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Introduction and Welcome

Welcome to the Institute of Water Equity, Diversity and Inclusion Report.
As the Board member representing EDI, | am delighted to share the 2024
survey results and analysis with you over the coming pages, alongside the
EDI Steering Committee. The EDI Steering Committee was set up in 2021
to ensure that our volunteers and members have support to be able to
deliver consistent, inclusive events and content.

At IWater, we are committed to a policy and culture of inclusion and equality for all our members, staff
and stakeholders. IWater strives to be a place where people with different perspectives and from
different backgrounds and experiences can come together, bringing valuable insights to enhance the way
we work. We bring this policy to life by educating on and promoting a culture of equity, diversity and
inclusion where we can value and recognise people’s differences.

Since first asking our members to complete an EDI survey in 2020, IWater has been on a journey. | am
really proud of what we’ve been able to achieve in the last 4 years with the focus and support of our
Board and EDI Steering Committee. None of this work would be possible without the brilliant Central
Team, who support and drive the work done by the EDI Steering Committee and Areas.

Measuring diversity data is crucial for promoting fairness and equity by identifying disparities and
informing targeted diversity, equity, and inclusion initiatives. Through this work, we ensure that our
Institute benefits from diverse perspectives and strengthens member engagement and retention.
Additionally, by tracking the demographics of our members, we are able to build reputation and trust
with stakeholders, including customers and sponsors, by demonstrating a commitment to EDI. Regular
measurement enables IWater to track progress, set benchmarks, and hold ourselves accountable, while
also guiding strategic decision-making as we continue to build and grow the Institute of Water.
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Survey Methodology

Objective:

The objective of the survey was to assess diversity and inclusion within the Institute of Water and to
understand how the Equity, Diversity and Inclusion (EDI) Committee can steer the organisational aim of
inclusivity:

e We are welcoming and actively seek to create a culture where people feel comfortable and able
to express diverse views and perspectives

e Our membership demonstrates how we value and respect people from diverse disciplines,
backgrounds, cultures and of differing levels of experience

e We work collaboratively to achieve better outcomes together.

Scope:

We chose to keep the majority of the questions the same as the 2020 survey to ensure we were able to
consistently measure the results. The full question set is available in the appendix.

The EDI Committee and Board agreed to add the new questions for 2024 to better understand the areas
which we would like to target for improvement as an Institute. A variety of questions in a diversity survey
captures a broad range of experiences and perspectives across different demographic groups, ensuring a
more accurate reflection of the organisation's diversity. By addressing multiple dimensions of diversity —
such as age, disability, sexual orientation, religion, and socioeconomic background —different questions
provide a holistic view of diversity within our membership.

Target Population:

The target population of the survey was all Institute of Water members. 191 members responded to the
survey, giving us a response rate of 8%. The response rate in 2020 was 559 (26%), meaning that there is a
limitation in data comparison. In addition to the ongoing efforts from IWater to become more diverse
and inclusive, the various Covid-19 related lockdowns of 2020 and 2021 may have impacted people’s
ability to work — thereby freeing up available time —and consequentially caused more members to
respond.
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Lessons Learned:

The lessons we learned whilst carrying out the survey were to include some additional ethnicity options,
to include a question about neurodiversity and to recognise that the social mobility questions may only
give limited insight. This is because social mobility data is based on how individuals grow up, and we
were interested in how IWater and the Water Sector enable members to move socially. Following early
peer review we would also tweak the wording of some of the questions, for example, question 4 could
read: "Is the gender you identify with the same as you were registered at birth?"

Survey Findings

Key Summary of Results:

? 46% 45 ) 99

of respondents were was the median age of of respondents
female, compared to respondents
33% of the water

industry

identified themselves as
having a disability
compared with 15% of
the water industry
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®

of respondents were

from a Black, Asian or
Ethnic Minority
background compared
with 7% of the water
industry

o

8% IR > 77%

of respondents viewed
IWater as an inclusive
organisation

of respondents identified
as Heterosexual/Straight

Detailed Findings:

Gender

Age

1%
The 2024 survey results identified 46% of members
as female compared with 38% from 2020 and 27%
from the 2015 survey.

This means our female membership is increasing an

average of 2% per year 539,
From Energy and Utility Skills Water Industry

Demographics (Appendix 1), 33% of the water
sector workforce is female compared with 48% for
all sectors.

= Female Male m Prefer not to say

The median age of respondents was 45.0, with the
lower quartile being 35.3 and the upper quartile
being 55.7. This meant that approximately 50% of
IWater’s membership were between 35 and 55.
From Energy and Utility Skills Water Industry
Demographics (Appendix 1), 9% of the water sector
workforce is under 24 compared with 11% for all
sectors

11% of respondents were over 60, from Energy and
Utility Skills Water Industry report 8% of the water
sector workforce is over 60, compared with 11% for
all sectors

m 21-29 = 30-39 = 40-49 = 50-59 = 60 orolder = N/A
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Race or Ethnicity

e 8% of respondents were from a Black, Asian or 2% 71%-'__11?;-1";
Ethnic Minority background compared with 7% of .
the water industry, an increase from 7% in 2020

e Most respondents were from the
English/Welsh/Scottish/ Northern Irish/British
category (79%) with the second most common
group being Irish (5%)

Disability

1 1% 1% 4

m English/Welsh/Scottish/Northemn
Irish/British
Irish

= Other White background

n N/A

= Any other mixed background
Chinese

= Indian

= Any other Asian background

u White and Asian

m Prefer not to say

= Bangladeshi

= African

= Any other ethnic group

Pakistani

o 9% of respondents identified themselves as having a disability
compared with 15% of the water industry, an increase from 3% in
2020 and compared to 2% in our 2015 survey

e Almost all said that their disability did not prevent them from
attending IWater events or accessing its services, however some
respondents said that their disability prevented them from
attending events, therefore we need to recognise and take action
on this

e From Energy and Utility Skills Water Industry Demographics
(Appendix 1), 15% of the water sector workforce identify
themselves as having a disability compared with 17% for all
sectors
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Trans

o 97% of respondents did not identify as Trans

1%

e  With 2% preferring not to say and 1% saying yes.

e ONS data shows that IWater membership has a higher proportion
of individuals who identified as Trans. ONS data shows that
female (0.52% or 131,000) and male (0.56% or 131,000) identified
as trans at the gender identity question.!

m No  Prefer nottosay mYes = N/A

Sexual Orientation

1%

3% 2%’ s 1%

o 88% of respondents identified as 6%

Heterosexual/Straight

e 6% identified as Bisexual, 2% as Gay/Lesbian and
1% as no sexuality. 4% of respondents preferred not
to say or preferred to self-describe.

m Heterosexual/straight Bisexual
m Prefer not to say m Gay/Lesbian
m Prefer to self-describe No Sexuality

1 Gender identity: age and sex, England and Wales - Office for National Statistics
N N N N N NN NN NN NN NN NN N N N NN
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https://www.ons.gov.uk/peoplepopulationandcommunity/culturalidentity/genderidentity/articles/genderidentityageandsexenglandandwalescensus2021/2023-01-25#:~:text=3.-,How%20gender%20identity%20differed%20by%20sex,at%20the%20gender%20identity%20question.

Religion

u Christianity
Atheist
= Agnostic

o 48% of respondents identified
themselves as Christian

u Prefer not to say
m lslam
e 26% as Atheist and 13% as Agnostic.

None
= Paganism

e 4% of respondents preferred not to = None
. o . n Hinduism
saY v.wth 8% belonging to other « Buddhiom
religions  N/A
= Pagan
= Catholic
Catholic
= No
= Mo strong affinity to any
m Judaism
Membership
0,
e 45% of respondents are Corporate 0 2% l_g— o u Corporate
members Associate
e With 36% being Associate members ® Fellow

and 9% Fellows

® Technician

4% \

e Note that the membership grades = Student
changed following the completion of Honorary
this survey and the next survey will - N/A

not be directly comparable

Do you regard the Institute of Water as an inclusive organisation?

e The 2024 survey shows that 77% of members think the Institute of Water is an inclusive
organisation, with 20% stating they don’t know and 3% stating they don’t think it is inclusive

e The data is very similar to results of the 2020 and 2015 survey:
o 2020 survey: 79% - inclusive, 19% - don’t know, 2% - not inclusive
o 2015 survey: 75% - inclusive, 25% - don’t know, 2% - not inclusive

e Reasons why people thought the Institute was inclusive included:

N N N N N N N N N N N N N N N N N N N N N NS
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o Open to everyone, no matter what background they have
o Itis a non-hierarchical organisation where members are all treated as equal
e Reasons why people did not think the Institute was inclusive or they were not sure included:
o More representation of minority groups needed (including in adverts/photos)
o Need a more diverse range of volunteers

o The industry as a whole needs to become more diverse

This data tells us:

High and Consistent Perception of Inclusiveness

Across 2015, 2020, and 2024, the majority of members consistently regard the Institute of Water as
inclusive, with positive responses remaining around 75-79%. This steady trend over nearly a decade
shows that IWater has established and maintained a reputation for inclusiveness among its members.

Persistent Ambivalence Among Some Members

A notable portion of members consistently respond with "don't know" (around 19-25%). This reflects a
group within the Institute of Water that may be either unaware of IWater’s efforts to promote
inclusiveness or unsure if those efforts fully address inclusiveness in a meaningful way. This ambivalence
could stem from a lack of visible diversity initiatives, communication gaps, or broader perceptions of the
water industry's diversity challenges.

Minor but Present Perception of Non-Inclusiveness

Only a small percentage (2-3%) across all surveys feel that the Institute of Water is not inclusive. This
minority opinion, while relatively low, is an area we could explore further to understand and address
specific concerns from those who feel the organisation could do more.

Social Mobility

In 2020, the Social Mobility Commission released their toolkit for employers to help them understand
the socio-economic background of their employees so that they can find, attract and develop employees
from all socio-economic backgrounds.

As a membership body whose membership is made up of employers and employees in the water sector,
we wanted to understand how our membership compares to the national benchmark and that it may
also prompt discussion between employers and their employees.

The main question which assesses this is: What was the occupation of your main household earner
when you were aged about 14?

R RN RN R R R R R e R R Rt R R e R R R R R N e
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Category of main IWater % National %
household-earner

Professional backgrounds | 61.26% 37%
— modern professional and
traditional occupations;
senior or junior managers
or administrators

Intermediate backgrounds| 10.47% 24%
— clerical and intermediate
occupations; small
business owners

Working class 27.23% 39%
backgrounds — technical
and craft occupations;
long-term unemployed;
routine, semi-routine
manual and service
occupations

Other, retired NA, prefer | 1.04%
not to say

Educational background and advantage

Which type of school did you attend for the most time between the ages of 11 and 167

This looks at extreme advantage. The Social Mobility Commission’s joint research with the Sutton Trust
and Elitist Britain? showed that independent school attendees are overrepresented in many of the UK’s
top jobs.

At 9.47% of respondents, we have a higher percentage of members who have attended an independent
school compared to the national average of 7%.

And on the flip-side, looking at our members whose backgrounds indicate extreme disadvantage our
membership comprises of higher than the national average - 20.11% versus 15%. This is those who
answer ‘yes’ to the question If you finished school after 1980, were you eligible for free school meals at
any point during your school years?

We asked the Social Mobility Commission’s fourth question: Did either of your parents attend university
by the time you were 187 Because we know have a number of graduates and ex-graduates as members.
Being the ‘first in family’ to attend university is an acute form of disadvantage and signals a lack of
support to navigate university and entry into the graduate workforce.

66.49% of our membership answered ‘no’ to this question compared to the national average of 49%.

2

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/811045/Elitist_Britain_2
019.pdf
N N N N N N N N N N N N N N N N N N N N N NS
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Actions taken since 2020

Following the survey in 20203, the EDI Steering Committee recommended and took forward a series of
actions. Please find a summary of the actions and progress below:

Governance and Leadership

Have a Board level Diversity, Equality and Inclusion (EDI) Champion
o Complete, the Board member has been Sarah Murray from 2018 — 2021, Rose Shisler
from 2021 — 2024 and Kara Sadler 2024 - present
e EDI is featured at all Board meetings
o Complete and on-going, the Board is highly engaged
e EDIlis on the agenda for local Area Committee meetings at least once per year
o Complete and on-going at a frequency greater than once per year
e Have a EDI Champion on each of our Area Committees
o Complete and on-going
e New activities are assessed for EDI impact
o Partially complete, there isn’t a consistent mechanism for setting up new activities but
those that go through the Board or Area Committees are reviewed for impact with the EDI
Steering Committee’s support

Membership

e Unconscious bias training is available for all members
o Notyet in place, opportunity to reassess the need and appetite for training with Area
Committees

Meetings, Conferences & Events

e Webinars have subtitle/transcript capabilities
o Complete and on-going

e All event invites mention EDI specific to that event
o Complete and on-going

e Accessibility, catering, content, format should be considered for all events/meetings
o Complete and on-going

3 Cover B - External Full Bleed

N N N N N N N NN N NN NN NN NN N N NN
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https://instituteofwater.org.uk/wp-content/uploads/2022/09/Diversity-Equality-and-Inclusion-Report-2020.pdf

e If possible, events should not clash with religious or national holidays
o Complete and on-going, religious and national holiday calendar is available to committees
and members and this is assessed at the Events Committee
e Speaker briefing to include awareness of our commitment to EDI
o Notin place but planned to be in place in early 2025
e A carer can get a free ticket to event when they accompany the person they care for
o Partially complete, central EDI support fund available and advertised for members to use,
this can include support of a carer

Professional Registration, CPD & Training

e Content and delivery of all courses are inclusive & appropriate
o Complete, 6 drop in training sessions have been held between 2022 and 2024 with 173
attendees
e Assessors are given EDI and unconscious bias training
o Partially complete, Royal Society video is offered as IWater does not have any in house
resources
e Professional Registration is promoted to underrepresented groups
o Not yet complete, creating a definition of who we mean by underrepresented groups
should be considered to help us track this

Prizes & Awards

Prizes and awards are inclusive of everyone in our membership
o Complete within allowed exceptions, e.g. areas committee member of the year is only
open to members who volunteer on a committee
Judging panels have had unconscious bias training and are aware of our EDI policy
o Notin place
Prizes and awards attract a diverse range of entrants (within scope)

o We only have one award where members can apply; CPD award. We have one volunteer
award where committees can apply - President's Cup. Committee member of the year is
nominated by and decided by each area committee. Allen Bolton is decided by the Chair

Feedback including diversity & inclusion invited from candidates and judges

o Complete, feedback is offered

Communications, Marketing, Outreach & Engagement

e All marketing & communications includes a diverse array of media (photos, videos etc)
o Complete

e Contributors & designers are informed of our commitment to EDI
o Complete

e All marketing & communication considers EDI in terms of its format (Dyslexia, font size, colour

blindness)
o Not yet complete, we will add this to our considerations for 2025 materials e.g. using
RNIB's accessible information and See it Right guidance.
N N N N N NN NN NN NN NN NN N N N NN

Equity, Diversity and Inclusion Report 2024 13



Employment

e Staff contracts include statement on expectations around behaviour and mention flexible

working

o Complete, flexible working implied in contract. Values and behaviour not included
e EDIis an agenda topic in staff meetings at least annually
o Complete and on-going
e 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
o Complete and on-going
e There is an environment where everyone feels valued and is able to perform to their best

potential

o Complete and on-going

Monitoring & Measuring

e Report on EDI to committees and annually to our membership at the AGM
o Complete, all Areas have a EDI Champion and have EDI as a standing agenda item.

e Compare EDI of membership with industry and other professional bodies at least every five years
o Completed as part of this survey

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

in terms of EDI

o Managed through the EDI Steering Committee
e Provide a EDI report to members based on the EDI survey

o Complete

Recommendations
Problem w-e are Action Owner Deadline
Addressing
Expand the Young Professionals Network (YPN) to VPN Board
Improve Inclusion for include a reverse mentoring programme for retired Member and
Retired and Older or older members, with at least 10 participating . Q4 2025
YPN National
Members mentors and mentees to share knowledge across Chair
generations.
Develop or procure and implement an educational
. . o . . EDI Board
Promote Understanding module on gender identity diversity, targeting all Member and
of Gender ldentity committee and board members, with at least 80% of EDI National Q4 2025
Diversity them completing the module to foster an inclusive Chair
culture.
. Schedule at least three webinars or events outside
Offer Accessible Events standard working hours and providing recordings or
Outside Standard g P & g Area Chairs Q4 2025

Working Hours

virtual access for members unable to attend in real
time.

A e e et oS o g S W oS o T oS oS e S S S a S a
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Address Overemphasis

Include sessions on balanced diversity education at

. . two 2025 events, with speakers addressing various Events 2025
Concerns on Diversity . | . . .
. perspectives on inclusivity, ensuring that attendees | Committee Events
Topics ) . .
find the approach balanced and informative.
Conduct a review of leadership diversity in Fellow
b H Memb d IWater Board
Increase Diversity in members, Honourary Members an a (?r oar ' . Q2 2025/
. roles by Q2 2025 and set a goal for a 10% increase in | EDI Committee
Leadership Roles . . Q4 2025
representation of underrepresented groups in
leadership positions.
Organise two new EDI events or tie into existing
Support Carers and Less events speakers who focus on less-discussed
. . . . . . Events
Represented Groups in diversity topics (e.g., caregiver support), with . Q2 2026
. Committee
EDI Events targeted member outreach to increase member
engagement among underrepresented groups.
Engage Assess who is currently using IWater mentorship
Underrepresented programme, understand potential gaps and how EDI Committee
Communities for improve member usage, with a goal to recruit 10 and Central Q4 2026
Mentorship and Career new participants from these groups into Team
Development membership or mentorship.
Enhance Event Provﬁde training on.aC(':essibIe technology (e.g., .
- hearing loops, captioning) for the Events Committee | Events
Accessibility through . . . Q4 2025
. and ensure these accommodations are available at Committee
Technology and Training . o
all events with over 50 participants.
Implement the EDI calendar and ensure all events
are planned with consideration of at least five
Recognise and Celebrate | different religious observances, increasing inclusivity .
. . . . . EDI Committee 42024
Diverse Religious Holidays | in scheduling and event content. Understand the Q
opportunity to cover off beliefs such as atheism and
humanism to ensure we are catering to all members.
Understand the potential benefit of any actions not
Understand Uncompleted
P completed from the 2020 survey and where relevant | EDI Committee | Q4 2024

Objectives

put these actions in place.

A e e et oS o g S W oS o T oS oS e S S S a S a
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Appendix

Appendix 1: Survey Questions

Please note, the questions that were introduced in 2024 are annotated with “new”.

(new) Q1. Membership grade - what is your current grade?

Q2. What is your age range?

Q3. What is your gender?

(new) Q4. Do you identify as trans?

Q5. Which of the following best matches your racial or ethnic identity?
Q6. Which of these best fits your sexual orientation?

(new) Q7. What religion do you belong to or identify yourself closest to?
Q8. Do you consider yourself to be disabled?

Q9. If you have a disability has this prevented you from attending our events or using any of our
other services?

(new) Q10-13. Social mobility:

o Q10. What was the occupation of your main household earner when you were aged
about 14?

o Ql1. Which type of school did you attend for the most time between the ages of 11 and
16?

o Q12. If you finished school after 1980, were you eligible for free school meals at any point
during your school years?

o Q13. Did either of your parents attend university by the time you were 18?
(new) Q14. Are you a volunteer with the Institute of Water? Tick all that apply.
Q15. Do you regard the Institute of Water as an inclusive organisation?

Q16. Please tell us how we could improve our equality, diversity and inclusion (Optional)

N N N N N N N N N N N N N N N N N N N N N NS
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Appendix 2: Energy and Utility Skills Water Industry Profile*

L ENERGY &
X UTILITY SKILLS

WATER INDUSTRY PROFILE
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N THE FOLLOWING AREAS IN 2021 7 OF VACANCIES THAT ARE
SKILLS SHORTAGES 2019:
CHANGE CHANGE
THE UK WATER INDUSTRY EMPLOYED: TR e "”““"
TREATMENT & SUPPLY ‘ ‘ SBZ
//, \\\\\\ 46,300 +6,400 (+220) +2100 (+5%)
(((f 58,300 q“ I 70,300 -l A &
\ ) IN2021 @ WATER
0%/ 24,000 +3.600 (+187) +2900 (+167)

CHANGE 2017 T0 2021 +21% &
CHANGE 2020 TD 2021 +6% #¢ ——»

‘ 24%
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201 247 207 = 17% !
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