro Forum Street View
publication.

Amidst the disruption ofaglobal
pandemic, we are finally having
meaningful conversations on some
hugelyimportant themes around
diversity, inclusion, equality and
sustainability.

Thesediscussions haveinno smallway
been catalysed by the momentum of
movementslike Black Lives Matterand
#MeToo.

Theyare sometimes challenging,
uncomfortable conversations, but | think
we musthave the courage to continue
themandthe convictiontoact.

The pandemicis firstand foremost
ahumancrisis. Asinvestors, we are
responsible not only forkeepingthe
lights oninthe countries, cities, and
communitiesinwhichwe operate, but
we have amoral duty to protectthe
welfare of our 120,000 portfolio company
employees. We have been able to make
positiveinterventions that mitigate
therisk forthelocal community, whilst
safeguardingtheinterests of employees
and other stakeholders who have
entrusteduswiththeir capital.

| believe that at
Actisand forthe
businesses we
investin, adiverse
team operating
inaninclusive
culture makes
better decisions.

The Street View

These sortofinterventions have elevated
the'S'of ESG—-somethingwhich comes
up time and againas we communicate with
our LPsabouthow COVID-19is affecting
theirinvestmentsandthe actions we have
beenabletotake.

[think thisfocus on "Social” willbe
recognisedatamacrolevel- astheworld
rebuilds, we need torecognise thathuman
capital (people) willbe the greatest driver
of recovery and thatbuilding equitable
andinclusive societies willhelp todrive
prosperity and wealth creation. Thisonly
achieves full potential throughinclusion,
partnership and development.

Inthereportwe provide our Street
Viewonhow some of theseissuesare
panningout—bothatamacroandmicro
levels—throughthe eyesof ourinvestee
companiesandinvestmentteams. We also
focusontheactionsandinterventions

we are making togetherto engenderand
facilitate inclusive cultures within our
investee companies.

|wantedtoleave youwith my owntake on
why inclusion and diversity matters.

Quite simplyit'sabout people, decisions
anda stimulating, challengingand
enjoyable working environment.

Ibelieve that at Actis and forthe
businessesweinvestin, adiverseteam
operatinginaninclusive culture makes
betterdecisions.

The decisions we make and the actions

we take mean we deliver superior financial
performance for ourinvestors and positive
impacts for the countries, cities and
communitiesinwhichwe operate.

Diverse groups make better decisions
and create amore enjoyable working
environment. We lead withinclusion at
Actis because werecogniseitisthe best
way toattractandretainthe best people.

Actinginpartnership and mutual support
drives better outcomesforall.

Thereis somuch evidence that points to
thisandfor Actisthe benefitisclear - it
isnotonly therightthingtodobutit's
obvious that havingmultiple perspectives
aroundthetable ensuresthatevery
angleis coveredinadiscussion, thatwe
don'tavoidthe tricky subjects, risks and

scenarios are properly considered, and
value creationisas creative asitcanbe. We
want Actis tobe anenjoyable, stimulating
place towork.

Inclusionand Diversity areimportantto
the people who work at Actis and within
our portfoliotoday,importantto the
people we wanttoworkwithinthe future
andimportanttoourinvestors.

Thedecisionswe
make and the actions
we take meanwe
deliver superior
financial performance
for ourinvestorsand
positive impacts for
the countries, cities
and communitiesin
which we operate.

We are focused on ensuring that we
improve representationatalllevels ,that
our people feelproud of where they work,
feelthattheybelong,and are able torealise
their potentialas part of Actis. We are
applyingthis approach tothe thousands
employedthroughout our portfolioand we
are already witnessinghow athoughtful
approachtoinclusionanddiversity efforts
canbeamplified.

Inclusionand Diversity at Actisis awork
inprogress, butwe're notatastanding
startandthereisahuge amount ofactivity
takingplace.

I'mdelighted that this special edition
captures some of thatand provides
animportant platformto continue to
celebrate successandsharelearnings as
we continue the journey.

Pleasedoreadthereport, watch
the podcastsand we welcome your
comments, questions andinsights.


https://vimeo.com/485852332/53574cd4b9

Rl )

Y
| WA
d | |Il - s




6  The Street View




7

Contents

Harnessinghuman capital
ShamiNissanand LucyHeintz

Theregional view
Equalityin Africa
Rosalind Kainyah MBE

EqualityinLatin America
Alberto Estefan

Inequality in Asia: Education, productivity and the female contribution to economic growth
Simon Ogus

The corporate view

Kipeto: Partneringwith Maasailandowners
Archer Kilpatrick

Brazil: Empoweringlocal communities with land titles
Marcelo Guerra Filhoand Marina Johnson

Atlas Renewable Energy: Tacklinginclusion throughfemale empowerment
Marcela Pizziand Maria José Cortes

India: Focusing on fairness forfarmers
Ankur Trehan

ZumaEnergia: Deliberate action
Nina Denisse Gutierrez and Adrian Katzew

Garden City: Building for the future
Kabir Chaland James Magor

The ChayoraWay
ShamiNissanand Oliver Jones

Actis Acts
Supporting Senegalese communities through COVID-19

The Street View

10

14

16

20

22

24

26

30

32

34

36



Harnessing human capital

ShamiNissan

Co-editor,Head of
Responsible Investment

Actis, London

snissan@act.is
Watch this podcast

Lucy Heintz

Co-editor,
Partner Energy

Actis, London

lheintz@act.is M
Watch this podcast

Inequality levels are highandrising. Even
priortothe pandemic,incomeinequality
was growingacross the world. Thevirus
hasaccelerated, hitting certain groups
disproportionately, includingleast
developed countries, the poor, women,
the disenfranchised and marginalised.
Thisis notjustahealth crisis (physical
and mental) butalsoaneconomicone.
Therewillbelonglasting, multi-year
impacts duringthe economicrecovery
tocome.

Inparallel, we've witnessed an
unprecedentedfocus onthemes of
racialand socialjustice (the formeris
more prominentincertain markets than
others)anddiversity andinclusion, fuelled
by #MeToo andthe Black Lives Matter
movements.

These macrotrends, incombination with
the pandemic, have catapulted social
issues—the'S'of ESGinto sharpand
immediate focus. Theresultsare visible,
ledby actionfrom policymakers, business
leaders,investors, and civil society. We
seethisat Actis through greaterurgency
inhowit matterstoour LPs, portfolio
companies andour colleagues.

Sustainedrecovery fromthe 'deep ditch’
ofthe pandemicrequires harnessingall
human capital. Itis only throughinclusion
of allvoicesandtalentsthat stable
societies and prosperous economies can
berebuilt.

The Street View

Companies

Companies must adapt, respondand
innovate tothese trends to deliver value
toshareholders and stakeholdersandto
remain competitive.

Itis mission-criticaltounderstandthat
millennials —who willholdleadership
roles overthe comingdecade—have
arazor sharpfocus ondiversity and
overwhelmingly choose to work
fororganisations with authentic
commitments to equality, inclusion,
sustainability and purpose.

Oneclearvalue creationleveristalent.
Attracting, retainingandnurturing the
best talentwilldeliver outperformance.
Thereisample evidence now of alink
betweendiverse teams and higher
quality decision makingacross multiple
industries. The smartest companies will
look for ‘culture add' not 'culture fit'inthe
understandingthatitis our differences
whichdrive value—the 'diversity bonus'.

Asyouwillsee fromthe stories told by our
portfoliocompanies, there are multiple
ways to tackleinequality and deliver value.
Like Actis, our businesses are on ajourney
butmany have madeimportant strides,
andthosewhoare tacklingthisareadoso
onthe basis of soundbusiness strategy,
not solely moralimperative. Tous thisisan
exerciseinpartnership with purpose.

Theirinitiativesinclude diverse talent
attractionthrough scholarships and
internships (Zuma), empowerment of
womenintheirlocal communities (Atlas);
vocational skills training to build livelihoods
andincrease income generating
capabilities (Biotherm), and fairand equal
inclusion across supply chains (Big Basket).

Applyingtherightlens,companies

make significant contributions to more
equitableandinclusive societiesand
positionthemselves for sustainablelong
termsuccess.

Actisaddresses

Actis hasincreaseditsfocus on
human capitalinrecentyears—
recruitingmore diverse talent
through ourlong-running Associate
Programme, increased attention
totalentdevelopment,and
establishinga Talent Executive,

to oversee and contribute to our
talent strategy. We also focus on
developingtalentinourinvestee
companies and for thelastfewyears
have builtagrowing expertiseinthis
area, encompassing management
selection, retention, board
evaluation, talentdevelopment,
leadership training. Welaunched
ourinclusionanddiversityjourney
in 2018, resultingin 19 different
initiativesincluding female
networks, opendoorinitiatives,
unconscious bias andinclusive
leadership training.

In 2020 we have focused heavily
oninclusion anddiversity. While
we are humbly a ‘'workin progress,
ourlongterm objectiveis
authenticleadership—tocreate
the environments within Actis
and our portfoliocompanies to
attractdiversetalentandtoenable
ittoflourishto full potential. For
us this means the fullintegration
ofinclusionand diversityinto our
daily activity of making, managing
anddeliveringinvestments;
workingwith management
teams, boards, industrial advisers;
engaging with communities and
other stakeholders. You canfind
moreinformation on our website,
including profiles of diverse talent
inside Actis and our portfolio.

You canfind more information about
our Associate Programme here:
Associate Programme Video



https://protect-eu.mimecast.com/s/3K6uC3wwncppA3kHqgsoF
https://protect-eu.mimecast.com/s/3K6uC3wwncppA3kHqgsoF
www.act.is/inclusion-and-diversity/
https://vimeo.com/465351568
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With a strategic focus within our own
organisation of creatinga diverse and
inclusive workplace for ouremployees,
Actisisinagreat positionto support

our portfoliocompaniesinbuilding
environments that value the different
viewpoints and contribution of employees
drawn fromavariety of backgrounds,
beliefsandethnicities.

The Actis portfoliomentoring programis
designed specifically for diverse talentin
our portfoliocompanies—we are enabling
diverse, talented employeestohave the
benefit of amentor, which we know can

be a powerful supporttoolin helping
people reach their full potential. Itis about
investingintalentin our sectorsandinour
markets and building that pipeline of future
leaders.

Runninginitially for 12 months, the
programme offers mentees the
opportunity to gain guidance and support
from experienced professionals through
regular, monthly face-to-face orvideo
meetings focused on raisingambitions
and developingleadership skills. Mentors
are experienced senior leaders from
Actis, Boardmembers, senior advisers
and management from other portfolio
companies.

Sofar, theresults have been encouraging.
Having completed our first check-inwith
the programme'’s 18 mentor/mentee pairs
(all African and over half women), mentees
arereporting significantbenefitsand
many have expressedthe value of having
atrustedsounding board from outside
oftheir organisations. We are also seeing
reverse mentoring coming through. We
made a deliberate attempt to establish
the programme so that mentors could
really understandthe perspectives of
juniormembers of staff at our portfolio
companies. The feedbackwe've had
suggeststhisisreallyhappening—itis
offeringrealinsightintowhatit's like to
walkinanotherperson's shoes. Building
onthesuccess of the programme, we are
now looking torollit outacross other Actis
regions.

Forindividuals—both mentorsand
mentees—itprovides alearning
experience that they cantake through
their professionallife. For portfolio
companies, ithelps them harness talent
andforus, it creates ambassadors for our
firm.ltmay even be thatwe bringinone or
more of the menteesasa CEO infuture
deals.



https://vimeo.com/458128159
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Equalityin Africa

Rosalind Kainyah MBE

Founderand
Managing Director

Kina Advisory Limited,

Accraand London 3
Watch this podcast

Ifyou'’reawoman, you're nearly twiceas
likelyasamantoloseyourjobasaresult
ofthe COVID-19 pandemic. Ifyou're
Blackin either America or Britain, you
arealmost three times morelikely to die
from COVID-19 than white Americans
or Britons. Throughout the pandemic,
the disabled have been‘abandoned,
forgottenandignored’. Andthe gap that
existsbetweentherichandthepoor
willalmost certainly be widened. This
isarelatively narrow conceptualisation
ofinequality, butit neverthelessacts
asastarkreminderthatweliveina
staggeringly unequal world, which only
seemstobegettingmoreso.

Across Africa, inequalityis pervasive,
complexbut often obvious. Thisis more
thanincomeinequality butincludes more
ingrainedinequalities. Inequality based
onrace, ethnicity, tribe and gender often
exacerbate economicinequality.

The 2016/2018 Afrobarometer opinion
pollsuggeststhat 55% of Kenyans, 51%

of Nigerians and 26.4% of Ghanaians
feelthat theirtribal groupis sometimes,
oftenoralways treated unfairly by the
Government.Inallthree countries, ethnic
inequality manifestsitselfin differences
inhealth, education,income and social
security, andregionalimbalance. Despite
apartheid endingin South Africamore than
two decades ago, theracial divide in wealth
and opportunity remainslargelyintact.
Droneimages showthe contrastbetween
the well-off gated white suburbs andblack
townships.

Gender (In)Equality in Africa

Genderinequality affects every country
intheworld, so African countries are
certainlynotthe odd ones out.

Genderinequality manifestsitselfin
multiple ways. In Kenya, access toland
andtherefore tolivelihoodsis a major
issue. Itis estimated thataround 32%
of Kenyanhouseholds are headed by
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Exhibit 1: Gender (in)equality at work
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women, butwomen only hold 1% of land
titles on theirown. In Uganda, around 50%
of girlsbetweentheagesof 15to 24 are
illiterate andfourin five girlsdo notattend
highschool. In Céte d'lvoire, womenare
45 percentlesslikelythanmentohavea
mobile money accountwhich has major
implications for their financialinclusion.
Theseinequalities are further entrenched
though culturaland traditionalnorms
which prioritise education for boys over
that forgirls orjob opportunities formen
overthose forwomen.

Thedifferent viewsinto thebusiness
sector

The continent's progress towards gender
equalityinthe workplacelooks relatively
positive atfirstglance.Inthe formal
economy, Africais performingwellon
gettingmore women onto executive and
boardpositions. The Boardroom Africa’s
2019 study onboardroom gender diversity
shows thatamong Africa'stop 10 fastest-
growing economies, Rwandahas the
highest percentage of women onboards
at27%. Thisisfollowed closely by Kenya at
24% and South Africaat 22%. The global
averageis 17%.

These positive developmentstendtobe
success stories forwomenatthetop ofthe
pyramidandnotfor most Africanwomen
who workinlow-quality and low-paid

jobsintheinformaleconomy.Inaround
one-third of countriesin sub-Saharan
African, the share of womeninnon-
agriculturalemploymentinthe informal
economyisover 90percent. Thisispartly
because unpaid care work continues to
falldisproportionately onwomen, leaving
themwith fewer opportunities to findjobs
inthe formaleconomy. InKenya's formal
economy, women getpaid 32%less than
men accordingto the gender pay gap.
Worldwide, this figureisreducedto 23
percent. Accordingtothe 2019 McKinsey
report 'Advancing women'’s equality in Africa’,
atthe currentrate of progress, it would
take Africamorethan 140 yearstoreach
gender parity.

Expanding Job Opportunities—quantity
and quality

Whileincreasingthe number of women
inleadership positionsis essential, we
mustalso focus onwomen furtherdown
the pyramid. Eventhenit should not
simply be about numbersbutalso about
improving access to better-paid and more
fulfillingjobs. Women oftenhave to accept
exploitative jobs where they are underpaid
andoverworked. Eveninsectors, such
asbanking, where thereis gender parity
atentrypoint, this parity diminishes as
womentake time offto have and care for
childrenandthen finditdifficult tore-enter
the workforce.


https://www.mckinsey.com/featured-insights/future-of-work/covid-19-and-gender-equality-countering-the-regressive-effects
https://www.theguardian.com/world/2020/may/20/black-americans-death-rate-covid-19-coronavirus
https://www.bbc.com/news/uk-52492662
https://www.inclusionlondon.org.uk/disability-in-london/coronavirus-updates-and-information/campaigns-news-during-coronavirus-crisis/abandoned-forgotten-and-ignored-the-impact-of-covid-19-on-disabled-people/
https://www.weforum.org/agenda/2020/05/pandemics-poor-rich-economics-coronavirus-covid19/
https://www.youtube.com/watch?v=PZFQBqTPsoo&feature=emb_logo
https://www.theguardian.com/global-development/2019/jun/03/not-one-single-country-set-to-achieve-gender-equality-by-2030
https://deeply.thenewhumanitarian.org/womensadvancement/articles/2018/02/23/despite-new-laws-women-in-kenya-still-fight-for-land-rights
https://uganda4her.org/girls-education/
https://www.cgap.org/blog/understanding-cote-divoires-financially-excluded-women
https://www.ilo.org/global/research/global-reports/weso/trends-for-women2018/WCMS_619577/lang--en/index.htm
https://equileap.com/wp-content/uploads/2019/11/Gender-equality-in-Kenya_Special-report-by-Equileap.pdf
https://equileap.com/wp-content/uploads/2019/11/Gender-equality-in-Kenya_Special-report-by-Equileap.pdf
https://protect-eu.mimecast.com/s/I4iPC4LLocBB0PVuBaZbz

Impact of COVID-19

The COVID-19 pandemic has and will
continuetodisproportionately affect
womenanddirls. In Africaevidence from
the Ebola outbreak shows that women
founditharder toregainemploymentor
earnanincome andthattheir positions
asunpaid caregivers was reinforced
asaresult of the epidemic. Evenmore
alarmingly, the United Nations Population
Fundestimates thatanadditional 31
million cases of gender-based violence
occurredinthe first sixmonths of

the COVID-19 pandemic. To address
the underlying power dynamics of
gender-basedviolence, womenmust
be economically empowered—this
means protectingwomen'’s jobs now and
promotingwomen's employmentinthe
future.

The Business Case for Gender Equality

Advancingwomen's equality could add
$12 trillionto global growth by 2025. In
Africa, thistranslates toanadditional
$316billion. These gains are partly due
tothe addition of more workerstothe
labourforce butarealso areflectionofthe
positive effect that gender diversity hason
productivity.

Thebenefits ofinvestinginwomen
throughoutalllevels of businessis wide-
reaching—reduced costs associated with
highturnover;improved productivity; new
andimproved accessto markets;improved
community relations and brand value; and
accesstocapital.

Thebenefit of female leaders Ladvhird Log‘isti('s
Thereisevidence that companies perform
betterfinancially by advancinggender

equality and diversityinthe workplace and

particularly where thereis a greater share Zen Petroleumin Ghana,acompany thatamongother
of womenontheirboards and executive things transports fuelacross the country, found
committees.In 2019, S&P Global found thatits malelorrydrivers were siphoning off fuel -

that firms with female CEOs experienced sometimes worthup to $50,000amonth. Zendecided
a20%increasein stock price momentum tohirewomentruckersinstead, sobothinvestedinand
and firmswith female CFOs sawa 6% contracted awoman-owned, all-female truck driving
increasein profitability and 8% larger company, Ladybird Logistics. The siphoningand the
stockreturns. African companiesare no loss stopped, and Ladybird Logistics now has grown

different. McKinsey's Women Matter: Africa
2016 reportfoundthat African companies
with atleast aquarter share of womenon
theirboards achieved 20% higher earnings
before taxesandinterest.

significantly.
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https://www.cgdev.org/blog/how-will-covid-19-affect-women-and-girls-low-and-middle-income-countries
https://www.cgdev.org/blog/how-will-covid-19-affect-women-and-girls-low-and-middle-income-countries
https://www-cdn.oxfam.org/s3fs-public/file_attachments/rr-ebola-impact-women-men-liberia-010715-en.pdf
https://www.mckinsey.com/featured-insights/employment-and-growth/how-advancing-womens-equality-can-add-12-trillion-to-global-growth
https://www.mckinsey.com/featured-insights/gender-equality/the-power-of-parity-advancing-womens-equality-in-africa
https://www.lightingafrica.org/publication/case-study-lighting-africa-kenyas-solar-lighting-entrepreneurs/
https://www.lightingafrica.org/publication/case-study-lighting-africa-kenyas-solar-lighting-entrepreneurs/
https://www.ifc.org/wps/wcm/connect/53d46b07-63d9-4f16-8649-43891032aa25/InvestinginWomensEmployment.pdf?MOD=AJPERES&CVID=k6FdFMc
https://www.ifc.org/wps/wcm/connect/53d46b07-63d9-4f16-8649-43891032aa25/InvestinginWomensEmployment.pdf?MOD=AJPERES&CVID=k6FdFMc

The “streetview"” of the business case

Across Africa, businesses—regardless of
their size or sector—have experienced
the benefits ofinvestinginwomen
employees andestablishinggender-
sensitive practices.RedLand Roses, a
floriculture businessinKenya, found that
women's unplannedleave declined by
25% and productivity improved within
one year of opening childcare facilities.
The microfinanceinstitution FINCAinthe
Democratic Republic of Congo developed
anetwork of onlineagentsto provide
FINCA's banking servicestolow-income
customers. They foundthat women
agentswere more successfulthanmale
agentsinconnectingwith prospective
customers, recordingonaverage 12%
more transactionsamonthand 16%
higher net profits.

Empoweringwomen as business owners

However, we must not only empower
womenwithin businesses, butalsoto
become business owners. Thisrequires
improvingaccess to finance forwomen
entrepreneurs. Around one third of African
SMEs are owned by women, buttheyface
much greater challenges in buildingup
theirbusinesses. Thisis partly because
women areless likely to obtain formal
financingandare oftenrequiredto pay
higherinterestratesonloansduetothe
false perceptionthatbusinessesrunby
women are higherrisk. Additionally, social
and culturalnorms oftendiscourage
womenfromembarkingonindependent
businessventures, and whentheydo,
they oftenlack supportive networks and
mentors.
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Conqueringgenderinequality

Weneedtogobeyondquotasandtargets
andfocus onwomen as decision-makers
andactive agentsinthe globaleconomy.
Businessleaders canhelp drive change by:

— Understandingandbuilding their
ownbusiness case forimproving
their currentlevel of gender diversity
—engagingwithwomenin their
workforce throughout the process;
Ensuringthatwomen arenot
disproportionately affected by
retrenchmentsresultingfromthe
COVID-19 pandemic;
Creating gender-sensitive workplaces
and practices—forexample child-
care options andflexible working
arrangements. As aside note, there
may wellbe an opportunity toinvest
inbuildingareliable and trustworthy
care sector (forchildrenandthe
elderly)—notjustasasocialgoodbutas
profitable businesses.

— Improvingwomen's accessto better
quality jobs through education—in-
house and sponsoringyoungwomen's
educationtodevelop a pipeline of
future skilled workers andleaders.

— Investinginwomen-ownedbusinesses
byincorporatingtheminto their supply
chain

Womenwho are already inleadership or
otherinfluentialroles, should mentorand
sponsor thoseinthe earlier stages of their
careerandbuild strong networks, such as
WimBizin Nigeria, toleave astronglegacy
offemale talent.

Andso...

Inthe words of the late Justice of the
Supreme Court ofthe United States
Ruth Bader Ginsburg: “Womenbelong
inallplaces where decisions are being
made” anditis everyone’sresponsibility
toensure thathappens.Itgoeswithout
saying, that thisalsoappliestoallgroups
that experience discriminationand
unequaltreatment. Countries willonly
realise the full potential of theirhuman
capitalwhen everyoneis equipped with
the skills, resources and support they
need-this willgoalongwayinenabling
Africato capitalise onits demographic
dividend todrive sustained economic
growth.
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EqualityinLatin America

Alberto Estefan

Energy Infrastructure

~

Putting D&linto practicein Latin
America: “Ateam that allows people to
have different ideas...will always have
better and more creativeresults".

Actis, Mexico

aestefan@act.is

Thereisagrowingconsensus that having
asubstantive commitmentto polices
arounddiversity andinclusion (D&l) is good
both forsociety andforthe businesses
that operate withinit. Havingabroader
range of contrasting views from people
with diverse backgrounds should, the

theory goes, meanbetter decision making,

ahealthier workingenvironmentanda
greaterunderstanding of acompany'srole
inthe community. Actisisa firm supporter
ofthistrend towards greater D&lin

the companiesweinvestin:we believe
such policies meanimprovedfinancial
performance and more positiveimpactsin
the countries and communities where we
operate.

only 58% of companiesin Latin
Americahadatleast one woman
ontheboard, comparedwith a
globalaverage of 85%

Studiesback this belief with hard numbers.
A 2015 reportbythe McKinsey Global
Institute entitled "The Power of Parity"
suggestedthatadvancingwomen'’s
equality couldadd $12 trillion to global
Gross Domestic Product (GDP)in 2025 if
allcountries matchedtheir best-in-region
countryinprogresstoward gender parity.
Latin Americawas one of the regions with
the highestrelative potential gainsin this
scenario: thereport foundits GDP would
behigherby 14%in 2025 comparedto the
situationif nothing changed.

Observerssaytheregionhasseena
significant growthin D&l awareness
amongbusinessesinrecentyears, driven
inpartbyanew generation of younger
leaderswho embrace suchpoliciestoa
greaterdegree thantheir predecessors.
However, researchbacks upthe assertion
that Latin America haslaggedbehind
otherswhenitcomestoimplementing
suchpolicies. Santiago-based Cristina
Manterola, a Principaland Member of
leadership advisory firmEgon Zehnder's

14 The Street View

D&l council, noted that only 58% of
companiesin Latin Americahad atleast
onewomanontheboard, comparedwith
aglobalaverage of 85%. "Things have
improvedinthelastfewyears,"she said,
"butnotasfastasinthe US orEurope.

"Thatis partly downto culture:many
people have traditionally viewed therole
of women asbeingto stayathome. But
it'salso down to the way oureconomies
have beenstructured. Comparedto
elsewhere, there are many strongfamilies
thatstillcontrolalot of the businesses:in
these cases, the boards are run by family
members and do not have advanced
corporate boards. These families stilltend
to promote theirown, male, successors.
Things are changing, but we stillhave alot
todo."

Cecilia Milesi, the founderand CEO

of Global Change, a social enterprise
providingadvisory services to multilateral
and global organizations, believes such
changesare necessarybecause D&lisa
basichumanright. She toohasnoticed
adifferenceinattitudesinrecentyears.
“There has beenaculturaland political
shiftintheregion,"she said. "ltbegan
with a shiftin politics - in countries like
Argentinaand Boliviathere are now gender
parity lawsin Governmentand parliament,
andinmostLatin American countries
there are strong feministandwomen'’s
rights movements - these culturaland
political shiftsin publiclife that have been
happeninginthelastfewyearsarehaving
animpactinthe corporate sector. Solam
quite positive.”

We believe thataswellas beingtheright
thingtodo, havingadiverserange of
perspectives at alllevels means policies
aremorerigorously analysedanddecisions
more broadly assessed for their overall
impactbeforetheyaretaken. Inthe
longrun, thismeans amore sustainable
economy, aswellasimproved financial
returnsforinvestors. Anditisastrue for
Latin Americaasitisforelsewhere. Indeed
many of Actis' portfolio companiesin
theregionareinthe vanguard of efforts
todemonstrate the value greater D&I
canbring: - to theiremployees, to the
businessesthemselvesandtothe
communities they operatein.

Mexico's renewable energy platform Zuma
Energia, forexample, believes havinga
strong D&l policy means beingable to
employ the besttalent fromthe most

diverse group of people. Chief Executive
Adrian Katzew said: "We are agenuinely
localcompanyinanenvironmentwhere
mostbusinessesareinternational, and we
wantto provide aworkingenvironment
where people fromallbackgrounds can
developtheir skillsand contribute fully to
growing our company.”

Whenbuilding D&l policies, Actis also
believesitisvitalthattheyare applied
throughoutthe firmandare consistent
across allthe markets acompany operates
in. AtlasRenewable Energy forexample
has operations across Chile, Mexico

and Brazil, sohas createda standard
compensationandbenefits structure
acrossalllevelsto ensure the commitment
is cleareverywhere.

“There hasbeen a culturaland
political shiftintheregion,”

she said. "ltbegan with a shift
inpolitics - in countries like
Argentina and Bolivia there
arenow gender parity lawsin
Governmentand parliament,
andinmostLatin American
countries there are strong
feministandwomen'srights
movements - these culturaland
political shiftsin publiclife that
have beenhappeningin the last
fewyears are havinganimpactin
the corporate sector.

However, D&ldoesn'tjustbeginandend
withtheindividualcompany:itisjust
asimportant to put greateremphasis
onensuringitextendstohelpinglocal
indigenous communities. Chilean
renewable energy business Aela Energia
has run community projects aimed at
generatingeconomic developmentand
increasingempowermentsince 2013.
Afternoticingthat 65% ofthe attendees at
Aela'scommunity meetings were female,
itdecidedtofocus onenhancingthe skills
oflocalwomen toimprove theireconomic
prospects andfosterentrepreneurship.
Constanza Correa, Aela's Head of
Communications said: "Many had already
started complementary activities to
supplementtheirincomes, suchas
making andrepairing clothes and selling



cosmetics. Buttheywantedtodevelop
theirknowledge further so they could get
jobsorestablishtheirownbusinesses.”

CeciliaMilesibelieves part of the process
towards greater D&lhasbeendrivenbya
new cohort ofleaders. "That generational
shifthereinLatin Americaisbeingfelt
hugely,”" she said. "People are more open
mindedthan perhapstheywereinthe
past,andconceptssuchas sustainability
anddiversity are moreintegratedintheir
thinking. Itismorerealforthem. Thisnew
generation—business people perhapsin
their 30s or 40s - has very clear principles,
andtheywillbe very straightforward
interms of settingboundaries against
discriminationand promoting clear
environmental standards. |hope they will
dothings differently”

Astrongcommitmentto Diversity
andInclusion, therefore, can benefit
allcompany's stakeholders. Aela's
Constanza Correasaid: “We want to build
capacity so thatthe communities we work
withdonotdependonus. Wewanttohelp
thembuild the skills, knowledge, resources
andlinks to continue growing withoutus.”

EgonZehnder's Cristina Manterola added:
"What lam completely sure aboutisthata
teamthat allows people to have different
ideas - tolet people speak up - willalways
have betterand more creativeresults
comparedwith ateam where you canonly
speakifyouhave the sameviewas the
rest.”

"It'sabout fairnessforall, butlamalso
surethatbusinesseswillachieve better
performanceiftheyworkinthisway."

"What lam completely sure
aboutis thatateam that allows
people to have differentideas
-tolet people speak up - will
always have betterand more
creativeresults comparedwitha
teamwhere you can only speak
if you have the same view as the
rest.”

You can find out more about the way
Zumaand Atlasareimplementing D&
policies elsewherein this edition
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Inequality in Asia: Education, productivity and the
female contribution to economic growth

Simon Ogus

CEO o
DSG AsiaLtd, /
HongKong ’.

Economicgrowthisafunctionofboth
the supply of factorinputs—land, labour
and capital-and the productivity of
these factors. By mobilisinginputs, itis
theoretically relatively simple to
produceagrowthspurtinapoor
economy witharapidly growing
populationandalowinitial capital stock.
Yet maintaining growth spurts beyond
middle income status has historically
beenrather harder, requiring
institutional changes conducive to
sustainably boosting factor
productivity.

This paper willrestrictitselftoagender-
specificdiscussion of thelabour
productivity puzzle across (eastand south)
Asia. Intuitively,improved female access
toeducationleadingtohigherrates of
female participationinthelabourforce
shouldbe meaningfully growthandincome
enhancing.Indeed, numerous studies

including McKinsey's "The power of parity:
How advancingwomen's equality canadd
$12 trillionto global growth” concur.

Asiaachieveduniversal primary education
enrolment atleastthree decadesago.
Meanwhile secondary enrolmentrates,
whichare strongly relatedto higherrates
of labour productivity, have also continued
torise.?

Accordingtothe officialdata, Asian
women, with the exception ofthosein
Pakistanand Cambodia (where overall
secondary educationenrolmentis,in

any case, low), appear to have more than
equalaccessto secondary schooling.
Moreover, female enrolmentrates have
improved markedly since the 1980s from
anaverage of 40% for China, Malaysia,
Thailand, Indonesiaand the Philippines,
and sub-10% for the poorer countries
sampledhere. Equalaccess to education
has failed tofully translate into equal
access toemploymentthough, especially
insouth Asia. Indian and Pakistanifemale
participationrates have remainedrisibly
low while thosein Bangladesh have
improved but stilllag wellbehind their east

Asian competitors. By contrast, the more
developed ASEAN-4haverecordedan
average 12%improvement over the past
four decades while eventhe traditionally
misogynist north Asianeconomies
—driven doubtless by demographic
necessity —have seen female participation
ratesrise by aroundsix percentage points
inmorerecenttimes.

South Asia, alongwith poorer ASEAN

(and Africa) have strongunderlying
demographicsintermsofyoungand
growinglabour forces andlow dependency
rates—theratio of the non-working

age populationcomparedto that of
workingage. Their greater challengeis
tofurther develop human capitalandto
mobilise investment, both domesticand
foreign,inorderto create better-paid and
more productive, formalemployment
opportunities forthose enteringthelabour
force. Ofthe countries sampledhere,

only Vietnam appears to be delivering
acrossabroadrange of industries though
Bangladeshand Cambodiahave seen
narrower success mainlyinclothingand
apparel.

Exhibit 1: McKinsey Globallnstitute's Gender Parity Score points to where 95 countries stand on gender parity

A
0.48

Middle East,

orth Afric
India

0.44

South Asia
0.48 (excl. Indig)

These countries, grouped into

10 regions, are home to 93% of
the world's female population

[ High

I Extremelyhigh

Genderinequality (1.00 = gender parity)

1 McKinsey Global Institute, September 2015. The broader MGl study maps 15 gender equality indicators for 95 countries. Its "full-potential”
scenario of equal female participation in the economy adds up to $28 trillion to annual global GDP in 2025 compared with a business-as-usual
scenario. The alternative "best-in-region” scenario in which all countries match the rate of improvement of the best-performing country in their

region adds as much as $12 trillion by 2025.

2 Since Actisis an emerging market investor, our focus here will be on secondary enrolment.
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Inthe more developed parts of theregion, Exhibit 2: Secondary Education Enrolment Rate as Percentage of Eligible Cohort
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improvedaccessto secondary schooling.

Returns totertiary education are still Exhibit 3: Labour Participation Rates (%)

positive butdiminish. A subjective cynic 100

might seektoarguethatatcollegelevel

andabove, institutional quality and subject 80

"usefulness”playafargreaterrolein

separatingthe wheat fromthe chaff. 60

Atleast 80% of theeligible cohortin
developed Asianow enrolsintertiary
educationwith no discernible difference
inenrolmentratesacrossthe sexes.In
China (now 47%) and the ASEAN-4 (today
40% onaverage) tertiary enrolmentrates
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participationrates.
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Why should this be so? Thisis perhaps Exhibit 4: OECD Countries Gender-Wage Gap (2017-18)
attributable to as much economic asto 40 Full-time employee male versus female median
cultural/chauvinistic explanations for wages divided by male median wages
throughoutthe world, the burden of care
forbothchildrenandthe aged continues
to fallprimarily on workingage women. It
canbeargued, therefore, thatif countries
wishto endogenously boost theirlabour
suppliesinthe face of slowing (or even
shrinking) overallworking population
growth, thereis arequirement to promote
policiesthat alleviate the burdens ofthe
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Source: OECD data www.oecd.org/gender/
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Nevertheless, the cultural/chauvinistic
minefield cannot be completely avoided.
OECDdatasuggestthatthe average
gender-wage gap has narrowed from
19.4%in 2000to 13.5% today. The
absoluteimprovementin the only two
Asian countries surveyed—Japanand
Korea—hasbeenevengreateryet still
today, females are paid considerablyless
thantheirmale peersincomparisonto
the gapsregisteredacrosstherestofthe
developedeconomies cohort.

Inconclusion, Asia, with afew notable
exceptions, generally deserves credit for
expanding educational opportunity for
both sexesinrecentdecades. However,
theregion'srecord of creating well-paid

employment opportunities forincreasingly

better-qualified potentialfemale
employeesisrather more mixed.

Forthe poorer Asian economies with
stillrelatively young and rapidly growing
populations, the challengeis toimprove
educationalaccess andstandards,
especially forwomen.Inturnthisrequires
the nurturing ofinvestmentenvironments
that willencourage both capital deepening
and more productive employment
opportunities.

Asfor Asia’'s middleincomeand more
developed economies, demographic
dividends have already been harvested.
Hence creatinginstitutional structures
that better utilise theirincreasingly
well-educated female cohortsisan
ever-growing necessity. Demography
and culture are not destiny.

Exhibit 5: Productivity versus Secondary Education Enrolment Rates, Latest Year
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South Korea
..Japan
50.000 @ Malaysia
: Srilanka
Indonesia Chga
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Source: DSG Asia Ltd, International Labour Organization, CEIC
Exhibit 6: Productivity versus Tertiary Education Enrolment Rates, Latest Year
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One 2020 goalthatwe are
particularly proud of is the portfolio
mentoring programme, of which
details and avideo canbe found
here. Thishas taken ourtalent
ininvestee companies focus to
thenextlevel. ltis one example

of our beliefthatinclusionand
diversity are central to buildinglong
term successfuland sustainable
businesses. We are in partnership
with ourinvestee companies,
learning from each other,
exchangingideas, building best
practice, together.



https://www.act.is/inclusion-and-diversity/diversity-in-the-portfolio/portfolio-mentoring-programme-promoting-development/
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Kipeto: Partnering with Maasailandowners

Libby Hirshon

Environmental Socialand
Governance Director

BioTherm Energy,
South Africa

Nikhath Zigmund

Business Development
Director

BioThermEnergy,

Kenya
Watch this podcast

Archer Kilpatrick

Energy Infrastructure
Actis, South Africa

archerkilpatrick@act.is
Watch this podcast

Africahasastoriedhistory of projects
which failed to establish the necessary
socialllicence to operate. Overlooking

the marginalised and under-represented

groups who oftenlive near projects,
isatemptationfor many developers.
However winningthe support of
these groupsiscriticalto ensuring
any project’s success. TheKipeto
Wind farmin Kenyais an example of
how respectfully working with such
stakeholdersis fundamentalto our
originationandinvestmentapproach.

The 100MW wind farm
islocated on the Kajiado
plains some 50km south
of Nairobiand was the
foundationinvestment

of Actis Energy 4's pan-
Africanrenewable energy
platformBioTherm
Energy. The projectis
situated within a Maasai
community, members of
which are predominantly
pastoralistfarmers. The
siteis also foraging ground
for two species of critically
endangered vulture.
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In2017, Actiswon a select sale process for
the developmentstage assetinlarge part
duetoourreputationasbeingareliable
custodianwith onthe ground presence
well suited to take the complexproject
forward.

Actis' Archer Kilpatrick discussed Kipeto
withtwo members of the BioThermteam
who have beencriticaltoits success so
far, Libby Hirshon, Environment Social
and Governance Director at Biothermand
Nikhath Zigmund, Business Development
Director:

Libby, you've worked onthe
management of complex socialimpact
issues across Africafor nearly 20 years,
what madeKipeto different?

Libby: What makes our Kipeto

@ wind farm project differentis the

4 real partnership approach we have
adoptedwith the Maasailandownersinthe
projectareaandbroader community. The
wind farm occupies land thatis owned by
over 90 families,andwe've always seen
these families and broader clanmembers,
asour partnersintheproject, notjust
“affected parties”. Fromtheearly
development phase, consultationwas
highlyinclusive andrespectful of the
Maasaiculture andinstitutions, withaclear
intent to achieve a positive outcome for all.
Engagementis nowformalisedviaa
Community Implementation Committee
(CIC), whereby all stakeholder groups
includingwomen, eldersandyouthare
represented, supplemented by informal,
direct consultationwithindividuals and
households. Thisinclusive engagement
approach, based on mutual respectand
trust,isled by ourteam of Community
Liaison Officers (CLOs); recruited fromthe
localcommunity to establisha
constructive two-way dialogue between
our projectandallof ourlocal partners.

Anotherimportantaspect of the project
isthe vocational skills training program
forthe youth, whichweintroduced
pre-construction. The programme
provides the Maasai community with
the opportunity to obtain the skillsand
experience thatenablesthemtogain
further paid employment, once our
project constructioniscomplete. Over
200youngmenandwomen have now
received this trainingand we have many
wonderful stories of people who have gone
ontoemploymentandwhoselives have
genuinely transformed as aresult of this
opportunity.

Biol herm

_—
—_—
—

Nikhath, youhad the task of finalising
legalagreements with Maasailand
owners, howdid that go?

Nikhath: Finalisinglease
agreementsinvolvedeverything
fromidentifying plot boundaries,

facilitatingthe registration of title deeds
forfamilies—some of whomhad neverhad
any officiallegal paperwork before—and
evenmediating family land disputes. [ think
we were only able to achieve this because
ourlocalpartner, Craftskills,and our social
team plus CLOs, had formedareally strong
relationshipwiththeland owners, and
there wasahuge amount of mutual trust
andrespectbuiltup overtime. We made
surethatthelandownersreceived proper
legalrepresentations and understoodthe
nature of the agreements. We had aformal
disputeresolutionprocessinplace, sothat
whenissuesarose, they were escalated
and addressed. We alsointroducedalocal
firmtodeliver financialliteracy training,
asthe Maasailand ownersreceivedlease
payments during construction, and once
the plantis operational, they will receive a
portionoftherevenuesfromtheturbines
ontheirland.

Anotherkeyaspectof ourengagement
with thelandownerswas the house
buildinginitiative. We had to ensure that
landowners'homeswere safely outside
ofthe turbine buffer zones. Thismeant
working with thelandowners toidentify
locations withintheirland where we could
build new houses forthem. Intotal, we
built 83 newhomes for the landowners.
Thehouseswere carefully designedin
consultationwith the families to ensure
theywere culturally appropriate andin
accordance with Maasaifamily structures.
Thehouses consistof 3to 4 bedrooms,
with solar panels and water tanks, and
families alsoreceived stipends to help
furnishthe homes. These newhouses
have beenextremely wellreceived by the
community and have gone atremendous
way towards fostering further goodwilland
trustinthe project.


https://protect-eu.mimecast.com/s/mINbC5LLpcZZj8Ji2Mm0H
https://protect-eu.mimecast.com/s/mINbC5LLpcZZj8Ji2Mm0H

endangered speciesinteract with our community involvementhas been critical to the

Libby, how did the presence of critically g Archer: Thankyouboth—it's clear that our sensitive
community discussions? success of the projectsofar.

Libby: We also appliedaninclusive Ihadthe pleasure last year of attending the graduation
. l approach t_O biodiversity aﬂd_ ceremony for community members who had passed
' conservation managementinour through Actis fundedtraining programmes for masonry

projectareaandbeyond.Inthe project and catering and who would shortly be taking up jobs on
areaandacross East Africa, livestock the project. It was agenuine privilege to be welcomed
predationhas driven Maasai pastoralists to into the community of such a culturally rich people as the
resorttopoisoninganimalcarcasses tokill Maasai, not as atourist but as a partner who was playing
offtheir predators. Tragically, thishasled aroleinimproving the lives of community members.
tothe unintentional poisoningand severe Havingworked onthe Investment Committee paper

decline of vultures; pushing the species to for the project whilst beinga Summer Associate and
the brink of extinction. now being part of the Investment Management
Totryandreverse this decline, we are team BioTherm, beingconnectedto aproject
working with conservation experts and whichis notjust making adifferenceinterms of
have made significant investmentina statisticsatanationallevelbutintangible, physical
broad anti-poisoning programme, and personalways ontheground, isanextremely

alongside a comprehensive mitigation rewardingaspectofworkingfor Actis.

programme to avoid vulture collisions with
ourturbines andtransmissionline. The
success of these conservationand
mitigation programmes has required
inclusive community buy-in, as our
ornithology teamare a continuous
presenceinthe Maasaicommunities.
Initially the teamwas viewed asa
somewhat curious foreign concept, but
throughinclusive consultation we have not
only achieved acceptance buthave
engendered stronginterestintheissue of
vulture conservationto the extentthat, as
oftoday, 16 of ourteam of 30 professional
ornithologisthave beenrecruited and
trained fromthe local Maasaicommunity.
We are alsoworkingwith international
conservationexperts,localKenyaNGOs,
the Kenyan Wildlife Service and
community representatives to strengthen
the pastoralist's wildlife protection
enclosures ('‘Bomas') and provide training
onenhanced livestock protection
measures throughout the broader region.

Average age of
people trained is
23 years old

31% of those trained
were female
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Responsible Investment
Actis, London

mjohnson@act.is g
Watch this podcast

In2017, Echoenergiaacquired Sao
Clemente (233MW), our largest asset
within Echo’s portfolio (1.2GW), from
alocaldeveloper. The projecthas 126
wind turbinesandis spreadacross
four municipalitiesinthe State of
Pernambuco, Brazil. Sincethen, we
have worked with Echoenergiaon
severalinitiatives supportinglocal
communities.

Noise mitigationandimprovedhousing

Duringthe acquisition, our due diligence
highlighted elevatednoise levels and
theneedtoimplement noise mitigation
measures toresidential properties. The
socio-economic studiesindicated that
families were lacking basic facilities,
suchastoilets, withintheirhomes. This
presented arisk particularly towomen
atnight, whowere leftno choice but
touseinformal settings outside their
homesinthe dark. Poor sanitationand
sewage treatment also causedissues,
contaminating the environmentand
spreadingdiseases.

Toaddress thenoise levelissue, Echo
initiated arobust community engagement
programme, includingliaison with public
authorities and several public hearings
where community members could discuss
their concerns with the mitigation plan
proposed. Theseinitiatives surpassed
locallegislative requirements, tomeet
globalbest practice. The planincluded
building a pilot house for those relocating
toahigh specification design of two
bedrooms, alivingroom, akitchenanda
bathroom.

Todate, 79% of the 147 households
impactedby WTG noise areinthe

process of beingrelocated or having their
propertiesretrofitted, with 95% of families
providing positive feedback. Despite the
challenge of the COVID-19 outbreak for
the construction schedule, 60 new homes
are nearingcompletion.
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Securinglandrights

Prior to construction, Echo also discovered
thatbetween 15-20% of the families didn't
have any formal proof ofland ownership,
ornecessary supporttoobtainthelegal
documentationrequiredto formalise
ownership and secure theirhousehold
title.

Whilst many companies could have seen
thisasachallenge too costly and complex
tonavigate, Echoenergiadecidedto putin
place ateam of fiveincludinga dedicated
lawyer, asocialfield assistant,anda
community relationship coordinatorto
implement thelandformalisation process
and paidforallassociatedlegalfees
required.

Within Brazil, building
one'sown house - Casa
Propria - is a significant
cultural assetand sign

of accomplishment
among peers, even
without formal
documented status.
Thiswasreflected by the
previous administrations'
Governmental social
programme —Minha Casa,
Minha Vida (My house,
My life). Echoenergiais
offeringand enabling the
ownership ofanew house
with allassociated legal
titles, whichis seen by
much of the community
as apipelinedream only
accessible to middle-
income families.

PIONEIRISMO NO MERCADO LIVRE DE ENERGIA

Whilst Echohad already securedland
lease agreementsfor 25 families, the
noise-relatedrelocationandretrofit
programreachedanadditional 50
households outside of the leased area.
Echowastherefore ableto expandthe
positiveimpact oncommunity relations
beyondits existing stakeholders. The
civilworksinvolvedin thisambitious
programemployedaround 200local
workers, from four different contractors,
thereby contributingtolocaleconomic
developmentintheregion.

Echoenergia continuestoraise awareness
onthe benefits of formalisingland
ownership—abenefitthat willlast for
generations.

Within Brazil, buildingone's own house

- CasaPropria -isasignificant cultural
assetandsign ofaccomplishmentamong
peers, evenwithoutformaldocumented
status. Thiswas reflected by the previous
administrations' Governmental social
programme —Minha Casa, Minha Vida (My
house, My life). Echoenergiais offeringand
enablingthe ownership of anewhouse
withallassociatedlegaltitles, whichis seen
by much of the community asapipeline
dreamonly accessible to middle-income
families.

Empoweringwomen

Echoenergiahasbuiltonthe CasaPropria
culturalambitionand pushed to empower
localwomenthroughits noise mitigation
programme. As the Company continues
toformalise additionalagreements with
families, they are including female heads
ofhouseholds on the land title ownership
documents. Inasignofreal progress
ofthe 74 agreements executed sofar
95% include women on the ownership
documents.

Echoenergia continues toprogressthe
noise mitigation program, providing
dignity and security to families and
women who could not previously afford
the costsassociated with formalising
ownership of theirlandand assets.
Asaresult, theirrelationship with the
community continuesto strengthen.


https://protect-eu.mimecast.com/s/wr5wC699qHrrOkNcxVoIX
https://protect-eu.mimecast.com/s/wr5wC699qHrrOkNcxVoIX

Newhome of family living close
to Sao Clemente windfarm,
Echoenergia's project, located

onthe Pernambuco, Brazil



Thecorporate view

Atlas Renewable Energy: Tackling
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inclusion through female empowerment
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Since Actis’investmentin Atlas
Renewable Energyin2017,the
management team-including the
female Heads of HRand ESG —have
shared acommitmentand enthusiasm
for pushing culturalnormsand
standards toraisethebaronfemale
empowerment. Theirvisionisto
createaninclusive culture that values
employees for what they canbringto
thebusiness. Similarly to Actis, Atlas
recognises that diverse teamsand
anopenenvironmentwherediverse
viewpoints canbe expressed, simply
createsbetterand moreresilient
businesses. We spoke to MarcelaPizzi
and Maria José Cértes about what this
looks likein practice.

Atlas now provides staff with unconscious
bias training, focused particularly on
genderdistinctions forexample. Italso
insiststhatthereis atleastonefemale
candidateineveryrecruitmentshortlist
toattractmore womentothe company.
Suchmeasures have proved successful
inbuildingamore gender balanced

team; womennow make up 38% of their
headcount, up 11% from 2017.

Withaninternal culture embracing
inclusivenessanddiversity, Atlasisina
strong positiontoworkwith thelocal
communities to promote similar values
infemale economic empowerment.
Theeconomicrepercussions ofthe
C-19 pandemic onlocal communities,
combined with Atlas’ corporate drive
toimproveinclusionanddiversity (I&D)
initiatives, ledto the established of its
ambitious Women Workforce Programme
(WWP)"Weareallpartofthe same
Energy”.

WWP aims toimprove localwomen's
accesstoemployment, entrepreneurial
opportunities, andleadership positionsin
their corporate value chain. Atlas view this
asanopportunity not only to fulfilits partin
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addressinginequalities and cultural biases
asaCompany, butalsoawayto contribute
towiderlocaleconomic development. The
suggestion, supportedbyindependent
studies, isthatwherewomenare
developedand supportedtoaccessbetter
jobs; communities as awhole can be lifted,
as additionalincomeisinvestedbackinto
key areas suchasfood, healthcareand
education.

Atlasis focusingits programmes on
trainingandhiringwomenin engineering,
electricity, mechanics, Health,

Safety, Environmentand Quality and
environmentalmanagement. Theinitiative
hasbeenrolledoutacross Atlas's current
projectsinBrazil, Mexico and Chile, taking
intoaccountlocal contextstoensure the
sustainability of initiatives. The program
hasbeenfundedincollaborationwith the
Interamerican Development Bank (IDB),
intheprojectswherethelDBactsasthe
seniorlender.

Thevocational programs aim to upskill at
least 870 womeninto qualified positions
fromnearby communities at their assets:
LaPimienta, Soldel Desierto, CasaBlanca
and Jacaranda. The programmeis the
largest ofitskindin Actis'portfolioand
hasthree mainaims:toboost permanent
technical skillsamonglocalwomen;to
create employmentvacancies during
plant constructionand operation; andto
understandthe economic development
potential of areas where Atlas has
completed construction. Thelatter,
supportedbyamarket studyruninparallel
tothetraining, enables Atlas toidentifyjob
opportunities and skills that canbe used
during O&M, orinotherrelatedindustries
to continue contributingto growth.
Where possible, Atlas strives toinclude
aproportionofthe womentrained, back
intoits own operational supply chains, or
facilitate linkages with otherindustriesin
theirarea ofinfluence.

Specificglobal I&D targets donot play
muchofaroleinglobal best practice. Atlas
however, has decided to build onits 2-4%
baseline for femaleinclusion atits projects,
toanambitious but feasible target of
between 10-15% female representationin
its constructionworkforce.

Atthe Jacaranda Projectin Brazil
Atlas works alongside four other
strategic partnersto:summonwomen
interestedinthetrainingprogramfrom

localeducationalinstitutions; toraise
awareness of female careersin STEM;
andto deliver the WWP training. Atlasis
clearthatwomen'cannotbe what they
cannotsee'andtherefore promotion of
the Energy sector startsathigh school,
profiling successfulwomeninthe sectoras
akeystrand ofthe programme.

These partneringorganisationsinclude
localuniversity groups, NGOs, SME
supportservices, labour andvalue chain
specialists, andthe EPC whointerfaces
betweenthe training provider and

third party Community Manager. The
EPCthenhires female candidates who
have successfully been evaluated after
completion of the training. Alongside
these partners Atlas hasinvolvedlocal
Governmentalplayers, Project Finance
institutionslendingtoits projects such
as |DB (resultingin additional commercial
benefits such as taxrelief), andincluded
non-negotiable standards for hiring
andtrainingwomeninthe contractual
requirements of EPC appointments.

Atlasis striving for additional targets at

the Jacarandaproject, suchas 50% of the
women hired being from Afro-descentand
atleast 30% of the male workforce being of
Afro-descent.

The Women Workforce Programmeis
beingimplementedinanenvironment
historically dominated by male labour.
Forwomentohave equalaccessto
professional developmentthereisalsoa
need to provide supportinginitiatives such
asaharassmentcomplaints mechanism;
sensibilisation within the construction
workforce; manufacturing of appropriate
uniforms; provision of sufficient bathroom
facilities; and safe accommodation and
transportation.

Atlashasalsoidentified further
mitigation measurestobarriers facing
female enrolment such as: provision of
childcare during EPC training; educational
benefits forthe children of female
constructionworkers;and gender worker
committeesto provide a safe spaceto
share experiences andimprovement
opportunities forthe WWP.

Welook forward to following the
progressindicators tracked at each of
thefoursitesasthe WWP empowers
morelocalwomen.


https://protect-eu.mimecast.com/s/aQJAC7XXrhAApMgcRaeAu
https://protect-eu.mimecast.com/s/aQJAC7XXrhAApMgcRaeAu
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India: Focusing onfairness for farmers

Ankur Trehan
Private Equity
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Itisanunderstatementtosaythat
agricultureis thelife of the Indian
economy. It contributes over 16% of
India’s Gross Value Added andis the
primary source of livelihood for almost
58% ofIndia’s population. Yet there
continuestobeaclearandurgentneed
fortheagriculture sectorinindiatobe
reformed. BigBasket—aleadingonline
groceryretailerand Actis managed
investmentinindia—hasbeenleading
this change fromthe front throughits
farm-to-fork program.

atrehan@act.is

Big Basketdeliversfreshfruitsand
vegetables, meatanddairy, groceries,
personalcare andhouseholditemsviaits
website and mobile applications. It delivers
over 5million orders per month, offering
50,000+ SKUs. Freshfruitand vegetables
make up about 18-20% of its overall sales.

Leveraginginnovation andtechnology, Big
Basketisdrivingatransformationinthe
lives of the thousands of farmers, whichin
turnhas helpeditbuilda formidable supply
chainforits core products.

Improving agricultural productivity and
helpingtoboost farmerincomeshavelong
been priorities for India's pathtoinclusive
growth. However, ahost of structural
challengesinthe sector continue to affect
thelivelihood of the agriculturalworkforce.
Farm sizes remain highly fragmented with
average farmsize of 1.1 ha, whichinturn
hasledtoinadequateincome for most
farmers. Farmersare oftenamongstthe
poorestmembers of society and worker
productivity inthe sectoris low.

Asaresult of these factors, retailerswho

Exhibit 1: In fruits and vegetables, Big Basket's highly differentiated "Farm-to-Fork"
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Source: Supermarket Grocery Supplies Private Limited

savings andbetterterms. Asadirectresult

Leveraginginnovation

rely onsuchfarmers'produce oftenface
challengesbuildingareliable supply chain
andensuringthe quantity and quality of
produce neededfortheir customers.

BigBasketisdirectly addressingsome
ofthese challenges by helping farmers

accesstimelyinformationandtransparent

advice; providing visibility on pricing and
sales; ensuringmorereliable payments

through digital channels and; enabling cost
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ofthese efforts, the Companyhasbeen
able to build a highly robustandreliable
supply chain, significantly strengthening

its competitive positioningwhilstassisting

smallscalefarmers,inawin-win solution.

Fromthebeginning, BigBasket took the
approach ofinvesting significant time and
resources to cultivate areliable supply
chainand build trusted relationships with
itsfarmer-suppliers,inordertobuilda
differentiated supply chain.

andtechnology, Big
Basketis drivinga
transformationinthe
lives of the thousands
of farmers



“Diversity and Inclusion
are part of our business
goals and strategictous
at Big Basket. It consists
of three parts, namely,
ensuring no gender bias
andincreased focus on
Employment of women
(at white and blue collar
levels), increased focus on
hiring Differently-Abled
people and our well
established Farmer
Connect programme
which ensures
transparency on pricing,
better returnstofarmers
andincreased savings
through timely, direct
transfers to their bank
accounts.”

HariMenon, CEO, Big Basket

Thebackbone of Big Basket's supply chain
isthe Company'sinnovative approach
tobuildingrural collection centres atthe
farm gates (Exhibit 1). Theseactas service
centres for farmersallowingthemto

drop off their produce daily, where it gets
sorted, graded andshippedto several
metroandtierllcities. The end-to-end
supply chain allows significant cost
savings by eliminatingintermediaries while
also enabling BigBasketandits farmer
suppliersto adjusttheir produce supply
more flexibly inresponse to consumer
demands and preferences. BigBasketcan
directly monitor and drive the quality of
produceit offersunder the platform.
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Exhibit 2: Price difference between Big Basket andlocal markets Rupees/kg for four
marketsin Karnatakaand Maharashtra, 2018 (Rupees/kg)
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Source: CDC Group plc (https://www.cdcgroup.com/en/news-insight/insight/articles/how-does-an-
online-supermarket-in-india-impact-farmers/?fl=true)

Exhibit 3: Stylised example of potential savings by farmers from selling to Big Basket

Item Big Basket farmers Other farmers
Price for 10kgtomatoes 100 87
Market commission 0 8.7
Weighing cost 0 5
Labourcost 0 5
Transportation cost 7 10
Profit 93 58.3

Source: CDC Group plc (https://www.cdcgroup.com/en/news-insight/insight/articles/how-does-an-
online-supermarket-in-india-impact-farmers/?fl=true)

Sattva Consultinginpartnership with
CDC Group andBig Basket conducteda
recent study covering 400 farmersacross
six states ("Insight Study"). As per this
study, almost 83% of farmers surveyed
reportedthat Big Basket gives themthe
best price for their produce. Onaverageit
indicated that the prices BigBasket offers
tofarmersare 10%— 14% higherthanlocal
marketprices. Thisisdue toBigBasket's
daily dynamic price-setting policy, where
regionalbuyingheads find the midpoint
betweenthe price offeredinlocal markets
andthe price that Big Basket cancharge
tocustomersinthelarge cities (Exhibit 2).
The study alsoindicated that more than

half (52%) of Big Basket farmers cansell
more than 75% of their produce to Big
Basket, leadingtolargeincome gains.

Higher prices and cost savings through
sellingto BigBasketcantranslateintoa
significantimprovementinfarmers' daily
income. Farmers sellingto Big Basket save
onseveral costs that would otherwise be
incurred fromsellinginthelocal market,
suchasthe Government-mandated
market commission, labour charges for
unloading produce and chargesincurred
forweighing produce. These savings
directly translateinto higher profits for Big
Basket's farmers (Exhibit 3).


https://www.cdcgroup.com/en/news-insight/insight/articles/how-does-an-online-supermarket-in-india-impact-farmers/?fl=true
https://www.cdcgroup.com/en/news-insight/insight/articles/how-does-an-online-supermarket-in-india-impact-farmers/?fl=true
https://www.cdcgroup.com/en/news-insight/insight/articles/how-does-an-online-supermarket-in-india-impact-farmers/?fl=true
https://www.cdcgroup.com/en/news-insight/insight/articles/how-does-an-online-supermarket-in-india-impact-farmers/?fl=true

Exhibit 4: Farmers'waiting time to get payment for produce

How many days will it take for youto get the money after selling your produce?
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Source: CDC Group plc (https://www.cdcgroup.com/en/news-insight/insight/articles/how-does-an-

online-supermarket-in-india-impact-farmers/?fl=true)

Oneofthe otherkeybenefitsthat
farmers have beenable toachieve
throughtheirassociation with Big
Basketis the convenience of prompt
electronic payments. With Big Basket's
electronic payment methods and efficient
processingcycle, farmers canmanage
their operational costs more efficiently.
Thelnsight Studyindicated thatavast
majority (82 %) of Big Basket farmers
receive paymentwithinthree days of the
sale of their produce, comparedwith only
half of non-Big Basket farmers (Exhibit 4).
Otherretailcompaniesalso processthe
paymentsdirectly throughthe bank, but
theirpaymentcycleis usually once aweek
orfortnight. Intermediaries and traders at
thelocalmarket pay mostlyin cash which
takes 7-15days.

Toimprove productivity and quality, Big
Baskethas placed afull-time qualified
agronomistateach ofits collection
centres, dedicatedto supportinglocal
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farmers. These agronomists first onboard
eachfarmerthroughapersonalvisit,
where their farmis geotaggedandthe
required farmer detailsanddataare
enteredinthe 'Smartfarm’platform. They
provide ongoingadvice oninputs and
crop schedules toensure supply meets
demand.

These effortsnot only positivelyimpact
the farmersbutalsoallow BigBasket to
improve its competitive positioning. The
Companyisable to closely monitorand
controlthe quality of supply whichis key for
itscustomers.

Allofthese measures have enabled

Big Basket to build a sourcing model
whichimproves farmerslivelihoods and
addsreal value to theirbusiness. The
security of knowing what to plant, who
toselltoand forhow much helps enable
farmerstoplantheirlives, make savings,
pay their workers andinvest for their
futures.

Actisaddresses

Knowingwhat success lookslike and
theinitiatives that will create cultural
andbehavioural changesplaysarole
here. During 2020 we have focused
onteninclusionand diversity goals,
ranging from policies, cultural
inclusioninitiatives, anengagement
andinclusion survey - to establishing
initial recruitmenttargets,

startingaseries of courageous

conversationsaboutraceand
ethnicity andintegratinginclusion
and diversity metrics andtools

~ intoourinvestmentandportfolio
; managementp.qesses.



https://www.cdcgroup.com/en/news-insight/insight/articles/how-does-an-online-supermarket-in-india-impact-farmers/?fl=true
https://www.cdcgroup.com/en/news-insight/insight/articles/how-does-an-online-supermarket-in-india-impact-farmers/?fl=true
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/Zuma Energia: Deliberate action

Nina Denisse Gutierrez
Leadership Strategy Consultant

ZumaEnergia, Mexico

Adrian Katzew
CEO

ZumaEnergia, Mexico

Createdin2014 withinvestmentfrom
Actisand Mesoamerica, Mexican
renewable energy platform Zuma
Energia(Zuma) has placed attracting
andretainingthebesttalentfroma
diverse pool of peopleat the heart of its
recruitmentandtraining processes from
theoutset.

"My purpose and philosophy in building the
teamfor Zumahas always been centred
around sustainability and social mobility,”
says company CEO Adrian Katzew. "We
areagenuinelylocalcompanyinan
environmentwhere mostbusinessesare
internationalandwe wantto provide a
working environmentwhere people from
allbackgrounds candevelop their skillsand
contribute fully to growing our company.”

InadditiontobeingafocusforActis,it'sa
philosophy drawn from Adrian's personal
experience. Adrianwas determinedto
attendthebest private university in Mexico
andworked his way through the course. |
workedinthelibraryalongside a colleague
who helped me out but couldn'tafford

the university fees," says Adrian. "It was
therethat|developedastrongdesire
tocontribute toensure thatgapsand
inequalities were fixed."

With aviewthat creatingadiverse
organisationrequired deliberate action
ontwo mainfronts—genderand social
background (including the dimension of
racialincome and opportunity inequality),
Adrian setaboutbuildingthe team. One
of Zuma's early employees, CFO Hélene
Dimitracopoulos, joined after Adrian had
spentayearindiscussionswithher."We
agreedtosupport Hélene so she couldshe
leave the officeandwork fromhome later.
Thatway she could manage herfamily
setup aswellastake onresponsibilities at
Zuma,"says Adrian. "Thereisanincredible
talent poolinwomenwho wantto get back
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toworkafter havingafamily, butthereis
not often enough flexibility to allow them
todoso—companiesthatdon'trecognise
this are missing out on highly valuable
leadership qualities.”

With anambitiontodo moretobring
outstandingtalentto Zuma, Adrian
believesthereisanarbitrage opportunity.
"Ifyouwanttobringinthe besttalent, you
have to make an exchange —flexibility,"he
says. "Otherwise, youwon't have access to
adeepandbroadpool.”

Helpingwomentransitionto a new way of
life after startingafamilyisanotherway
Zuma seeksto supportfemale staff. The
company offers maternity coachingto
women through pregnancy and beyond,
providingthemwith the information

and skills they needto planfor personal
and professional objectives as their
circumstances change.

Adrian also believes that the business
needstobe proactive whenitcomes
todevelopingtalentacrossthe socio-
economic spectrum.As aresult, Zuma
has workedinpartnership since 2015

with Inroads de México, an organisation
thathelpsidentify and trainyoung people
from public universities. Zumahas so far
takenon8Inroaders, offering experience,
trainingand work opportunities. Zuma
also provides scholarships to promising
youngstudentsto help them pay their way
throughtheir studies. "We have to tackle
social discrimination,” says Adrian."We
canhelp achieve thisby giving people from
lowincome backgrounds the confidence
and personal skills that atop university
educationoftenconfers—thereisa

culturalgap that needstobebridgedhere.”

However, efforts tobuildaninclusive
organisation canbecome more
challengingasabusiness grows, anissue
Adrianrecognises. Fromasmallteamin
2014, Zumanow has 50 employees, plus
contractors working on constructingnew
assets. "We've gone from zero assetsto
1.2GW of capacity,”he says. "We have
toensurethatdiversityandinclusion
continuesto cutthroughaswe grow.”

Havingbroughtin Nina Denisse Gutierrez
asaleadership Strategy Consultant to
work onanumber of diversity and training

& Zuma
Energia

projects, Zuma hiredheras Head of HR to
ensure the company continues to develop
inclusion policies andinitiatives. Tellingly,
Zumaagreedthat Nina could undertake
therole onapart-timebasis. "It'srare for
employerstoallow part-time working for
senior positions,”she says. "Butitwas the
onlyway | couldkeep awork-life balance
andjointhe company.”

ForNina,it's vitalthat Zumabuilds onits
culture of ensuringpeople feelasense
ofbelonginginthe company. "Everyone
wants to feelasthoughtheybelong,"she
says. "If people feelthey don'tbelongina
teamor culture, that creates barriersand
theywon't contribute theirbest—people
needtofeelcomfortable to perform. And,
asanorganisation, youwantto ensure you
are capturingdifferent views and outlooks
soyoucanbuildbetter projects;if youjust
hire clones, youdon'thave a full set of skills
oropinions.”

Zumaalready has anopendoor policy
that enables employeestotalktoothers,
includingthe managementteam,
toshareideasandair concerns and
issues. The companyhas also carried
outassessmentson potentialand new
employeestoensurerecruits are suitable
oradaptable toteamworking. "One of
theissueswe have faced,”says Nina, "is
that people are sometimes more usedto
hierarchicalstructures and the work|'ve
carried out suggeststhatthiscanbea
blocktoopennessanda cultureinwhich
allideas are valued. Giventhatthereisa
scarcity of talentinrenewables, we can't
always filter out people that don't exactly
fitour culture; sometimes have towork
with people to help change behaviour.”

As Zuma continuestogrow,itisalso
puttinginplaceleadership development
programmes and unconscious bias
training to create moreinstitutionalised
frameworks around which the company
culture candevelop. “We need to have
honestand open conversationsabout
our prejudices,” says Nina. “Weall

have them, but we needtorecognise
what they areandlearn howtowork
throughthem. At Zuma, we want to
ensure that communication around this
remains open—we want to promote an
environment of psychological safety.”



Zuma Energia's integration offsite:
discussing humanrights, diversityand
inclusion andrespecting differences
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Garden City: Building for the future

Kabir Chal
Real Estate

Actis, Kenya
kschal@act.is

James Magor
Responsible Investment
Actis, London

Jjmagor@act.is

In2011 Actis commenced construction
ofthe Garden City mixed-use
development, East Africa’s first
integratedresidential, retail, officeand
hospitality development. Theaimwas to
establishanew commercialhub serving
thenorth of Nairobi. Inthis article we
discussthreekeyaspects ofthe Garden
City development programme that are
providinginclusive, equitable benefits
toabroad demographicfromacross
Nairobi.

EquitableandInclusive Design

SDG 11:

Make cities
inclusive, safe,
resilientand
sustainable.

1 SUSTAINABLE CITIES
AND COMMUNITIES

N8

Target 11.3: By 2030, enhance
inclusive and sustainable
urbanisation and capacity for
participatory, integrated and
sustainable human settlement
planningand managementinall
countries.

Actis'first stepwas to defineamasterplan
for Garden City adhering to the principles
ofinclusive and sustainable design. Too
oftenretail-led mixed use developments
prioritise access for the wealthier
carowners, while deprioritisingorin
some casesdisregardingthe access
requirements of others. By contrast,
Garden City continuestoensure
convenient, safe access forabroad
demographicfromacross Nairobi. The
Garden City site was selected because it
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is strategicallylocated with easy access
fromthe major residential areas of Nairobi,
including publictransportroutesfromthe
lower-incomeregions of Garden Estate,
Ngara, Panganiand Parklands. Public taxi
standsarelocatedadjacenttoapedestrian
access gate, ensuring safe access forthe
non-car owning middle income groups
anda pedestrianfootbridgeis under
constructionacross the Thikahighway,
which separates the development from
residential areas tothe north. Tofurther
encourage adiverse range of visitors,
Garden City setaside three acres (10% of
theretailandresidentialland parcel) for
public openspace, which housesanopen
parkarea, amphitheatre and children'’s
parkandwater-playarea. Of course, these
measurestoensure safe, easy access

and equitable use of the facilities have the
associatedbenefit ofincreasedfootfall
inthe shoppingmall. The breadth of
demographicthatvisit Garden City mall
inturnattracts awide range of potential
tenants, suchasthe affordable dining
options availableinthe food court. A
virtuous win-win for Actis, the 450,000
peoplethatvisitthe malleach month
andthe 1,500 people whose livelihoods
dependonthe employment opportunities
provided at the mall!

Vocational Skills Training Programme

DECENT WORK AND

S DG 8: ECONOMIC GROWTH
Promote M
sustained, ‘I'
inclusive and

sustainable economic
growth, fulland
productive employment
and decent work for all.

Target8.6: By 2020, substantially
reduce the proportion of youth notin
employment, education or training

Afterthe shopping mall, the next
phasesaround the Garden City Precinct
comprised residentialand office
developments

GARDEN

CITY

BUSINESS PARK

Duringthe developmentand construction
phases, Actis sought to contribute towards
the growth and quality of the construction
industry by partnering with Arc Skills to
offerinternationally accredited training
toyoungpeople selected fromdifferent
community based organizationsinthe
informal settlements around Garden City.
Thetrainingwas practicaland continues to
take place onlive constructionsitesatthe
Garden City Residences and Business Park
developments.

Kenya's constructionindustry outputhas
risenonaverage 13% year onyearsince
2014. Thereisanestimated gap of over
500,000 mid-leveltechnicians, hampering
the country'seconomic growth prospects.

Actisandthe Garden City teamare helping
tobridge this skills-gap by partneringwith
Arc Skills to offerinternational, accredited
constructiontrainingto previously
unemployedindividuals.

300trainees enrolledfor the programme
at Garden City Residencesandafurther
150 have enrolledforthe programme
atthe Business Park. The training
focusesonconstruction-related

trade —formwork, carpentry, masonry,
plasteringand plumbing—andwith 35%
female enrolment—the programmesare
providing significant opportunities for
womeninthe constructionindustry.

With apassratetodate of 93%, and 71%
movingstraightinto employed work,

the Garden City vocation skills training
programmeis making a meaningful
differencetothelives of underprivileged
youngpeoplelivingin the vicinity of the
development. The programme notonly
provides aroute to paid work foryoung
menandwomen, as aconstruction
workerwith aninternationally recognised
qualification, the earning potential of the
graduatesisboosted.

Importantly, the training programme

has also delivered material benefits to

the contractorsandthe development.
Since theinitial pilot phase, all subsequent
phases have beenfundedfromthe
developmentbudget. The high quality
ofworkand strictadherence to safety
protocolsdemonstrated by the graduates,
has meantthat, inthe words of our Project
Manager "the programme pays foritself,
many times over”.



Arc Skills students at
Garden City, Nairobi

MeetingHousing Needs

SDG 11:

Make cities
inclusive, safe,
resilient and
sustainable.

Target 11.1: By 2030, ensure access
foralltoadequate, safe and affordable
housing.

Globally, theinvestmentrequiredto
reduce the housing affordability gap has
beenestimatedtobeashighasUS$650
billion peryear, or 1% of global GDP. In
rapidly urbanisingeconomies, suchas
Kenya, thereisanimmense shortage of
quality housingunits that are affordable for
middle-income households. Housingis a
keyareawhereinvestors canhave a social
and developmentalimpactin our markets.
Housingisfundamentalto achieving SDG
11, aimed at creating sustainable cities and
communities, which targets adequate,
safe andaffordable housingforallby 2030.

With thisinmind, the next phaseinthe
Garden City development planwas
launchedin 2019.In partnership with
ShapoorjiPallonji Real Estate (SPRE),
Actisis seekingtoaddresstoaddressthe
shortage of middle-income housing that
families can affordin Nairobi. At present,
600 affordable residential units are being
developed atthe Garden City site, builtin
three phases.

Garden City hasbeen designed to offer
usersagenuine‘live-work-play’ lifestyle
destinationforabroad demographic
across Nairobi, with the principles of
inclusive and sustainable development
embeddedacrossthe development.
Whether that'saccessto publicopen
space, retail, diningandresidential
establishments cateringtoabroad
demographic, orabusiness park
providing office space as well as critical
training opportunities toagender-
balanced group of young people, Garden
City offers ‘the perfect example’ of
inclusive, safe, resilient and sustainable
urbanisation.
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The Chayora Way
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Chayora, HongKong A ‘
Chayoraenablesaccesstoworld-class
digitalinfrastructurein China:forboth
internationalbusinesses and domestic
sectorleaders. Actis’ ShamiNissan
speaks toits Chief Executive, Oliver
Jonesabouthowheisdrivingadiverse
andinclusive culture atalllevels of the
firm.

Doyoubelieveitisimportanttothe
success of Chayorato havelocal /
regional talent onthe management
team? And gender balancedteams?In
what way?

Toensurewe canbecredibleand
demonstrate our capabilities, it was
particularlyimportant forustodraw on
thebesttalentand experience available
worldwide. Thisrequires adiverse mix of
genders, nationalities and regional experts
overlaid onthe technicaland managerial
skillsatthe heart of ourbusiness. The
technology sectoris particularly poorin
gender balance terms. Through Chayora's
involvementwith Infrastructure Masons,
anorganisation thathelpstechnology
professionalsto connect, growand

give back, we have beenvery activein
supportingthe IMinitiative toimprove
genderdiversityinthe sector. We
currently have relatively strongfemale
representation across the executive team
(onethird currently beingfemale againsta
technology sector norm of just 10%).

How did you go about securingthe
diverse talentwe seein Chayora
management teamtoday? What benefits
haveyouseenasaresultofthis?

Aside from gender, anationality mixthat
shows prospective customerswe are
'‘Chinesein China' whilst veryinternational
inourdealings hasledtoushavingan
executive team mix thatis now one third
mainland Chinese, one thirdinternational
Chinese, and one third non-Chinese.

We neededto haveindividuals who had
experience with many of our targeted
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customers fromthe globalcloud players
andimportantlyhadin-Chinadirect
experience withaninternationalfilter. This
recruitment specificationledustothe
currentteam structure—whichreflects
anaturalevolution from ourinitial (some
yearsago) much more internationally
dominatedteam structure. Theteam
ispowerfulonpaperandis startingto
show great culturalalignmentaroundthe
Chayoragoals and objectives —leveraging
the best of ourrespective backgrounds
togenuinely demonstrate the 'wholeis
greaterthanthe sumofits parts".

Inthe context of China, doyouseemore
attentionandvaluebeingplacedon
diversity by businessleaders? How do
leaders of international businessesin
Chinathink about diversity and which
dimensions of diversity feature most
prominently?

lamnot sure that Chinais particularly
focusedondrivingdiversity perseasit
oftenseems more of a Western construct
and concerntoday. Forexample,
historically womenin China have featured
much more widely and stronglyin senior
managementteams since the days of
ChairmanMaowhose noted'Women
Hold up Halfthe Sky' proclamationledto
Chinabeingfar more advancedingender
equality terms and ahead of the West's
more recentinitiatives. Ethnically China
itselfalsohas dimensions thatare often
missed by outsiders: while Han Chineseis
the dominant group, over 50 other ethnic
groups within Chinaare recognised, and
inlanguages, there are 8 major dialect
group andover 300(!) differentlanguages
spokenby the huge 1.4 billion population.
In Chinatherefore, beingaware of these
factorsandensuringwe do not convey
the whollywrongmessage that either
domestic orinternational solutions are
‘better'is essential, and emphasising 'the
best of Chinese with the best oftherest
oftheworld'is our focus —imposinglatest
Westernthinkingregardless of contextis
somethingwe strive notto do.

AsaCEO, howdoyoudriveaninclusive
cultureat Chayora?

Anearlylessonllearnedwas to seek out
andrecruit, retainandtry toinspire the
besttosupportgreatideas ... oftentough
inpioneering ventures and entrepreneurial
firms. Anotherimportantlessonwas
toavoidrecruitinginone'sownimage
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...and fromdirect personal experience,
theselessons have deliveredfar better
outcomesforme—solknowtheywork!
Accordingly we work hard to have the mix
ofthe best:whetheryoungerorolder,
male orfemale, local orinternational, and
of whatever national or ethnicbackground
makes sensetobuildabalancedand
strongteam. We are now working hard
toenhancealignmentacrossthese
spectrums with our core corporate values
centred onthe Chayora Way inwhich
beingpartofthe Chayorateamisthe
ultimate aspect, where we eachrespect
the contributions of others—regardless of
seniority or history—andstrive to seeteam
performance asthe measure of us all.

Tellus about the Chayora Academy—
whatareits objectivesand what was
behind your decisiontolaunchthe
academy?

The Chayora Academyis a coretraining
and development conceptdesigned
toenable sustainable, superior service
performance througheveryone
understandingtheirroles and overall
business objectives and underpinning
them with skills addition and coaching.
Whetherafrontline engineer, ora
member of ouradministrationteamor
ateamleader,we needalltoappreciate
and understand how theirindividual
contribution makes a difference to

the fulfilment of our corporate goals.
Everyone matters, as otherwise they
wouldn'tbe partoftheteam. Thisinternal
focus ofthe Chayora Academyis being
extended by establishingrelationships
withlocaluniversities through which

we can contribute knowledge to their
curriculumandinexchange gainaccess
tosmart, young, talentedinterns,
sponsorship programmes and graduate
recruits—somethingwe value and our
prospective customersalso appreciate
asdemonstrable and sensible corporate
socialand community engagement.
Overlayingour values ongender balances
canalsothenbedemonstrated—as

we didwitharecentgroup of interns by
underlining that we wanted 50/50 balance
to show our commitment. We havealong
way to go, but we are committedto doing
therightthingaswellas be acontributor
toboththe success ofthe Chinese
leadership's goals and also the dimensions
we knowto beimportantatamorelocal
community level.
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Oliver Jones with Professor Bin Liu,
President of Tianjin Vocational Institute
and Chayora's sponsoredguest speaker
Dean Nelson, of Infrastructure Masons
and Uber, and colleagues for the inaugural
international guestlectureinlate 2018.
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At the same time our portfolio
companies are not standing still,
andthe stories onthese pages
stem from the shared conviction
thatinvestinginhuman capital
atmultiple levels—through skills
development, enterprise and
livelihood transformation - is critical
tolongtermsharedvalue with our
communities and stakeholders.
Community license to operateis
somuch more thanfootball shirts
andplaygrounds—andlongterm
partnershipis fundamentalto
reputation, contribution to solutions
andbusiness success atthe country
level.



Actis Acts

Supporting Senegalese

communities through COVID-19

COVID-19isanunprecedented global
challenge but, like many crises, the most
impoverished aredisproportionately
affected. The communitiesaround Azura
Power's Tobene power plantin Taiba
N’Diayeare highly vulnerable andill
equippedto cope withan outbreak.
Preventionis essentialas controllingthe
spread andtreating patientsisan
enormous challenge alongside other
associated problems, suchas faminein
anagriculturally dependent community.

Actis Actsin partnershipwith Azurais
supportingthese communitiesin Taiba
N'Diayeinthis fightagainst COVID-19
andto build greaterresilience to deal
withfuture crises. The projectisraising
awareness about the virusandgood
hygienic practices as wellas empowering
women and young people, providing skills
andtoolstoincrease theirrevenue and
diversify beyond agriculture.

Some oftheinitiatives Actis Acts and
Azura Power are workingontogether
include:

— Teachingwomenandyoungpeople
how to manufacture soap usinglocal
products, and thentopackage, market
and sellit, skills that willendure beyond
the project

— Providingincome generatingactivities
allyearlong, forexample selling
products suchasbody cream

— Raisingawareness of theimportance
ofhygiene andhealth throughradio
and print campaigns

— Installing soap washing stations with
thermometersinkey publicareas, such
as markets, health centres and schools
andinfrontofhouses

— Establishingatailorassociation for
thelocalcommunity to make masks
forlocalcommunitiesandthefire
brigade. There were previously 3,500
masks (of which only 500 are regulated)
foracommunity of over 28,000
people. Thereis also potentialto make
uniforms for Tobene Power employees
instead ofimportingthem

— Providingfood supplies for 350 of the
most highly vulnerable households

— Involvingyoung people andwomen
inthe fightagainst COVID-19 by
includingthemin decision making and
astrategic stakeholder engagement
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Wearealso collaboratingwith Lekela’s
Taibawind farm (another Actis energy
platform) on community initiatives,
further scalingourimpact.

www.actisacts.org
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actis acts

Actis Actsis Actis' foundation
supporting charitable activities
linked to Actisinvestee companies,
local charities and humanitarian
crises affectingregions where
Actis operates. [t embodies our
values by seekingto leave a positive
and sustainableimpactonthe
communities surrounding our
investments. To date, we have
committed c.US700,000into 11
projects.


www.actisacts.org
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For moreinformation, please contact

ShamiNissan Lucy Heintz
snissan@act.is Iheintz@act.is

www.act.is/inclusion-and-diversity/

Sign up toreceive news from our Macro Forum
https://www.act.is/macro-forum-the-street-view/newsletter-signup/
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