
2019 GENDER BALANCE REPORT
Middle East

INTRODUCTION
Our commitment to being a Great Place to Work means we choose to continuously challenge the status-quo in the areas of gender, diversity and inclusion for all. We gather feedback from our people, our
peers and industry experts to ensure we remain at the forefront of gender balance, diversity and inclusion. Notwithstanding this, we recognise that we have more to do and we must ensure that we are
relentless in the commitment to be a workplace that is more inclusive and balanced.

Where are we today? What has changed?
In 2018, we published the first WSP Middle East Gender
Balance action plan. This 2019 report demonstrates our
progress against the 2018 plan and updates our actions
for 2019.

Since our 2018 action plan, we note the following updates:
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See Appendix to see where our Business Units sit when it comes to Gender Balance.

We intend to take actions that specifically target the 
known barriers to women in our industry and in our 
region. The actions we take are coordinated through our 
Middle East Gender Balance Steering Group (GBSG) 
consisting of diverse cross section of our experienced 
and influential business leaders and sponsored by our 
leadership team. 

We take feedback from all employees about our workplace, 
and in 2019 we took additional feedback from our Women 
in Professional Services (WiPS) Network. This feedback 
is essential to ensure we are doing the things that matter 
most to current and future employees. 

Over the past 5 years our response to feedback has
enabled an 8% improvement in females perceptions
of WSP as a fair workplace and a 5% improvement in
perceptions that WSP respects all of our people.

Data retrieved from our November 2018 Great Place to Work Survey

Diversity & Inclusion

said they 
feel they are 
treated fairly 
regardless of 
their age

said they 
feel they are 
treated fairly 
regardless of 
their race

80% 72%
said they 
feel they are 
treated fairly 
regardless of 
their sex

85%

of all new joiners 
are female

increase in women 
in leadership and 
management roles

increase in the number of women
represented in our Global Leadership
Forum community

of mothers return 
to work after 
Maternity Leave

increase in women 
in technical vs. non-
technical roles

88%

1%

11%

6%

18%
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2018 - 2019 BY LEVEL

+2%+4%

+1% +3%

-7%



PROGRESS UPDATE

What actions are in place to tackle these barriers?

There are several actions taken by WSP Globally and within the Middle East to support progress in gender balance and inclusion. These actions aim to 
strategically address the most prevalent industry barriers known to women and under-represented groups. 

It is essential to the attainment of a diverse workforce that we train our leaders to remove
UNCONSCIOUS BIAS. This is a critical goal for 2019.

We know that an inclusive workplace is one where the details matter, and there is little that 
is more impactful to culture than the words we use everyday.  We have noted and removed 
language in our everyday business vocabulary that is not inclusive.

Our leaders and role models are challenging the communities and industries we work in by
taking a lead as keynote speakers in the Tolerance discussion; ensuring we are represented at
progressive events within the regions we work.

On a global scale, we completed the UN Global Compact Women Empowerment Principles
(WEP) assessment. The assessment has identified key areas that we are working to improve, 
from policies to our partners and supply chain.

To support females in our sector and our workplace with ROLE MODELS AND
MENTORS, we are identifying and training career coaches in 2019.

We are also calling on all of our experienced employees to take roles as mentors, thought-
leaders and inspirational role models to women in WSP, and within our communities.

This effort is supported by our educational outreach programme that is already actively
working with educational establishments from school-level to post-graduates to promote
STEM careers to those studying within the countries we operate.

Our popular #engineeredHERway has featured our female role models for the last 2 years.
In 2019, we are pleased to move to #engineeredOURway which will feature stories
from our inspiring role models representing the diversity of our workplace.

To achieve our global target of 30% of middle-management and leadership roles held by women in 2021, we are taking the following steps in the Middle East business to increase our
ATTRACTION & RETENTION capabilities:

� A female new-joiner versus leaver ratio that improves year-on-year (currently 48:38)

� We will pursue recruitment of experienced hires to work on our iconic projects by insisting that leadership vacancies include women in a diverse shortlist

� Offering new positions that are attractive to the diverse candidates we wish to attract, through offers of flexible work patterns and inclusive language

� Assigning experienced mentors to our talented females at all levels

� Implementing WSP Middle East policies and behaviours that are best class in areas of work-life balance, equal rights and equal pay

� Continue to support, through leadership attention and funding, the activities of the WSP Women in Professional Services Network. In addition, we will actively participate in events, networks
 and cross-sector groups that progress the diversity & inclusion agenda in the countries in which we operate.

� Ensure our workplace design, site and office-based, cater to the needs of our diverse workforce. Including steps to engage our clients and partners to create workplaces for ALL.

� Continue to be held accountable by reporting progress to our leadership team, all employees and the external communities we serve.



VISIBLE IMPACT How have our 2018 Gender Balance actions impacted our people in 2019?
How have our actions impacted our people?

Commitment to enhancing our people’s 
benefits & work culture

Increasing our female intake for graduate 
and intern roles

Building awareness and showcasing  
female talent



Showcasing female talent on social media

Volunteering our expertise to 
academic communities

WEP Self-Assessment to identify gender gaps

Hosting events that break stereotypes Forming an influential group of Gender Balance steerers 

VISIBLE IMPACT How have our 2018 Gender Balance actions impacted our people in 2019?
How have our actions impacted our people?



Leading the way in diffusion of 
latest diversity & inclusion research 
and training

Promoting a #BalanceForBetter on International Women’s Day

Role-modelling inclusive language as
part of our WSP culture

Using influence at events which 
foster thought-leadership

Building relationships with 
cross-sector diversity leaders

VISIBLE IMPACT How have our 2018 Gender Balance actions impacted our people in 2019?
How have our actions impacted our people?

Inclusive terminology refers to speaking and writing in a way that does not discriminate against a particular sex gender, identity,  
culture, or ability. Inclusive terminology discourages stereotypes and cultivates spaces that value humanity over functionality. The  
future of workplaces is more educated, compassionate, and flexible than the historical workplaces of the of the past. Traditions  
are being replaced with social trends that are pressuring organisations to innovate at the risk of losing ethical credibility in a fast-  
evolving world.  
See below to explore ways in which WSP is ensuring language is the primary medium for inclusive leadership.



Developing programs to encourage females to 
pursue STEM careers 

New Job Advert Template highlighting diverse 
& inclusive working

Listening to our diverse workforce & ensuring 
they always feel considered

  EMPLOYEE FEEDBACK FROM THE 
  GPTW SURVEY RESULTS

VISIBLE IMPACT How have our 2018 Gender Balance actions impacted our people in 2019?
How have our actions impacted our people?

 

 

 
www.wsp.com 

NEW JOB 
Think bigger scale. Think higher profile. Think ground-breaking. Join 
WSP, and you’ll be at the heart of a team of international experts all 
dedicated to growing and sharing their expertise, and working on 
projects that transform society for all of us. 
 
Intro to the role 
 
WSP welcomes applications for part time and flexible working and 
would be happy to discuss potential options with you as part of your 
application. 
 
A typical week would include: 
 
 
We'd love to hear from you if you have: 
 
 
What if we can? 
 
What if we can have work-life balance? What if we can be rewarded in 
ways that support our individual needs? What if we can be accepted for 
who we are? Here at WSP – we can! 
 
WSP recognizes that work is only one part of our lives and making time 
for the other things in our life is important – be that our families, our 
friends or ourselves. So, if working from home, working part-time or 
having flexible start and finish time will help with this let us know as 
part of your application. 
 
As well as rewarding you with competitive pay, WSP offers standard 
benefits including first class medical cover, 25 days annual leave, and 
paid professional subscriptions. 
 
Be you, be happy - we strive to have a friendly and inclusive culture 
which respects and maximizes the contribution individuals can bring 
to WSP. We recognise the benefits that people with varying 
backgrounds and experiences can bring.  Here at WSP we positively 
encourage applications from suitably qualified and eligible candidates 
regardless of sex, race, disability, age, sexual orientation, gender 
reassignment, religion or belief, marital status, pregnancy or 
maternity/paternity. We will interview all disabled applicants who 
meet the essential criteria. 
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