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Making our workplace more equitable in every way 
is simply the right thing to do. Diverse, inclusive 
teams - and organisations as a result - thrive.

I want WSP UK to be a place where everyone feels 
respected, valued and accepted. I want you to be 
able to reach your full potential here and feel able 
to bring your true self to work. 

The WSP UK Diversity & Inclusion (D&I) strategy 
sits at the heart of this and seeks to build a culture 
where differences of all kinds are celebrated and 
valued, whether that’s gender, disability, ethnicity, 
sexual orientation or age.  Our three-year strategy 
sets out a journey and our commitment to 
embedding D&I into everything we do, and ensures 
we’re reporting progress against our objectives 
along the way to make sure we’re delivering what 
we said we would. 

As one of the biggest players in our industry we’re 
aiming high when it comes to D&I – striving to 
set the standard and lead by example, through 
behaviours that we believe in. We want to be 
recognised by our colleagues, peers and clients as 
an inclusive and authentic workplace. And we’re 
working alongside clients, external organisations, 
other businesses in our sector and industry bodies 
in order to continually improve and apply best 
practice. It’s how we’ll truly leverage the combined 
skills and ideas of our colleagues and create a 
stimulating, respectful, and enlightened work 
environment that will attract and retain the best 
people. 

Diversity & Inclusion Strategy   
2021 – 2024

MARK NAYSMITH
UK & MEIA REGIONAL CEO

I’ll be personally driving this, not just as the 
Executive Sponsor, and not because it is the 
corporate thing to do, but because it is the right  
and moral thing to do.

How it feels to work at WSP is something we can 
all contribute to, influence and nurture every 
day through our behaviour at work. We are in 
this together so let’s celebrate our diversity, 
let’s be inclusive and let’s together – openly 
and transparently – commit to and embrace our 
differences.

Introduction  
Foreword
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Belonging@WSP

WSP already has a strong set of guiding principles 
which colleagues across our business share. They 
articulate what we want to be known for, and 
represent how we do business, our culture and our 
behaviours. 

 � We value our people and our reputation. 

 � We are locally dedicated with international 
scale. 

 � We are future-focused and challenge the status 
quo. 

 � We foster collaboration in everything we do. 

Just as our guiding principles include everyone, 
we believe that D&I includes everyone.  
Belonging@WSP is an integral part of our 
approach to making sure that whatever 
similarities and differences we have, or whatever 
your background, we can all bring our whole 
selves to work and celebrate our differences.

 � Diversity is about recognising difference. 
It’s acknowledging the benefit of having a 
range of perspectives in decision-making 
and our colleagues being representative of 
WSP’s clients. Diversity includes our visible 
differences and it also includes our non-visible 
differences. 

 � Inclusion is about creating a culture which 
effectively incorporates differences without 
eliminating them and in which colleagues 
flourish individually and unite as a high 
performing team.

4 D&I STRATEGY (2021 -  2024)



Strategic Aims  
& Ambitions

The steps we set out in this strategy are bold and 
detailed. We pledge that by the end of 2024, WSP UK 
will have: 

 � Improved the balance of our workforce. 

 � A workforce that is more diverse, challenging 
ourselves year on year to improve.

 � Embedded D&I in all that we do, making it a 
practice and a culture that everyone at WSP UK 
understands and that all those we work with 
support.

 � Identified and, where appropriate, reduced our 
gender and ethnicity pay gaps. 

We want this strategy to be a clear demonstration  
of how we are committed to:

 � Keeping colleagues informed of progress against 
our 2021- 2024 Strategy.

 � Providing equity of opportunity to all colleagues 
and prospective candidates. 

 � Developing our colleagues so that we all have 
the knowledge and confidence to promote our 
inclusive culture.

 � Engage with our clients, supply chain and 
external partners to employ and promote best 
practise in D&I.

WSP is recognised by our 
colleagues, peers and clients as a 
safe, inclusive workplace where 
colleagues are authentic and 
challenge behaviours that do not 
support an inclusive culture.

WSP Ambition Statement
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What we have achieved so far

Industry Benchmarking
WSP uses several industry benchmarks to monitor and review its D&I performance against the sector. This 
helps us to set realistic targets and make sure we are on course for being a leading D&I employer. 

The UK population comprises: 

 � 14% of UK working age population are from Black, Asian and other minority ethnic (BAME) 
backgrounds, projected to increase to 21% by 2051 (Race in the Workplace, The McGregor-Smith Review, Feb 
2017).            

 � The UK population comprises 50.6% women and 49.4% men (Office for National Statistics, 25/01/21)

 � In the UK 72% of working age women and 78% of working age men are in employment (Office for 
National Statistics, 25/01/2021).

 � 19% of working age adults are disabled (Scope and DfT’s Family Resources Survey 2018-19). 

 � 2.2% identify as LGB (Office for National Statistics, 25/01/2021). There are currently no accurate figures 
for how big the trans community is, but Stonewall estimates it could be around 1% of the population 
(Stonewall 25/01/21).

Workforce diversity - sector averages

*HS2 EDI Annual Report 2019/20 which uses data from the Mayor of London’s 2020 report ‘Supporting diversity and 
inclusion in the infrastructure sector’, the Royal Academy of Engineering’s 2018 report, ‘Closing the engineering gender 
pay gap’ and analysis of the Office for National Statistics’ Labour Force Survey 2019 by GMB, the Construction Workers’ 
Union’. WSP statistics taken from December 2020. 
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https://www.gov.uk/government/publications/race-in-the-workplace-the-mcgregor-smith-review
https://www.gov.uk/government/publications/race-in-the-workplace-the-mcgregor-smith-review
https://www.ons.gov.uk/peoplepopulationandcommunity/populationandmigration/populationestimates/articles/ukpopulationpyramidinteractive/2020-01-08
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes
https://www.scope.org.uk/media/disability-facts-figures/
https://www.ons.gov.uk/peoplepopulationandcommunity/culturalidentity/sexuality/bulletins/sexualidentityuk/2018
https://www.stonewall.org.uk/truth-about-trans#trans-people-britain


WSP UK by protected characteristic (%)
December 2020 
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1

At WSP UK, between 60% - 70% of colleagues have shared their D&I personal information with us, except 
for gender (95%).   Of the data shared, WSP UK has above industry average representation of females 
colleagues and colleagues from Black, Asian and minority ethnic backgrounds. 

More than 20 different ethnicities are represented by our colleagues at WSP UK. When reporting the 
proportion of our colleagues from ethnic minority backgrounds, we have used the term BAME in this 
strategy as it aligns with the way in which our clients ask us to report and how they currently report 
their workforce diversity data. We recognise that BAME is a convenient reporting term and that whilst 
some people are comfortable with its use others are not. We also recognise that BAME encompasses many 
different ethnicities, the nuance and detail of which is lost when reporting data at a high level.  We will 
continue to review the use of BAME in line with discussions with our partner organisations. 
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WSP UK 2024 Targets
We believe that if we get diversity and inclusion right with our workforce, we will get this right for 
our clients and the communities we serve too.  We also believe that to improve diverse representation 
across our workforce, we need to measure and monitor our performance. We have, therefore, set new 
challenging workforce diversity targets for 2024.

The new targets have been set through a review of sources including industry benchmarking, the 
recommendations put forward by the consultancy group EY as part of the National Equality Standard 
audit, consultation with external partners regarding best practice and target setting in our sector. We 
have also aligned with the global D&I Committee and the WSP Global Strategy and Ambition 2022 – 2024. 
As we move towards and exceed these targets, we will review and adjust them over the lifetime of the 
strategy.

Our 2024 Targets

Ethnicity

14% of our colleagues are from a BAME background

30% of apprentice intake is BAME

20% of graduate intake is BAME

14% BAME ExCom members

Gender 

30% of our colleagues are female

30% of annual apprentice intake is female

40% of annual graduate intake is female

30% female senior and middle managers (P-06+) 

30% female ExCom members

LGBT+

5% of staff identify as 
LGBT+

Achieve Stonewall Silver 
Employer award

Disability

5% of staff identify as 
having a disability

Be a Disability Confident 
Leader (level 3)
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https://www.gov.uk/government/publications/disability-confident-guidance-for-levels-1-2-and-3/level-3-disability-confident-leader
https://www.stonewall.org.uk/workplace-equality-index-support-series-new-criteria-webinars


UK Strategy Targets and Performance

These targets are aligned with the WSP Global D&I Committee and the WSP Strategy 2022-2024 targets. The UK ambition is to 
meet and exceed these targets.

2024 
UK Target

2020
Actual

2019
Actual

2018 
Actual

UK Growth 
Strategy by 2021

Female 
apprentice 
intake

30%
42% no 

recruitment30% 31%

Females 
in the UK 
workforce

30%30% 28%30% 29%

Female 
senior and 
middle 
managers

30%
19% 19%

30%
14%

Female 
graduate 
intake

40%40%
31%40% 39%
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WSP is a partner of the Royal Academy of Engineering’s Graduate Engagement and Employment 
Programme (GEEP) and This is Engineering campaigns, and the Association for Black and Minority Ethnic 
Engineers (AfBE-UK). Through these organisations and STEM@WSP, we continually review new ways and 
routes to support and improve the under representation of students and graduates of ethnic and minority 
backgrounds with transitioning from school and university into their professional engineering careers.

Prior to 2021, WSP UK had not set targets in relation to colleagues from Black, Asian and minority ethnic 
backgrounds, and we will continue to review and update progress on our new targets through to the end 
of 2024.

Black, Asian 
and minority 
ethnic 
colleagues in 
the UK 
workforce

2019 
Actual 

12%

2020
Actual

10%

Black, Asian 
and minority 
ethnic 
apprentice 
intake

28%

No 
recruitment

Black, Asian 
and minority 
ethnic 
graduate 
intake

19%

2024 
UK Target

14%

30%

20%

14%
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Priority Actions for 2021 – 2024
Our society and communities are changing and to be our clients’ first choice in the 21st century, WSP 
needs to adapt to these changes. Harnessing a workforce that brings diversity of thought, innovation and 
creativity and that is reflective of the communities in which we live and work is a priority for WSP. We 
need to attract, develop and retain the best talent to be an employer of choice and create value for our 
clients, colleagues and communities. We solve important problems with creative solutions and to achieve 
this we need diverse talent.

 � Report our progress against our 2021 - 2024 Strategy to the UK Board and keep colleagues informed and 
engaged in the delivery of the D&I Action Plan.

 � Make sure our colleagues understand what D&I means to everyone at WSP. Partner with Pearn Kandola  
(the leading D&I Consultants) to provide both knowledge and context in D&I.

 � Identify routes for increasing our inclusive STEM and community engagement and promote opportunities 
for staff to get involved.

 � Promote conversations about D&I and provide the training, opportunities and Employee Resource 
Groups (ERGs) as well as the reporting procedures, data gathering and benchmarking to support those 
conversations. 

 � Engage with our clients, supply chain and external partners to employ and promote best practise in D&I.
 � Continual Improvement and introduction of best practice during the strategic plan cycle.

Priority Area 3: Develop our colleagues so we all have the tools 
and confidence to promote our inclusive culture

 � Review our leadership training and selection process with a D&I lens to ensure a balance of opportunities.
 � Reshape our PDR and promotion process with a D&I lens to provide equality of opportunity and improved 

transparency for development.
 � Review our parental leave policies and process, including the potential for a returners programme to better 

support those returning to the workplace.
 � Review our recruitment policy and process to make sure we reach, attract and recruit a diverse candidate 

base.
 � Review our disability policies and processes to ensure colleagues have the tools and environment in which to 

work equitably.
 � Identify, report and reduce, as appropriate, our gender and ethnicity pay gaps.
 � Review and align, as appropriate, our same grade/role pay gaps and retention rates.

Priority Area 2: Provide equity of opportunity to all colleagues

 � Measure our current position and be ready to act on the findings.
 � Challenge and revise our targets, year on year, to drive measurable progress.
 � Create and enact D&I action plans in each SBU and Management Services, informed by each SBU’s workforce 

diversity baseline.
 � Improve our workforce data collection – aim to achieve >90% completion by colleagues. 
 � By the end of 2021, have more robust data to be able to set a target for BAME middle and senior managers.  

Priority Area 1: Track our baseline and target change

These priority areas and actions form the basis of our D&I Action Plan 2021 - 2024, which details how we 
will enact the D&I Strategy 2021 - 2024.

11 D&I STRATEGY (2021 -  2024)



Governance and 
Benchmarking
D&I Committee
To support the implementation of our D&I Strategy, 
WSP UK has a D&I Committee. The D&I Committee 
was refreshed during 2020, to better reflect how 
we will deliver and drive the changes to our D&I 
programme. 

The D&I Committee will support the implementation 
of the D&I Strategy through:

 � Bringing each area of our business directly into 
the conversation through our dedicated D&I SBU 
reps.

 � Identifying the D&I challenges that each SBU 
and Management Services both share and that is 
unique to them.

 � Developing a tailored D&I Action Plan for each 
SBU to promote D&I from within.

 � Working with the D&I Director and D&I Manager 
to implement each SBU’s D&I Action Plan.

 � Collaborating with our ERGs to understand 
colleagues concerns and aspirations for the 
business.

 � Growing our colleagues understanding of the 
breadth of D&I through our ERGs and Comms 
Plans and encouraging involvement in D&I 
initiatives.

 � Sharing best practice.
 � Improving how we communicate our D&I actions 

throughout the business.  

Global Risk Register
The UK Chief Strategy Officer manages the UK KPIs 
in the global risk register.  Every quarter, the UK 
reports its progress against the UK Growth Strategy 
targets, and from April 2021, will include the UK D&I 
Strategy targets.

We will adjust these targets during the lifetime 
of this strategy to reflect any changes in the UK 
Growth Strategy and/or the Global Growth Strategy.
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How will this take  
us on our journey?
WSP is committed to realising all the opportunities 
that diversity presents to us and our people. We 
are proud to have a four-year strategy in place and 
to have made key achievements in the past few 
years.  At the same time we recognise we are still 
on a journey.  By 2025, we want to have reached the 
point where diverse thinking and inclusive action 
are fundamental behaviours at WSP. We want to be 
using our position as a leading professional services 
company to influence the sector and drive D&I into 
the core of what we do, across both the employee 
lifecycle and the delivery of our projects - from 
concept and design to management and operation. 

We know we will meet more challenges on our D&I 
journey, but if we keep working hard to embed real 
changes in how we operate, we will move away from 
a focus on numbers and targets and move towards a 
truly open and inclusive organisation, at all levels, 
which reflects the communities we work in, and 
represents all our different voices. 

Contact us 
For more detail on the priorities and actions set out 
in this strategy or to obtain an accessible format of 
this document, email UK-D&I@wsp.com.
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