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1 Foreword

“The Institute of Water has been inclusive and equal since it was
founded in 1945. In the early days membership was limited to
Superintendents, Foremen and people holding similar positions of
responsibility in Statutory Water Undertakings: definitely not diverse.

Today our members come from water companies, suppliers,
contractors, consultants, requlators and academia. Membership is
open to anyone with an interest in the water sector, from any
discipline and at any stage in their career and we have made marked
improvements on gender (increase in female members) and age
(reduction in over-55’s) since our first diversity survey in 2015.

This is largely due to initiatives driven by our Board Diversity
Champions — Sarah Murray and initially Robin Price - who have
helped us progress through a DEI framework and action plan. You
can read about both and their impacts in this report.”

Lynn Cooper, Chief Executive, Institute of water

“I’'m Sarah Murray, the Diversity, Equality and Inclusion (DEI)
Champion for the Institute of Water. | sit on the board of directors and
am responsible for our DEI policy and action plan. The Institute of
Water is committed to a policy of inclusion and equality for all its staff,
members and stakeholders. There has been lots going on behind the
scenes at the Institute of Water in terms of DEI and | am excited to
share some of the plans we have got for the following year. This
includes embedding DEI further into our organisation by having DEI
champions on each of our area committees. DEI is very important to
us at the Institute of Water and we always, welcome any questions or
feedback from our members.”

Sarah Murray, DEI Champion, Institute of Water

Diversity, Equality and Inclusion Report 2020 12/7/20 Page 3 of 13



Institute
of Water

2 Introduction

The first Institute of Water Diversity, Equality, and Inclusion (DEI) survey was undertaken in
2015 and the results were used to underpin our DEI policy, aims and action plan for the past
five years. In October 2020, a further survey was conducted using similar questions to those
asked in 2020.

This report presents key findings from the 2020 survey, information on the Diversity and
Inclusion Progression Framework and the Institute of Water 2020 DEI policy and aims.

3 Purpose and policy

The Institute of Water is committed to a policy of inclusion and equality for all its staff, members
and stakeholders. We recognise the value that a diverse water industry brings to society, and
we are committed to promoting these benefits. We aim to be representative of the industry we
serve and to ensure that there are no barriers to membership.

We are signatories of the Royal Academy of Engineering Diversity Concordat and the Science
Council Declaration on Diversity, Equality, and Inclusion. In 2020, the Institute of Water joined
over 40 other employers in making a commitment to ensure the Energy & Utilities sector
workforce is inclusive and diverse by signing the Energy and Ultility Skills inclusion commitment.

Out Diversity, Equality and Inclusion policy states that we will:

e Have a Diversity, Equality, and Inclusion Champion from within our Board of Directors.

e Have a Diversity, Equality and Inclusion Policy and Action Plan, which is reviewed
annually and reported at our Annual General Meeting.

e Have a Diversity, Equality, and Inclusion Champion on each of our Area Committees

e Ensure that our staff, our Board, Area Committees, and our volunteer communities
understand their role in ensuring that our membership offering is fully inclusive to
individuals and organisations irrespective of their size

¢ Benchmark ourselves against other professional bodies and employers in the sector.

¢ Deliver initiatives which enable us to promote under-represented groups.

e Encourage diversity among our volunteer communities, in particular our Area
Committees.

e Support the principle of equal opportunities for our staff, by seeking feedback and taking
action as needed.

4 Professional Engineering Institutions Progression
Framework

The Diversity and Inclusion (D&l) Progression Framework was developed in a collaboration
between the Royal Academy of Engineering (Academy) and the Science Council to progress
D&l across 63 engineering and science professional bodies. It provides a baseline against
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which to measure progress and gives insight into current good practice, challenges to progress,
priorities, and recommendations to drive change.

It builds on the Engineering Diversity Concordat and the Science Council Declaration on
Diversity, Equality, and Inclusion with the aim of helping professional bodies track and plan
progress on D&I. The framework asks professional bodies about progress on D&l in the eight
areas listed below, by setting out four levels of good practice for each.

Governance and leadership

Membership and professional registration

Meetings, conferences and events

Education and training, accreditation and examinations
Prizes, awards and grants

Communications, marketing, outreach and engagement
Employment

Monitoring and measuring

ONoOak®D =

The first collective benchmarking across engineering and science professional took place in
summer 2017 against the D&l Progression Framework. Twenty professional engineering
institutions and 21 Science Council member bodies self-assessed against the benchmark.

5 Review of previous year

The Institute of Water has been working hard on its DEI action plan and policy in the last year. As
part of our action plan, we have made a commitment to discuss DEI at every board meeting and
for our local area committees to put it on their agenda at least once per year.

Other area of the action plan includes:

- Increasing the print size in the magazine and ability to read online

- Producing a DEI guide for our volunteers and new members to be provided with
information on DEI

- Ensuring accessibility, catering, content and format are not barriers to our membership

- Trying to ensure diversity of speakers/presenters at all events

- Liaising with other professional bodies around what they are doing in terms of DEI

- Ensuring our feedback questionnaires include DEI

- We have recently signed the energy and utility skills inclusion commitment.

We have had some great events around DEI including a Black Voices in the Water Industry
webinar series which the Welsh area organised and a Women in Water webinar series that the
South East organised. In terms of the Science, Environment and Engineering conferences,
hosted by our vice presidents, its great to see a lots of young speakers being given the opportunity
to present and this is now embedded in the conference structure. There has also been some
articles regarding DEI in the Institute of Water magazine.

6 Survey Results

Gathering data on how diverse we are as an Institute and comparing ourselves to the industry
we serve will help us to understand whether our membership offering, including our professional
registrations and the events we run, truly serves to support the careers of everyone who works
in our industry.

-
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The first Institute of Water DEI survey was undertaken in 2015 and the results were used to
underpin our DEI policy, aims and action plan for the past five years. In October 2020, a further
survey was conducted using similar questions to those asked in 2020.

In total, there were 558 respondents to the DEI survey representing 26% of our membership
base compared with 337 respondents in 2015. Often underrepresented groups are more likely
to complete diversity surveys so this should be considered in these results.

The Institute of Water has a large volunteer base including local Area Committees, assessors
for professional registration, science, engineering and environment panels and other various
committees. Volunteers contributed to 38% of the responses to this survey.

A key summary of results can be found in figure 1:

37.5% 3%

of respondents were female compared of respondents identified themselves
with 20% of the water industry as having a disability compared to
industry average of 12%
7% 6.5%

of respondents identified themselves of our volunteers who responded

as from a Black, Asian or Minority identified themselves as BAME (14.3%

Ethnic background compared to of assessors, 7.5% of area committees)

industry average of 4%.*

2.9% 26.1%

of respondents were under 24 of respondents were over 55 com-

compared with industry average of 8% pared with industry average of 15%
Figure 1: A key summary of Diversity Survey results *In our 2015 diversity survey this figure was 4.2%.

A full breakdown of the different categories in the DEI survey results are:
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6.1 Gender
e The 2020 survey results identified 37.5% of Prefer not to say
members as female (Figure 2) compared with 27% , 7z 1%
from the 2015 survey ////’ %
¢ From Energy and Ultility Skills Water Industry /%%Female
Demographics (Appendix 1), 20% of the water / %38%
sector workforce is female compared with 47% for

N\

=

all sectors. Male
Our volunteers are reasonably representative of our %’/

61%
membership with 40% of volunteers identifying '%/////////////////’/

themselves as female.

b

N

Figure 2: Survey results: Gender

6.2 Ethnicity

The 2020 survey shows show 7% of members identify themselves as from a Black,
Asian or Minority Ethnic (BAME) background compared to 4.2% in our 2015 survey
From Energy and Utility Skills Water Industry Demographics (Appendix 1), 4% of the
water sector workforce identify themselves as from a BAME background compared with
15% for all sectors.

6.5% of our volunteers identify themselves as from a BAME background which includes
14.3% of assessors and 7.5% of Area Committees.

6.3 Disability

Yes

The 2020 survey shows that 3% of members
identify themselves as having a disability
(Figure 3) compared to 2.12% in our 2015
survey.

From Energy and Utility Skills Water Industry

Demographics (Appendix 1), 12% of the water %
sector workforce identify themselves as having
a disability compared with 15% for all sectors

6 . 4 Ag e (u n d er 2 4) Figure 3: Survey Results: Disability

The 2020 survey shows a percentage reduction in the number of members aged under
24 with 2.9% of members compared with 4% in 2015 (Figure 4)

From Energy and Utility Skills Water Industry Demographics (Appendix 1), 8% of the
water sector workforce is under 24 compared with 12% for all sectors.

2.6% of our volunteers are under 24 which includes 2.2% of Area Committees and 20%
of Young Persons Network Representatives.

Diversity, Equality and Inclusion Report 2020 12/7/20 Page 7 of 13



Institute
of Water

6.5 Age (over 55)

e The 2020 survey also shows a percentage reduction in the number of members aged
over 55 with 26.1% of members compared with 32.4% in 2015 (Figure 4).

e From Energy and Utility Skills Water Industry Demographics (Appendix 1), 15% of the
water sector workforce is over 55 compared with 19% for all sectors. The Institute of
Water membership base includes retired members so we would expect this to be higher
than the industry demographics.

e 23.9% of our volunteers are over 55 which includes 37.1% of assessors and 21.3% of
Area Committees.

30.00%

25.00%

20.00%

15.00%

10.00%

5.00% I I
r

0.00% -
16-24 25-34 35-44 45-54 55-64 65+ Prefer not to
say

™ 2015 ™ 2020
Figure 4: Survey Results: Age from 2020 survey compared with 2015 survey

6.6 Inclusivity
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e The 2020 survey shows that 79% of
members think the Institute of Water is an
inclusive organisation, with 19% stating that
they don’t know if it is inclusive and 2%
stating that they don’t think it is inclusive
(Figure 5).

e The 2015 survey showed that 74.8% of
members think the Institute of Water is an
inclusive organisation, with 23.6% stating
that they don’t know if it is inclusive and
1.6% stating that they don’t think it is
inclusive.

e Reasons why people thought the Institute
was inclusive included:

a. Open to everyone, no matter what
background they have

b. Itis a non-hierarchical organisation
where members are all treated as equal

¢ Reasons why people did not think the Institute was inclusive or they were not sure
included:

a. More representation of minority groups needed (including in adverts/photos)

b. Need a more diverse range of volunteers

c. The industry as a whole needs to become more diverse

Yes
79%

Figure 5: Survey Results: Do you think the Institute is
inclusive?

6.7 How can we improve?

There were many comments included under the question “Please tell us how we could improve
our diversity, equality and inclusion” which can be split into six main categories with the main
themes highlighted below:

Events Communication New initiatives/ Development/ | Access Volunteers
learning Support
Unconscious | Publishing survey Promoting More support for | Subtitles Increase
bias training | results membership to underrepresente | on videos | diversity of
schools/universities | d groups volunteers
More Conduct a review of Learn from other Great Area
diversity marketing and companies in the accessibili | Committees
events communication industry/other ty for challenged on
methods to ensure professional bodies events DEI
DEl is considered in
terms of its format
and authors

7 Going forward
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The Institute of Water recognises there is still lots of work that needs to happen in terms of DEI
with the survey results highlighting some areas for improvement. The results of the survey have
allowed us to focus our 2021 DEI aims and action plan highlighted below:

Governance & Leadership:

e Have a Board level Diversity, Equality and Inclusion (DEI) Champion

o DEl is featured at all Board meetings

e DEl is on the agenda for local Area Committee meetings at least once per year
e Have a DEI Champion on each of our Area Committees

o New activities are assessed for DEI impact

Membership

¢ Unconscious bias training is available for all members

Meetings, Conferences & Events:

¢ Webinars have subtitle/transcript capabilities

¢ All event invites mention DEI specific to that event

o Accessibility, catering, content, format should be considered for all events/meetings
o If possible, events should not clash with religious or national holidays

e Speaker briefing to include awareness of our commitment to DEI

e A carer can get a free ticket to event when they accompany the person they care for

Professional Registration, CPD & Training:

e Content and delivery of all courses are inclusive & appropriate
e Assessors are given DEI and unconscious bias training

o Professional Registration is promoted to underrepresented groups

Prizes & Awards:

e Prizes and awards are inclusive of everyone in our membership
e Judging panels have had unconscious bias training and are aware of our DEI policy
e Prizes and awards attract a diverse range of entrants (within scope)

o Feedback including diversity & inclusion invited from candidates and judges
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Communications, Marketing, Outreach & Engagement:

¢ All marketing & communications includes a diverse array of media (photos, videos etc)
e Contributors & designers are informed of our commitment to DEI

¢ All marketing & communication considers DEI in terms of its format (Dyslexia, font size,
colour blindness)

Employment:

o Staff contracts include statement on expectations around behaviour and mention flexible
working

¢ DEl is an agenda topic in staff meetings at least annually

¢ All employees are supported to develop the skills and abilities they require to carry out
their current and any likely future role in the organisation. Equality of access for all staff
to both training and development opportunities is key

e There is an environment where everyone feels valued and is able to perform to their best
potential.

Monitoring & Measuring:

¢ Report on DEI to committees and annually to our membership at the AGM

o Compare DEI of membership with industry and other professional bodies at least every
five years

e Learn from what other companies in the water industry and other professional bodies are
doing in terms of DEI

e Provide a DEI report to members based on the DEI survey
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af tha sactor's workforoce s
famale, compared Lo 47% for
all sectons

of the sectors workforce
dently themseheas as from a
Black, Asian or Minority Ethinic
background, comparad to 15%

for all sectors.

of the sector's workforce identify
themsehes as having a disability
compared to 15% across all sectors

of the sacctor's workforcs is
undar 24, compared to 12% tar
all sectors

of the sector's workfarce is over
55, compared to 19% for all sectors

WATER INDUSTRY DEMOGRAPHICS

53%

of sales and customer
service occupations are
male, comparad to 38%
for all sectors.

XD
&l
of managers, diractors
and senior officials ara
male, compared to 65%
for all sectors.

95%

Process, plant and
machine operatives ara
male, compared to

88% for all sectors.




