
Water Industry Aotearoa  
Elevating the Need for Diversity

Female representation in 
the Water New Zealand
membership

What are WSP Opus doing about it?
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We have a role to play 
in helping to achieve 
the UN sustainable 
Development Goals, 
particularly SDGs 4, 
5, 8 and 10 helping 
our industry support 
Aotearoa New 
Zealand attain SDG 6

The Authors are extremely 
grateful for the support 
for this poster from the 
following organisations 
who responded so 
positively to our survey. 
Showing the importance of 
this topic to the industry, 
their organisations and 
why they shared the key 
information so willingly.

The authors received the data relating to the makeup of the 
active membership of Water New Zealand, within it’s various 
membership categories. There are 2,103 active members.
The data shows only 21% of the active members are female, and  
65% of graduates are female. This shows that more females are 
entering this industry and we have an opportunity to grow our 
leadership diversity by investing in our graduates.

Gender

• Zero Pay Gap c.f. 9.3% (2019 – NZ Stats).
• Targeting 30% female leaders by 2021 & a 

Supportive Network Group for female leaders.
• 48% of WSP Opus water team is under 35.

• 15% of staff in water teams work part time
• Improved parental leave policies for 

primary caregiver
• Launching a Rainbow Community 

employee group in November

Inclusivity

• 3% Representation - Targeting 5%.
• Sponsoring employment initiatives for 

young Māori and Pasifika into the industry 
– SPIES, Tupu Toa and First Foundation

Māori & Pasifika

15%
of our Principals/Leaders/

managers are female

What do we want to happen next?

By  

2038  

Increasing 
Customer demands, 
environmental 
concerns and 
economic 
globalisation

The water sector in Aotearoa is transforming from 
engineering and asset centric to a more technology-
enabled customer focus. The transformation is being 
driven by the emergence of new consumer and network 
technologies, and ever increasing customer demands, 
environmental concerns and economic globalisation.

It is clear that creating an inclusive culture has compelling 
benefits for our water sector, as such it is important to 
understand why Diversity and Inclusion is beneficial to 
our sector. With global and in particular Aotearoa’s water 
challenges intensifying, there is a growing imperative for the 
water sector to transform to harness the power of a diversity 
of thought to face these challenges as our current practices 
are not going far enough to advance innovation and creative 
problem-solving. 

Addressing the skills gap
The entire NZ engineering industry (incl. water sector) is  
in great need of more talent entering the supply chain.

number of engineers required 
across all sectors in NZ by 2025 
(reference Waugh 2019)

Greater diversity could 
result in significant benefits. 
By widening the net and 
employing more people 
from diverse backgrounds, 
the water sector could 
not only go a long way 
towards addressing its skills 
shortages but also enable 
more inclusive decisions 
to be made (research 
supports the notion that 
greater diversity yields a 
greater range of ideas).

Increasing diversity 
in engineering 
means taking 
purposeful action 
to proactively increase 
the inclusion of socially 
disadvantaged and disabled 
people, ethnic minority groups, 
women, lesbian, gay, bisexual 
and transgender (LGBT) people 
and other groups currently 
underrepresented at different 
points in the supply of skills 
into the profession.  

14,000
of the Local Government workforce 
are over age of 50, 50% of all 
Treatment operators are over 50 
(2011/12 study from Opus Environmental Training Centre)36%

 

During August 2019, we reached out to the majority of consultancies that help to service the water 
industry in Aotearoa. Ten consultancies supported this paper through sharing high level data on staff 
that work within their water teams, representing 1029 employees across the Aotearoa Water Industry.

This shows that the Water consultancy section, representing approximately 2% of the Design, 
Engineering, Science and Transport Professionals (DEST) workforce, is performing better than the 
wider statistical group in some areas, but there is still room for improvement.

What is clear from our findings is that a diverse workforce would bring together different, 
complementary skill sets, and would more accurately reflect the demography of society in terms of all 
forms of diversity, be that age, disability, ethnicity, gender, sexuality or other. This diversity is essential if 
the varied demands around the issue of urban water management and service delivery are to be met.

Age Workgroup vs DEST professionals

Measures of Diversity
• Only 3 out of the 10 water consultancies currently collect data on  

staff ethnicity, with others planning to do so in the future. 
• Currently, none of the water consultancies collect information on  

their workforce’s disability or sexuality.

Deliver a Diversity & Inclusion Strategy to 
communicate the commitment expected  
across the sector.

Promote targeted action plans that include things  
such as accessibility, LGBTQI+, cultural, age and  
gender equity amongst others.

Deliver a STEM outreach programme that can 
encourage younger people to engage with the Water 
Industry by focussing on the value they add to society 
and in protecting the environment.

Set aspirational targets for the Board, the workforce 
and the wider sector.

Provide a series of annual events within the 
programme, such as 
• Workshops on D&I (working with partners across  

the industry) 
• Focussed resource group to support Women in Water 
• Growing our Te Ao Māori diversity and awareness 

Form a working group to undertake review of own 
membership and link with the Water Workforce 
Capability Survey 
• Take action to increase diversity amongst the 

member organisations, including undertaking a 
wider workforce capability and diversity study to 
understand the performance across other parts of 
the water industry and its supply chain.

• Have measures and targets that are set and monitor 
them collate some information across the industry:

 ▶ contractors, 
 ▶ council departments, 
 ▶ operational/maintenance teams and down into 
universities etc that are feeding the conveyor  
belt of talent.

Why do we need to elevate diversity? How are water consultancies in  
Aotearoa performing?

Liam Foster, Troy Brockbank - WSP Opus and Water New Zealand

47% 
34% 

Under 
35 

47% of the 
staff working 
in water 
consultancy 
teams are  
under 35

compared to 
34% of DEST 
professionals

30% 

30% of staff 
working 
in water 
consultancy 
teams are 
female

over 42% of 
all staff  
under 25 are 
female

12% 

42% 

20%  
31%  

Over  
56 

12% of staff 
working 
in water 
consultancy 
teams are  
over 56 

compared to 
20% of DEST 
professionals

Technology 
is driving 
the need for 
new skills 
into the 
industry

We call upon Water New Zealand (with support from it’s representative organisations) to:

The aim being to ‘Create an inclusive and equitable water industry, reflective of the richly diverse communities we serve. “We are better together!”’
Ka ora te wai, ka ora te whenua, ka ora te tangata

60% 

42% 
Females 
under 
35 

Females 
under 
25 

Females

60% of the 
females 
working 
in water 
consultancies 
are under 35 

compared to 
42% of DEST 
professionals

26% 

compared to 
26% of DEST 
professionals

compared to 
31% of DEST 
professionals

47%
of scientists are female

65%
of Graduate members 

are female

50:50
Young Water Professional 

members group are at 50:50

The future looks better:

24%
of engineers are female

6%
of operators are female

NZ will be  
increasingly diverse 
 
and  

34%  
of the NZ workforce 
will be from the 
millennial generation


