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Foreword

The Science Council and the Royal
Academy of Engineering are proud of
our decade-long partnership to develop
the EDI Progression Framework as a key
tool to help secure greater equity,
diversity and inclusion (EDI) in
engineering and science.

To be sustainable, our professions must
be able to recruit from all parts of society
and retain and progress that diverse
talent. By supporting professional bodies
in their Progression Framework self-
assessments, and delivering regular
science and engineering benchmarking
reports, we hold up a mirror for our
organisations to reflect on their progress
and what more they can do to advance
EDI through their range of functions and
activities.

Creating more inclusive cultures is a
continuous process of self-reflection,
planning and action. The Progression
Framework is a valuable tool supporting
each of these elements and contributes
to meeting the needs of the engineering
and science workforce of the future.

With a welcome increase in the number
of professional bodies taking part this
year, it is encouraging to see how the
Framework has supported measurable
progress, particularly the strong areas of
performance in governance and
leadership, coommunications and
marketing, and employment.

Royal Academy of Engineering

Where challenges continue, for example
in data collection, there are signs of
progress. Building trust and meaningful
engagement with memberships,
ensuring they feel represented, heard
and supported, is key to further
progression.

We thank the numerous professional
bodies that have shared their own
expertise, learning, resources, and
approaches to creating more inclusive
institutions. We thank all the
organisations who engaged with the
Progression Framework and contributed
their self-assessments that led to this
report and the recommendations for
further action across science and
engineering.

et

Dr Hayaatun Sillem CBE

CEO, Royal Academy of Engineering
CEO, Queen Elizabeth Prize for
Engineering

.

DRQ_DJQL\

Professor Della Freeth
CEO, Science Council

i
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Executive summary

Inclusion is not a destination but a
continual process. To serve society well and
meet the great challenges of our times,
engineering and science must welcome,
nurture, retain and learn from diverse
talents and perspectives. This is easy to say,
harder to do. Professional bodies and
learned societies in these sectors have a
role to lead the work in developing and
embedding inclusive practices.

The Progression Framework

This report presents findings of the 2025
Progression Framework benchmarking
exercise for professional engineering
institutions (PEIs).

The Progression Framework is a tool for
professional bodies and learned societies
that supports efforts to create inclusive
engineering and science professions. It
provides a structured framework to assess
and monitor progress on equity, diversity
and inclusion (EDI). The Progression
Framework is developed in collaboration
between the Royal Academy of
Engineering and the Science Council.

The Progression Framework assesses EDI
practice in relation to ten areas of
organisational activity against a five-level
maturity model. The ten areas of activity
assessed are:

1. Governance and leadership
2. Membership and professional
registration

W

Meetings, conferences and events
4, Education, training and examinations
5. Accreditation of education and training.

Royal Academy of Engineering

Prizes, awards and grants
Communications and marketing
Outreach and engagement

©® N o

Employment
10. Monitoring and measuring.

The five maturity levels are:

Level O: Not yet started or not applicable
Level 1. Getting ready

Level 2: Launching

Level 3: Progressing

Level 4: Embedding.

Participating organisations

In 2025, 45 organisations participated in
the benchmarking, which included both
PEls and science bodies. Of these, 26 were
PEls, and 26 were science bodies. Seven
were both a PEI and science bodly.

dldldld]ldldld]ld]d

BEOCS
GBERS
GEES
GBERS
EEES
GERS
GERDS
EERS
GEGS

Science body

Professional engineering
institution (PEI)

Both a science body and PEI

Self-assessment overview

PEls demonstrated strongest areas of
performance in:

e Governance and leadership

¢ Meetings, conferences and events
¢ Communications and marketing
¢ Employment.

Science Council
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PEI and science body sector median scores

1.01 Governance &
leadership
4

1.02 Membership
& professional
registration

110 Monitoring &
measuring

N\

1.03 Meetings,

conferences &
events

1.09 Employment

1.08 Qutreach & 1.04 Education,

engagement training & exams
107 Comms & 1.05 Accreditation
marketing

1.06 Prizes,
awards & grants

O PEI Sci body

1.01 1.02/1.03 1.04 1.05/1.06 1.07 1.08/1.09 110
PEI 3 2 3 2 2 2 3 2 3 2

Sci body 3 2 2 2 2 2 3 2 3 2

In the four best-performing areas, the
median self-assessed score was level 3,
progressing. All other areas achieved a
median of level 2, launching.

Progress has been made since the 2021
benchmark. For PEls, the strongest four
areas represent progression from level 2 to
level 3. Two additional areas of EDI practice
have progressed, rising from level 1, getting
ready, to level 2:

e Education, training and examinations
e Accreditation of education and training

Most PEls now embed EDI within their
governance structures, through
appointing EDI representatives to
committees and boards, and ensuring EDI
is a regular agenda item at meetings.
Many have established new groups and
committees with an EDI remit.

Membership practices remain at level 2,
but areas of good practice are apparent
and many PEls are proud of their progress.
In communications, diverse members are
showcased, and inclusive language and
accessibility standards adopted. Volunteers
and committee members receive EDI
training and guidance, and some
organisations report achieving more
diverse membership profiles.

Collecting and monitoring data lags other
areas of practice. Membership diversity
data collection is common, but disclosure
rates are often low. However, PEls report
ambition for greater use of data to inform
interventions, and most organisations have
planned next steps for tracking more
comprehensive data in areas across the
Framework.

As employers, PEls are embedding EDI
into policies and practices, to build more

PEI sector progress over time
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inclusive internal cultures that support
wellbeing and employee engagement.

Several organisations are role modelling
EDI leadership through external activities
and collaborative projects, demonstrating
sector influence across the wider
engineering ecosystem.

Recommendations

1. Enhance data collection, insight and
transparency

Organisations should continue their efforts
to establish data collection across all areas
of the Progression Framework. Consider
not only demographic data, but also
gualitative data about experiences of
equity and inclusion.

2. Strengthen strategy and leadership to
drive structural inclusion

Organisations should embed EDI into
organisational strategy, providing
direction, accountability, and a framework
for impact measurement. Diversify the
pipeline into governance and leadership
roles to strengthen decision-making, and
better reflect all commmunities served.

3. Expand capacity with collaborations,
partnerships and volunteer engagement
Many PEls are challenged with limited
resources and capacity, while serving a
diverse membership base. Volunteer
engagement and collaborations with
external partners can effectively expand
capacity, reach and impact of EDI efforts.

4. Foster trust and meaningful
engagement

To overcome cultural inertia, resistance
and scepticism among members to EDI
interventions, organisations must

Royal Academy of Engineering

proactively foster trust. Trust is built when
people feel represented, heard, and
supported. Be transparent in
communications and consult widely for
feedback and inputs on EDI plans.
Demonstrate that EDI plans will result in
an improved experience for all.

5. Ensure accessibility and inclusion as
core foundations

Accessibility and greater support enables
full participation for everyone, be it across
physical venues, digital systems, or
communications strategies. EDI should
feature visibly both as a topic in its own
right and as a lens applied to all internal
and external engagement.

6. Nurture an intersectional approach

Organisations need to move beyond
headline demographics to capture more
nuanced understanding. Barriers are not
experienced in isolation, and timely EDI
interventions need to reflect messy, real-
world complexity. An intersectional
approach considers how multiple,
overlapping identities shape experiences.

7. Strengthen sector leadership in a
changing environment

PEls and science bodies should collaborate
to exchange insights, amplify good
practice and support collective progress.
Given the increased resistance to EDI in
the current geopolitical climate,
organisations should consider how
programmes may need to evolve to
sustain effective leadership on EDI. A
community of practice can provide a
collective voice for EDI, and enable shared
navigation of external pressures.

VI
Science Council
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Introduction

This report presents the key findings of the
2025 Diversity and Inclusion Progression
Framework benchmarking exercise for
professional engineering institutions
(PEls).

Inclusion is not a destination but a
continual process. To serve society well and
meet the great challenges of our times,
engineering and science must welcome,
nurture, retain and learn from diverse
talents and perspectives. This is easy to say,
harder to do. Professional bodies and
learned societies in these sectors have a
role to lead the work in developing and
embedding inclusive practices.

About the

Progression Framework

The Royal Academy of Engineering and
Science Council are proud of their decade-
long partnership to develop the EDI
Progression Framework—a practical
resource for driving meaningful change by
creating more inclusive cultures. The
Framework supports ongoing progress
through structured self-assessment,

regular benchmarking against peers, and
the insights and actions that flow from this
process.

The 2025 benchmarking exercise is the
third benchmark, with previous
benchmarking exercises conducted in 2017
and 2021.

Section one of the Progression Framework
assesses practice in relation to ten areas of
organisational activity against a five-level
maturity model as summarised in Figure 1.
The ten areas of activity assessed are:

1. Governance and leadership

N

Membership and professional
registration

Meetings, conferences and events
Education, training and examinations
Accreditation of education and training
Prizes, awards and grants
Communications and marketing
Outreach and engagement

© NN W

Employment
10. Monitoring and measuring

The Progression Framework includes two
additional sections. Section two asks

Level 0 > Level 1
Not yet started

} Level 2
Launching

> Level 3

Progressing

> Level 4

Getting Ready Embedding

Has not yet started A case for change for  Actions are being Skills and capabilities  There is evidence of

considering EDI in EDI is emerging. launched. are developing and culture transformation
this area, or this area signs of progress are  and continuous
is not applicable. present. improvement.

Figure 1 The maturity levels of the Progression Framework

Royal Academy of Engineering Science Council
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gualitative questions about challenges,
progress and plans, and section three
explores diversity data collection methods
and disclosure rates achieved.

Further details of the Progression
Framework can be found in Appendix A
and on the Royal Academy of Engineering

website.

Methodology in brief'

All PEls and science bodies were invited to
participate in the 2025 benchmarking
exercise.

Responses to the Progression Framework
guestions are entered into a structured
Excel spreadsheet. These comprise
numeric scores for each of the ten areas,
along with qualitative information, for

example about actions taken or next steps.

Depending on the organisation size,

completion of the framework is typically

Photo from
This Is Engineering Image Library

T A full methodology is presented in Appendix C

Royal Academy of Engineering

carried out or coordinated by a leader
responsible for EDI. This may be the CEO, a
member of the executive team, or a
dedicated EDI leader. For larger
organisations, contributions may be made
from staff across the organisation
functions, while smaller organisations are
more likely to have one person with
responsibility for all EDI activity.

Completed Progression Framework
spreadsheets were returned to
Inclusioneering Limited for subsequent
analysis.

Each participating organisation received in
return a confidential individual report with
feedback on their progress. They were
then invited to join a workshop to discuss
the collective results. Along with the
analysis of Progression Framework
submissions, the workshop discussions
have informed the interpretation of sector
results presented in this report.

Science Council
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Participating organisations

In 2025, 45 organisations participated in
the benchmarking, which included both
PEls and science bodies. Of these, 26 of the
organisations were PEls, and 26 were
science bodies. Seven of these
organisations were both a PEIl and science
body. This represents participation of:

BEOSCS
BERSS
GBEESS
BEESS
BEESS
GERESS
GERSS

BERSS
BEGESS

e 60% of eligible PEls

e 72% of eligible science bodies. Science body

Participation of both PEls and science
bodies has steadily increased since the first
benchmarking exercise in 2017. This is
shown in Figure 3.

Professional Engineering
Institution (PEI)

RES

Both a science body and PEI

Figure 2 Participating organisations by type

Number of participating organisations over time

30
25 26
20 = 22 i
e d 4§
10

5

0

2017 2021 2025

m Science bodies m PEls

Figure 3 History of participation over the three benchmarks

Royal Academy of Engineering Science Council
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Organisation size

For some analysis, we have partitioned the
organisations by size, measured by the
number of members. Sizes were chosen to
given an equal number of organisations

(PEls and science bodies) in each category.

PEls +
Approx Number .

science
members  of PEIs .

bodies
Small <4500 6 15
Medium Up to 20k 9 15
Large > 20k n 15

Figure 2 Categorisation of organisation size

How organisations are using
the Progression Framework

The aim of the Progression Framework is
to support professional bodies to:

e Track EDI performance and progress

e Structure internal conversations about
performance and progress

e |dentify strengths and areas for
development

e Plan next steps for EDI progress

e Connect with and learn from other
organisations in the sector.

To understand how organisations are
using it in practice, and where they find

most value, we carried out a short survey
and a workshop discussion to learn more.

Organisations told us that they are using
the framework to understand how they
compare to others in their sector, and to
inform their next iteration of EDI strategy
development. The sector reports and their
individual reports raise awareness of good
practices of other organisations, relevant
benchmarks, and also where there are
shared challenges or areas of concern.
When presenting EDI plans to the board
and executive teams, we heard the reports
give supporting evidence so are useful
tools to gain senior-level buy-in and
commitment.

We observed that many organisations may
also use the framework as a reflective tool,
as they spend significant effort to gather
data and evidence of their actions in a
structured manner. We postulated the
exercise of completing the framework in
itself helps organisations to understand
their performance and progress. This
observation was supported by a poll and
discussion in the workshop, where 42%
participants shared it was mostly or solely
valuable as a reflection tool. This compares
to 21% who find it mostly or solely of value
as a comparison tool. 38% use it equally for
both (see Figure 5).

On balance, is the Progression Framework most useful as a
reflection tool or a sector-comparison tool?

»

Reflection <

17% 25%

@ Only as a reflection tool

Mostly a comparison tool

Mostly a reflection tool

» Comparison

38% 17% ()

Equal reflection and comparison

@ only as a comparison tool

Figure 3 How organisations use the Progression Framework (workshop poll of 24 organisations)

Royal Academy of Engineering
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Sector overview

Results of the self-assessment show
actions are underway across all areas of
the Framework. The radar chart in Figure 6
shows how PEls and science bodies self-
assessed their performance. Overall both
groups report similar levels of progress,
with the strongest areas of performance
for both in:

e Governance and leadership

¢ Communications and marketing

e Employment

In each of these areas, the median self-
assessed score was level 3, progressing. At
this level, the case for change is well
established, and qualitative data is being
gathered and shared. Sustained senior
level support is in place, and skills and
capabilities being built. There are high

1.01 Governance &
leadership
4

1.10 Monitoring &
measuring

1.09 Employment

1.08 Outreach &
engagement

1.07 Comms &

levels of collaboration, and clear signs of
change emerging.

Additionally, PEls reached level 3in
meetings, conferences, and events.

Of the 26 PEls, ten reached level 4 (the
highest level of maturity) on at least one
area of the Progression Framework, and 23
achieved at least one level 3, indicating
that most organisations demonstrate
strong performance in at least one area.

Both PEls and science bodies identified
lowest maturity in monitoring and
measuring, education and training, and
accreditation of education and training,
pointing to these as shared areas with the
most need for further development.

1.02 Membership
& professional
registration

1.03 Meetings,
conferences &
events

[ PEI

Sci body

1.04 Education,
training & exams

1.05 Accreditation

marketing
1.06 Prizes,
awards & grants
1.01 [1.02/1.03|1.04(/1.05/1.06/1.07|1.08|1.09 1.10‘
. PEI 3 2 3|2 |2 |2 3|23 2
Sci body 2 2|2 2 2 3| 2 3
All 2 2 213123

Figure 4 Median scores for each section of the Progression Framework Part 1 for PEIs, science bodies,
and all participating organisations combined. Median scores were calculated after removing sections

indicated as not applicable.

Royal Academy of Engineering
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The box and whiskers charts in Figure 8 sector score across all Framework parts is
show the distribution of scores for each 2.4 (i.e. not applicable sections are
part of the Progression Framework. Results removed).

for each part are described in detail in the .
We observed that smaller organisations

following sections. .
appear more likely to take a narrower,

When examining results by size of targeted focus in their EDI interventions,
organisation (PEls and science bodies while larger organisations are likely to have
combined), larger organisations appear to more resources that can be applied to
achieve a greater total score than smaller progress EDI more broadly across all areas.

organisations, but this result is not

statistically significant (Figure 7). The total Total score by size of organisations
(PEls and science bodies combined)

(aggregate) score is simply the sum of

scores on each Progression Framework 35

part. The plot also highlights that there are 20 -
a broad range of scores for organisations of -|-

all sizes. 25 x
Smaller organisations are less likely to have g 20 %% e

all the organisational functions of larger %

ones, which lowers their total score as not § 5 J_

all Progression Framework sections are 10 J-

appliable for them. Particularly education,

training and examinations, and > F(2:42) =29, p =006
accreditation are less often part of smaller 0

organisations’ operations. When this B Small BMedium BLarge

difference is accounted for, small and large Figure 5 Total score by organisation size (by

organisations show similar levels of number of members). Mean scores:

performance. The “normalised” mean PEI small =18.6, medium = 20.4, large = 24.5.

4 -|- -|- -|- I |:| Interquartile
range
3
i++LTJ ] I
X ) ¢ L Min and max

J- X Mean

]

J- J- mm Median
O .

®  OQutlier

Self-Assessed Score
N

) . 2 ] & >
(;(\\Q r;(\\Q O &\O(\ Qo(\ 'S*b & ,ac\f\ oS (\(\Q
& & ES A B R &0
QO
N Qv N o o
N RS ‘\Q

Figure 8 Box and whiskers plots showing distribution of scores for each part of the Progression
Framework
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Progress since the previous benchmarks

PEI sector progress over time

W

Median score
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02017 median
Figure 9 EDI progress over time

Progress has been made since the 2021
benchmark. For PEls, the median scores
on four Progression Framework areas have
risen from level 2, launching, to level 3,
progressing (see Figure 9):

e Governance and leadership

e Meetings, conferences and events
e Communications and marketing
e Employment.

Two areas have progressed from level T,
getting ready, to level 2:

e Education, training and examinations
e Accreditation of education and training.

Between the 2017 and 2021 benchmarks
there was only progression on a single
Framework area of activity.

More granular comparisons with the
previous benchmarks are unfortunately
not possible as limited historic data points
are available from the 2017 and 2021
benchmarks.

Royal Academy of Engineering

@ 2021 median

2 X
«b &\Oo ’D&C 0(\ k \(\q
S R4 N < &£
& S O &
((\\) Q)O ((\Q $\o
& NS \% 0
@ > :
¢ ¥

W 2025 median

In the four sections showing no change in
median score since 2021, it is possible that
maturity is developing, but slowly. Change
is not significant enough for an increment
(or regression) in median score. There may
have been a change that could be
reflected in mean scores.

It should be noted that in 2017 the
Framework had only eight sections,
becoming ten in 2021. The first version of
the Framework grouped accreditation
with education and training, and outreach
with communications and marketing. In
Figure 9, the 2017 scores for these
combined sections have been applied to
each of the corresponding separated
sections, to enable comparison over time.

The Framework was updated again prior to
the 2025 benchmark, but there were no
changes that restructured sections. The
three benchmarks of 2017, 2021, and 2025
are therefore broadly comparable.

Science Council
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1. Governance and leadership

Governance and leadership in professional bodies set direction, ensure

accountability, and shape standards of professional practice. Embedding EDI into

these structures aligns goals, informs strategic objectives, and role models

inclusive leadership for the sector.

2 2

PEI median PEI median PE|

2017 2021 2025

(Mean 2.7)

3

median

Figure 10 Summary of governance and leadership results

The 2025 benchmarking results for
governance and leadership show clear
progress from the previous benchmarks,
with the PEI sector median reaching
level 3, progressing. The case for change
is becoming established, with senior level
support that links EDI with organisations’
broader strategic objectives, and assigns
responsibility to named leaders.

X

0 1 2 3 4

Interquartile Min and I .
|:| range I— —| max X Mean Median

Figure 11 Box and whiskers plot showing
distribution of governance and leadership
scores

Royal Academy of Engineering

All 26 participating PEls provided
responses to this section. No organisation
rated their level as less than level 2, with
two organisations rating their progress at
level 4, the highest level of maturity.

A thematic analysis of the comments
provided in Progression Framework
submissions reveals the most commonly
described interventions and actions.

Almost 70% of participating PEls
commented that they have taken action to
embed EDI within existing committees,
including at the most senior levels of the
governance structure. This includes
appointing EDI representatives or
champions to committees and boards,
striving for diverse appointments, and
ensuring that EDI is a regular agenda item.
Some have embedded EDI within the
terms of reference for boards, committees,
and groups to promote diverse
membership and inclusive practices.

Science Council
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Common governance and leadership actions shared

Embed EDI to existing committees
Track data and targets

EDI roles in governance structure

Number of PEls

Figure 12 Commmon governance and leadership actions shared by participating PEls

Over half of participating PEls have
established formal EDI roles and groups
in the governance structure. For some,
this may be an EDI committee or working
group that reports to a senior level, while
others have formalised responsibilities
with a trustee or senior member being
named as leading on EDI. However, finding
people with EDI expertise at a senior level
can still be challenging.

While tracking data and targets was a
common theme, there was a wide range in
the extent and maturity of data tracking
practices in place. Organisations with
greater maturity routinely gather a range
of quantitative and qualitative data about
their governance (e.g. representation on
committees, and insights from surveys),
and regularly report EDI metrics to the
board and executive leadership. Some
have stated ambitions such as aiming to
achieve 40% women on boards. Many
organisations express ambition to develop
their EDI data practices further. Several
comment that new customer relationship
management (CRM) software will be an
enabler to achieve this.

Other themes discussed include creating a
strategic plan for EDI that may be
standalone or part of a broader strategy for
the organisation. Many organisations

Royal Academy of Engineering

include a focus upon upskilling and giving
training and guidance about EDI to
volunteers on their boards and
committees.

“D&I is consistently discussed

at council and committee
levels, with the Diversity &
Inclusion Advisory Group
providing formal advisory
input to BINDT Council. We
plan to review the Articles of
Association to better reflect
evolving D&l values.”

David Gilbert
CEO

The British Institute
of Non-Destructive
Testing

10
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2. Membership and professional registration

Membership provides the foundation of professional bodies and learned societies,

creating communities of practice and

a collective voice. They thrive when the

membership base is diverse and engaged. Inclusive experiences and equitable

access to development and registration support the sector’s full workforce.

2 2
2017 2021

PEl median PElI median

2

2025
PEl median
(Mean 2.4)

Figure 13 Summary of membership and professional registration results

The 2025 result for membership and
professional registration shows no change
to the median score from the previous
benchmarks, which is level 2, launching.

At this level, organisations have clearly
stated their ambition to increase diversity
of membership and registration, assigned
responsibilities for formulating plans, and
shared information so assessors have
awareness of EDI in decision-making.

25 PEls provided responses to this section.
Scores ranged from 1 to 4, with most

assessing their performance as level 2 or 3.

X

0 1 2 3 4
I:I Interquartile I_ _| Minand x Mean I Median
range max

Figure 14 Box and whiskers plot showing
distribution of membership and professional
registration scores

Results show that many organisations are
beginning to work at level 3, progressing,
committing to an action plan and
removing unintended barriers to greater
diversity.

A thematic analysis of commments shows
the most common interventions are about
inclusive communications, with around
70% of PEls commenting about these type
of actions. These include ensuring that the
website, social media, and
communications to members use
inclusive language and imagery, and meet
standards for accessibility (e.g. Web
Content Accessibility Guidelines 2.0).
Diversity of membership is celebrated, and
members from underrepresented
communities may be spotlighted as role
models to showcase contributions to their
field.

Many PEls reported that they provide
training or guidance about EDI for

11
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Common membership and registration actions shared

Number of PEls commenting

Inclusive commmunications m
Training and guidance m
Inclusive processes
Member feedback and consultation m

Figure 15 Commmon membership and professional registration actions shared by participating PEls

volunteers on boards and committees, and frequently commented next step for
for all staff and volunteers who assess organisations.

membership, fellowship and registration
applications. Some organisations make
unconscious bias and other EDI training “The Institution has, for some years,

available to all members through webinars embedded EDI in its strategy and has

or professional development portals. revised its governance structure and

It is also common practice to ensure that arrangements to ensure a more
inclusive processes are adopted relating diverse membership on all
to membership and registration, and for

panels/committees, but especially so

appointments to roles on committees and .
PP on the Board and Council. Over

boards. This includes process reviews and .
recent years, Presidents have focused
updates to be clear and transparent, and

routinely offering reasonable adjustments on EDI issues as themes for their

to applicants. Some organisations have presidential year, encouraging
created routes that increase access to dialogue, collaboration and change.
membership and registration for people The Board has supported this
from underprivileged and underserved development through the

communities, including refugees and recruitment of an Inclusivity

people from lower socio-economic
. Programme Manager and the
backgrounds. Specific funds, grants, or

reduced membership fees provide formation of EDI task groups, which

financial support needed to enable have driven forward our EDI agenda.”

participation. A few commented that they
offer support for people taking career

breaks for parental leave or other reasons.

Half of participating PEls commented that Darren Byrnes

insight gained fromm member feedback, Deputy CEO

surveys and consultation highlights
The Institution of

opportunities and informs EDI s
Structural Engineers

improvements. Greater tracking of data

about membership was the most

12
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3. Meetings, conferences and events

Meetings, conferences and events in professional bodies provide platforms to

share knowledge, build networks, and shape professional culture. Embedding EDI

into their design and delivery broadens participation, ensures accessibility, and

demonstrates inclusive practice to the

profession.

2 2
2017 2021

PEl median PElI median PEl median

3

2025

(Mean 2.5)

Figure 16 Summary of meetings, conferences, and events results

Median results show progression in
meetings, conferences and events from
the previous benchmarks, with PEls
achieving a median level 3, progressing.

There are pockets of action to increase
diversity of speakers and attendees, and
many organisations report having an
action plan for this. Satisfaction feedback is
sought at least informally after events.
Actions at level 3 are becoming
established, with many reviewing
marketing materials for inclusivity, and
committee chairs actively engaging to
make events inclusive.

F— X

0 1 2 3 4
Interquartile Min and I )
I:l range I— —| max x Mean Median

Figure 17 Box and whiskers plot showing
distribution of meetings, conferences, and
events scores

All 26 participating PEls provided
responses to this section. Scores ranged
from 1to 4, with most assessing their
performance as level 2 or 3. Comments
were provided by 23 PEls.

Thematic analysis of the comments show
that most organisations have taken action
to create a more inclusive experience for
participants. Events are planned to be
accessible (considering both physical
venues and online spaces), and some PEls
report considering inclusive timing for
events to avoid cultural holidays and to be
accessible for online attendees in other
time zones. Recordings and closed
captions are often made available. For
physical events, many mentioned making
inclusive food options available, and
several provide quiet and multi-faith
spaces at conferences.

Efforts towards increasing representation
of speakers and attendees from diverse

13
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Common meetings, conferences and events actions shared

More inclusive experience
Increase representation
Feedback and consultation

Inclusive marketing

Number of PEls commenting

Figure 18 Common meetings, conferences, and events actions shared by participating PEls

communities are also prevalent. Diverse
line-ups of speakers are actively sought,
and some PEls report interventions when
this is not achieved, such as challenging
organising committees, and in some cases
cancelling events.

Organisations report that they are taking a
reflective approach to event planning,
seeking feedback and consultation from
speakers, attendees, and partner
organisations after, and in planning for,
events. This ranges from informal
discussions to structured feedback
surveys.

Around half of the PEIs commented on
their marketing plan and materials for
their events and conferences, ensuring
that they use inclusive language and
imagery to reflect diverse communities.
They may use a range of communication
channels to promote events broadly.

As for many parts of the Framework,
greater tracking of data is a frequently
reported next step, particularly survey data
and demographic information about
speakers and attendees. Alongside this,
over half of the PEls are planning to
introduce guidelines and training for staff
and volunteers who plan events, and to
increase consultation with - and feedback
from - a diverse range of participants.

Royal Academy of Engineering

“At IWater, we are committed to
inclusion and equality for all staff,
members, and stakeholders. Our

Accessibility Support Fund,
launched in 2023, helps remove
barriers to attending events. Our
Events Committee works with the
EDI Steering Group to embed
these principles in every stage of

planning, from venue selection to

speaker diversity. As we approach
our fourth annual EDI Conference,
we continue to ensure our events
are welcoming, representative,
and accessible to all.”

Abbie Thornton

Institute
of Water

Events & Marketing
Manager

Institute of Water
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Diversity and Inclusion Progression Framework 2025 for professional engineering institutions

4. Education, training and examinations

Professional bodies deliver education,

training and examinations to set standards,

support professional development, and ensure competence across the sector.

Integrating EDI ensures opportunities

are open to all, supporting a more

representative, innovative, and resilient engineering workforce.

1 1
2017 2021

PEl median PEl median

2

2025
PEl median
(Mean 2.2)

Figure 19 Summary of education, training and examinations results

Progress can be seen in the sector median
score for education, training and
examinations, which has risen to level 2,
launching.

Participating PEls report that they have
ambition and plans to remove barriers to
multiple diversity groups. Around half have
assigned responsibility for this to a named
person, and data is increasingly used to
inform actions.

t X

0 1 2 3 4

Interquartile Min and I .
| range |— —| Max x Mean Median

e Outlier

Figure 20 Box and whiskers plot showing
distribution of education, training and
examinations scores

Responses to this section were provided by
17 PEls, of which 15 provided comments.
Many do not deliver education, training, or
examinations so this section is not relevant
to all PEls. For those that responded, most
rated their level between 2 and 3, with
none rating at level 4, the highest maturity.
A small number reported that they have
not yet started to consider EDI in this area.

Thematic analysis of comments shows the
most common intervention, reported by
about 85%, is to provide guidelines or
training about EDI for trainers and
assessors and those developing training
programmes. This may also be offered to
members of relevant committees. Typical
content is awareness of unconscious bias,
and accessibility and adjustments for
disability and neurodiversity.

Most PEls reported that they offer
reasonable adjustments to all learners and
candidates, which are put in place when

15
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Common education, training and examinations actions shared

Number of PEIs commenting

Guidelines and training for
assessors/trainers

Reasonable adjustments
Track data and targets

Inclusive & accessible content/delivery

Figure 21 Common education, training and examinations actions shared by participating PEls

needed and when reasonably possible. responsibilities to a named person, and
Some do this informally, while others have interventions to introduce new
established a process and guidelines for a programmes and qualifications designed
more reliable, repeatable approach. to broaden access.

60% of comments related to tracking
data. Diversity data is frequently collected
for learners and exam candidates, but
most organisations collect only partial data
(typically gender), or have begun only " .
recently. Expanding data collection was a A new suite of Infrastructure
frequently mentioned next step —along Eﬂg ineer gqua lifications has
with improving guidelines and training,

_ been introduced to improve
and practices around reasonable

adjustments. For each of these access to engineers and
intervention types, organisations may have

technicians working in the
begun work, but they also see the need to

continue to progress them. infrastructure sector who

Ensuring that content and delivery are SpeCia lise in more Widely

inclusive and accessible is a step taken by defined engineering roles.”
more than half of PEls that commented.

This includes making different modes of
learning available to participants, for
example physical, online and on-demand,
providing transcripts, and using inclusive

language and case studies in materials. In

examinations, actions include double-
. . . Steve Feeley
blind marking and care in exam date

Director Membership
Recruitment

selection.

A wide range of other actions were o o .
Institution of Civil Engineers

described, including regular review of

content for inclusivity, assigning EDI
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5. Accreditation of education and training

Through the accreditation of education and training, professional bodies define

expectations of quality and relevance for the profession. Applying EDI into

accreditation expectations ensures these standards reflect the diverse needs of

learners, support inclusive curricula, and encourage representative participation.

1 1
2017 2021

PEl median PEl median

2025
PEl median
(Mean 2.0)

2

Figure 22 Summary of accreditation of education results

The 2025 benchmarking results for
accreditation of education and training
show progress from the previous
benchmarks, with the sector median
reaching level 2, launching.

At this level, organisations have stated
ambition to use accreditation as a way to
encourage greater EDI in education and
training providers. Providers are
encouraged to check processes do not
unintentionally exclude or disadvantage
underserved groups. Many organisations
are working at level 3, with specific plans
and checks in place.

— —

0 1 2 3 4
Interquartile Min and .
| range |— —| max x Mean I Median

Figure 23 Box and whiskers plot showing
distribution of accreditation of education and
training scores

Royal Academy of Engineering

This section received responses from 20
PEls. Like for education and training, not
all PEls provide accreditation of external
courses, so this section is not relevant to
all. Self-assessment scores covered the full
range of O (not started) to 4 (embedding,
the highest maturity), with most inthe 1-3
range.

Sixteen PEIs made comments. Thematic
analysis shows a range of actions, each
with small numbers of organisations
commenting. The most common actions
shared related to the accreditation
assessment including EDI requirements,
and providing EDI guidelines for higher
education institutions and training
providers. These had seven comments
each.

Assessment including EDI requirements
relates to the assessment framework used
including requirements about accessibility,
equity, inclusion and diverse
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Common accreditation actions shared

Number of PEls commenting

Assessment includes EDI 7
requirements
EDI Guidelines for HEIs and 7
providers

Figure 24 Common accreditation of education actions shared by participating PEls

representation in programme content, diverse set of members to inform design of
delivery and outcomes. the accreditation process.

Four PEls commented more strongly that
EDI criteria must be met for accreditation
to be awarded.

Organisations offering EDI guidelines and
support use a range of methods to deliver

this. Often best practice and guidance is “Providers are q uestioned

shared during accreditation events or

visits. Others also have regular regarding EDA&, including

communication through the year, or may in detall on Cultural

share documentation such as an EDI

guide. In the context of accreditation, ==1dall Nng a Nnd the
some comments indicate that EDI and

accessibility are considered alongside Im porta nce Of Cu |tU ra l
topics of professionalism and ethics. development iﬂ Chemical

Four organisations commented that they

engineering.”

provide guidelines and training for
assessors, and the same number ensure
that reasonable adjustments are offered
and provided where possible for
participants in the assessment process.

Other comments show that there is desire

to track EDI data during the accreditation

r inform action few :
process to inform actions, but fe Rachel Baxter-Smith

organisations have yet implemented this.

There is also desire to more greatly D|r'e.ctor.of
. . Qualifications el I I
incorporate student voice, learn from
multiple diversity groups, and consult a Institution of Chemical
Engineers
18
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6. Prizes, awards and grants

Through prizes, awards and grants, professional bodies celebrate excellence and

invest in the future of the profession. Embedding EDI into these processes

showcases the full breadth of talent in the engineering sector and broadens

access to opportunities.

1 2
2017 2021

PEl median PElI median

2

2025
PEl median
(Mean 2.2)

Figure 25 Summary of prizes, awards, and grants results

The 2025 sector median for prizes, awards
and grants is level 2, launching. There is
no change from the 2021 benchmark, but
progress is evident since 2017, when the
median was level 1, getting ready.

At level 2, organisations have made a
commitment to increase the diversity of
prize award and grant applicants and
nominations. Criteria and processes have
been reviewed and updates made where
unintentional barriers are found.

X —

0 1 2 3 4
Interquartile Min and I .
I:I range I— —| max x Mean Median

Figure 26 Box and whiskers plot showing
distribution of prizes, awards, and grants scores

This section received responses from 24
PEls. Most gave a self-assessed level of 1- 3,
while two organisations rated their
progress at level 4.

Comments about their actions were
provided by 19 PEls. Almost all (18)
described interventions to increase
inclusion in the awards criteria and
processes. Steps taken include ensuring
that the judging criteria are accessible and
transparent. Many anonymise applicants in
the judging process to reduce bias. Effort
is made to diversify judging panels, and
judges may be given guidance to avoid
unconscious bias in their decisions. Some
organisations described increasing
pathways for selection and progression
through the process, such as introducing
nomination rollovers to encourage
applicants who may not have confidence
to reapply. Others actively involve regional
groups, special interest groups, and
external partners to encourage more
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Common prizes, awards and grants actions shared

Inclusion in awards criteria & process

Awards for EDI and underrep'd groups

Track data and targets

dI

Number of PEls commenting

7

Figure 27 Common prizes, awards, and grants actions shared by participating PEls

diverse nominations — addressing a
challenge mentioned by several of
attracting diverse nominations.

Several organisations name prizes, awards
or grants after a prominent person from an
underrepresented group in their field. In
awarding grants, one organisation with a
high level of EDI maturity described that
they share feedback with unsuccessful
applicants, and ask all prize and award
applicants — successful and not — for
feedback on their experience to inform
future awards.

Another commmon approach described by
PEls has been to introduce specific awards
for EDI accomplishments, and to
recognise achievements of people from
underrepresented groups. A related
approach taken by some is to introduce a
wide range of awards reflecting varied
career paths and stages. This category of
comments also includes offering specific
grants to of people from underserved
backgrounds.

There is recognition of the value of
tracking EDI data for prizes, awards and
grants. However, like in other Progression
Framework sections, current tracking is
often informal or limited only to gender.
There is desire to expand demographic
data collection.

Royal Academy of Engineering

“‘Over several years we have
improved inclusivity of our Big
Bang Competition. This includes
ensuring we showcase more
priority schools (that have a
higher percentage of students
from under-represented groups),
monitor the number of priority
schools, have diverse judging
panels, and offer EDI training
webinars for all judges. This has
created evident change in the

schools and young people being

in the final for the competition.”

Susi Farnworth

©)

EngineeringUK

INSPIRING FUTURES TOGETHER

and Inclusion

Engineering UK
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7. Communications and marketing

Communications and marketing support the visibility, influence and impact of

professional bodies. Integrating EDI ensures messages are accessible, inclusive

and reflective of the full diversity of the profession.

2 2
2017 2021

PElI median PElI median

2025
PEl median
(Mean 2.6)

3

Figure 28 Summary of communications and marketing results

Performance in the 2025 benchmark on
communications and marketing was
strong, with a median PEIl level of 3,
progressing. This is up from level 2 at the
previous benchmarks. At this level, many
organisations have a plan of action to
ensure positive messaging on diversity and
inclusion, and regular communications
about EDI topics. Many integrate EDI into
the overall coommunications strategy,
rather than treating it as a standalone
concern.

— X

0 1 2 3 4
I:I Interquartile I_ _| Minand x Mean I Median
range max

Figure 29 Box and whiskers plot showing
distribution of communications and marketing
scores

Royal Academy of Engineering

All 26 participating PEls provided
responses to this section. Self-assessment
scores spanned levels 1to 4, with most at
levels 2 and 3.

Comments were shared by 22 PEls.
Themes in the comments show the most
prevalent actions relate to ensuring EDl is
incorporated in the tone, images and
accessibility of communications,
publications and social media — shared by
17 organisations. Marketing materials are
made with reference to best practices for
inclusive imagery, language, tone of voice
and accessibility standards. Image libraries
and articles showcase diverse role models
who represent the profession, for example
interviews with committee members or
recent award winners. These practices are
often captured formally in checklists,
brand guidelines, or an inclusive
communications guide, which may be
shared both with internal teams and
externally with suppliers. Most planned

21

Science Council



Diversity and Inclusion Progression Framework 2025 for professional engineering institutions

Common communications and marketing actions shared

EDI in tone, images and accessibility

Campaigns targeting or about
underrepresented groups

Strategic action plan

Number of PEls commenting

17

Figure 30 Coommon communications and marketing actions shared by participating PEls

next steps also relate to this theme of
comments.

Fifteen PEls commented that they run
campaigns specifically targeting or
about underrepresented groups. For
many, EDI topics are a regular feature in
publications. There may be a EDI calendar
of cultural and awareness events that are
promoted, such as Pride Month or Women
in Engineering Day. Some campaigns
directly target or focus on younger
audiences and people from
underrepresented communities, both as
methods to raise awareness, and for
providing relevant, engaging content for
those communities. Some organisations
with higher EDI maturity actively involve
people from underrepresented groups in
developing their marketing campaigns to
ensure inclusivity and authenticity of
content. While most organisations do not
comment on public policy topics
concerning EDI, a few do, particularly
where topics intersect with their specialist
field.

Commented more so than for other
Progression Framework parts, EDI is often
included in a strategic plan for
communications and marketing. Data
tracking in marketing is common, but less
so incorporating demographic data. Many

Royal Academy of Engineering

plan to incorporate this as a next step to
better understand reach and impact of
campaigns.

“Since introducing an awareness
calendar last year, we've seen
increased participation from our
member networks in social media

campaigns and blog opinion

pieces. Coordinating activity
through the calendar allows us to
take a more proactive approach
and support a wider range of
initiatives, such as Visibility in
Engineering for UK Disability
History Month and Global
Accessibility Awareness Day.”

Fabiola Franco
Head of Marketing

Institute of Materials,
Minerals & Mining
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8. Outreach and engagement

Outreach and engagement activities enable professional bodies to connect with

wider communities, inspire future professionals, and build public trust in

engineering and science. Applying EDI ensures these efforts are accessible,

representative, and impactful across diverse communities.

2
2017

PElI median

PElI median

2
2021

2

2025
PEl median
(Mean 2.2)

Figure 31 Summary of outreach and engagement results

There is no change in the 2025

benchmarking results for the median

score for outreach and engagement,
which remains at level 2, launching. At
this level, organisations typically seek to
engage diverse audiences and to be
inclusive in the approach they take. Many
organisations also report making
conscious efforts to diversify the pool of
role models that represent them in

campaigns and activities.

— X —
0 1 2 3 4
Min and
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:I range I_ _|
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Figure 32 Box and whiskers plot showing
distribution of outreach and engagement

scores

For this section, 22 PEls provided
responses — some do no outreach and
engagement activity, so it is not relevant to
all. A small number reported they have not
started work in this area, while most score
between levels 1- 3. Four organisations
rated themselves at level 4.

Nineteen PEls provided comments. The
most commented actions relate to using
inclusive and accessible resources. This
includes ensuring diverse role models are
represented in cases studies, that the
language used is inclusive, and that
standards of accessibility are followed.

Taking it further, some PEls have run high-
impact campaigns that specifically
showcase diverse engineers and target
underrepresented communities to raise
awareness of the varied opportunities in
their field.

Many PEls reported that they work with
external partners specialising in STEM
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Common outreach and engagement actions shared

Inclusive and accessible resources
External partners
Track data and targets

Engage schools and students

Number of PEls commenting

Figure 33 Commmon outreach and engagement actions shared by participating PEls

outreach. One organisation commented
on the need to increase the numbers of
young people studying their specialist field
“dramatically”, a comment echoed by
several. Partner organisations help to
achieve broader reach for campaigns than
the PEI can achieve alone, and specialist
engagement skills are valuable for impact.
Other partnerships include organisations
focused on underrepresented
communities in engineering including
women, Black and ethnic minority
communities, social mobility, and students
with special educational needs and
disabilities (SEND). Industry partners,
museums and other professional bodies
are other types of partnerships made.

Like in other Progression Framework parts,
tracking EDI data was a frequent topic of
comments. Many monitor engagement in
STEM activities, and several organisations
have diversity targets about engaging
underrepresented groups, including socio-
economic background. Many comment
that limited demographic data is, however,
collected and plan to increase the breadth
of data collection.

Many organisations commented about
their work to engage schools and
students directly. Some have developed
relationships with targeted schools to

Royal Academy of Engineering

reach areas of higher need, such as schools
in areas of high deprivation, and schools
with high proportions of students from
underrepresented backgrounds.

“At IMechE, we work with partners
such as STEMAZING, Primary
Engineer, STEM Returners, AFBE-UK,
WES, SheCanEngineer and BDF to
support and advance our culture
and inclusion goals. Our Virtual

Work Experience programme, for

14- to 16-year-olds, has been
especially successful in engaging
underrepresented groups, giving

them a real insight into engineering
and the role of mechanical
engineers in solving global
challenges.”

Kristina Korsaks

Diversity and Inclusion
Officer

Institution of Mechanical
Engineers
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9. Employment

As employers, professional bodies shape organisational culture, provide career

opportunities, and demonstrate the values they promote externally. Embedding

EDI into employment practices ensures fair recruitment, supports staff

development, and models inclusive workplaces for the engineering industry.

2 2
2017 2021

PEl median PElI median

3

2025
PEl median
(Mean 2.8)

Figure 34 Summary of employment results

The median score for employment
practices in the 2025 benchmarking is
level 3, progressing, demonstrating good
progress from the previous benchmarks.
Employment is the framework part with
the highest mean level, with a mean score
of 2.8. At level 3, the case for change is
clearly established, senior-level support in
place, and capabilities are being built.
Many PEls have implemented flexible
working policies, with uptake by staff at all
levels including senior management.
Appropriate policies and guidance
regarding EDI have been established.
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Figure 35 Box and whiskers plot showing
distribution of employment scores

For this section, 24 PEls provided
responses. Self-assessment scores ranges
from levels 1to 4, with most scoring 2 or 3.
Six PEls gave a self-assessed score of 4, the
highest level of maturity.

A thematic analysis of comments reveals
the most commmonly described actions and
interventions. Some smaller PEls
commented that as micro-businesses with
few employees, some actions listed in the
Progression Framework criteria were not
feasible to implement. However, there was
similarity across organisation sizes of the
types of interventions described, with
variation only in details of what these look
like in practice.

More than 80% commented about HR
policies and procedures that they have
introduced, or reviewed and updated.
Flexible working and inclusive recruitment
were the most commonly mentioned by
PEls of all sizes. Others included setting
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Common employment actions shared

Number of PEIs commenting

HR policies and procedures
Track data and targets

EDI policy, guidance and training 4
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External partners

Figure 36 Common employment actions shared by participating PEls

clear expectations for behaviour in the Nine PEls described working with external
code of conduct, and policies such as partners that provide frameworks and
bullying and harassment, transparent pay support for their EDI actions, e.g. the Race
scales, leave - including maternity, at Work Charter, and Disability Confident.

paternity, compassionate and carer’s leave
- and menopause and wellbeing support.

“All new staff receive an induction on
the importance of EDI in IPEM. We
have flexible working at all levels,

About 60% commented about tracking
EDI data, with age and gender the most

commonly tracked demographics. Some
organisations also include disability, some compulsory EDI-related

ethnicity and other demographics. Due to training and robust policies for staff

small staff sizes, small PEls have more and volunteers. A disability expert

limited tracking than large organisations, has evaluated our recruitment

with privacy a particular concern. Many
. approach, and we have
organisations run engagement surveys

and focus groups that include EDI implemented some changes

questions to give insight into staff including increased awareness of
experience, and some disaggregate results recruitment bias. We have also

by demographic groups. Two PEls joined the Business Disability Forum

mentioned voluntarily calculating pay to access best practice and aim to

gaps (gender and ethnicity), the results of

) . ) mm [l r for
which are shared with executive acco odate a equests to

leadership or externally. reasonable adjustments.

A similar number of PEls described

introducing (or updating) an EDI policy,

and offering EDI guidance or training to Eva McClean
staff and managers. Training mentioned _
T ] Volunteer & Membership
covered a broad set of topics including Manager
sexual harassment, unconscious bias, , , Institute of Physics and
Institute of Physics and Engineering in Medicine

inclusive recruitment, disability, Engineering in Medicine

neurodiversity, and anti-racism.
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10. Monitoring and measuring

Monitoring and measuring enable professional bodies to assess progress, evaluate
impact, and ensure accountability in their activities. It is particularly important to
monitor and measure EDI interventions, to assess effectiveness, refine
approaches, and demonstrate progress towards a more inclusive profession.

2 2
2017 2021

PEl median PElI median

2

2025
PEl median
(Mean 2.2)

Figure 37 Summary of monitoring and measuring results

The 2025 benchmarking results for
monitoring and measuring remain
unchanged from previous benchmarking
exercises, at level 2, launching.

At this level, the organisation has a goal to
measure EDI progress and has one or
more people assigned this responsibility.
Data gathering is underway, although may
be limited to age and gender, and the
starting point has been captured to enable
assessment of progress.
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Figure 38 Box and whiskers plot showing
distribution of monitoring and measuring
scores

All 26 participating PEls provided
responses to this section. Self-assessment
scores spanned from level 1, getting
started, to 4, the highest level of maturity.
Most responses were in the range of 1- 3.

Nineteen PEIs shared comments about
their monitoring and measuring practices.
Thematic analysis shows most comments,
unsurprisingly, focus on data collection.
Comments span all areas of data
collection, but particularly mention
membership and staff data. There is a wide
range in the data collected, and this covers
both quantitative and qualitative
measures. Some PEls carry out only a small
amount of informal monitoring, typically
the smaller PEls, while others collect many
demographic data points. Age and gender
are the most commonly collected
demographic data. A few organisations
have sufficient breadth and volume of data
to carry out intersectional analysis. CRM
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Common monitoring and measuring actions shared
Number of PEls commenting

Data collection

Responsibility and resources
assigned

Data informs plans and action
Figure 39 Common monitoring and measuring actions shared by participating PEls

and HR systems are mentioned as the missing step that then enables data to

enablers to be able to collect and analyse meaningfully inform decisions and action
the data. Expanding data collection is a plans.

next step identified by about half of PEls.

Eight PEls commented about

responsibility and resources being

. L “The IET carries out regular,
assigned for monitoring and

voluntary diversity data surveys of

measurement. Responsibility may have

been assigned in a variety of ways, our colleagues, membership, and

including to a nominated staff member, a .
, senior volunteers. To better
leader, or to an EDI committee. In other

organisations, each team owns and understand the needs of our

controls their own data. Some reported colleague base, in 2024 we

that establishing responsibility is in carried out 30 in—depth

progress but not yet complete. Despite

. oo interviews with colleagues about
being a level 2 criteria, only about 50% of

organisations reported that that they have
monitoring and measuring responsibilities
established, and few organisations
identified this as one of their planned next
steps for progression.

Only eight PEls commented on how data
informs their goals, plans, decisions and
actions, and four commented they wished
to use data to inform evidence-based
action as a next step.

After expanding data collection, the most
commonly identified next step by PEls was
to define key progress indicators and
relevant baselines so that progress can be
monitored and assessed. This is likely to be

Royal Academy of Engineering

EDI and their wider experience at
the IET. Progress in monitoring
and measuring is published
annually in our public EDI Year in
Review.”

Laura Norton

Director WISE

and Technology
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Diversity data collection and disclosure

The heatmaps in Figure 40 show the
numbers of PEls that report they collect
diversity data, across six organisational
functions, and the disclosure rates
achieved on average. Disclosure rate
means the percentage of the relevant
group (e.g. members, employees) that
share their personal information.

The functions are:

e Governance and leadership
e Membership

e Professional registration

e Education and training

e Prizes, awards and grants

e Employment.

For each function, the Progression
Framework asks for information about
data capture of age, disability, ethnicity,
gender, transgender status, nationality,
pregnancy/maternity, religion, sexual
orientation, caring responsibilities and
socio-economic status.

Royal Academy of Engineering
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Results show that membership diversity
data collection is a common practice,

particularly for data about age and gender,

but about half of the participating PEls
also collect data about disability, ethnicity,

nationality, religion and sexual orientation.

Although disclosure rates for age and
gender are strong (above 85%), they are,
however low for all other characteristics
(below 50%). These results indicate that
there is ongoing work to do to build trust
and offer incentives for members to share
their sensitive personal data.

Data collection for volunteers with roles in
governance and leadership and for
professional registration of members is

also a common practice, with rates slightly

Number of PEls reporting
data collection of ...

below membership data collection.
Volunteers working in governance and
leadership roles have higher disclosure
rates than other members (50 - 70% for the
most sensitive data). While there may
remain work to do to increase this further,
this finding suggests that the closer
engagement with these volunteers helps
to encourage them to share their
information.

Data collection of employment is also
prevalent, and the strongest disclosure
rates are achieved here.

Areas with the lowest rates of data
collection are education and training, and

prizes, awards and grants.

Age
Disability
Ethnicity

Gender

Transgender status

Nationality

Pregnancy/ maternity

Religion

Sexual orientation

Caring responsibilities

Socio-economic status

Mean disclosure rate of ...

Age

Disability

Ethnicity 70%
Gender 88%
Transgender status 54%
Nationality 74%

Pregnancy/ maternity
Religion 50%

Sexual orientation 55%

Caring responsibilities

Socio-economic status

Highest

Figure 40 Heatmaps of (a) Diversity data collected and (b) mean disclosure rates achieved

Royal Academy of Engineering
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Diversity data collection methods

a. Data collection frequency

Participating organisations were asked
Percentage of PEls

how frequently they collect diversity data.

The most commmon response was that data

Annually collection is triggered by an event: 72% of
organisations collect data in this manner,
Every 2+ years while 28% responded that they have an
, annual cadence of data collection, for
Continuously .
example via a survey for members to

complete (see Figure 41a).

b. Top five data collection events

The primary points of contact with the

Percentage of PEls . . .
organisation that represent data collection

Member registration events are membership registration (72%

of PEls request data at this point), staff
Staff recruitment recruitment (32% of PEls), or

member/employee surveys (20% of PEIs).
Surveys

Other points of contact include
membership renewals, award of
qualifications and professional registration,

Quals or registration and applications for committee and board
roles (Figure 41b).

c. Data collection methods L
Over half of the participating PEls make

Percentage of PEls use of forms (e.g. registration forms) to
collect data (56%) and a similar number
Registration etc forms (56%) ]
collect data through their CRM system
0 . .
CRM system (52%). Many attribute this as an enabler for
membership data collection, while several
Survey commented that their legacy CRM

systems were a barrier to greater data
HR system .20% collection (Figure 41c).

Figure 41 Diversity data collection (a) frequency,
(b) events, and (c) methods

32

Royal Academy of Engineering Science Council



4

Diversity and Inclusion Progression Framework 2025 for professional engineering institutions

Analysis and reporting practices

Participating organisations were asked
what they do with diversity data that they
collect.

Responses were yes/no answers to three
categories of options, with space to add
comments:

e Data analysis
e Reporting and sharing
e Planning and taking action.

Results are summarised in Figure 42.

The most commmon data analysis is to
identify gender disparities, which is carried
out by 77% of PEls. Analysing ethnic and
disability disparities is conducted by 38%
and 23% respectively, and 46% analyse for
other disparities. This includes by age,
socio-economic status and geographic
location. Changes are tracked by 62%.

Top three analyses carried out by
PEls

100%
75%

(o)
50% 77% 62%
0%
Gender Tracking Other
disparities change over disparities
time

Over three-quarters of PEls share their
findings internally with staff or members,
the board, and relevant governance
committees. Data is published externally
by 65%, for example in their annual report.

Sixty nine percent reported using data to
inform design of EDI interventions. This
includes using data about membership
numbers, pay gaps, and survey data. EDI
interventions are monitored and evaluated
by 46% of PEls, while 50% report
conducting pay gap analysis. Both gender
and ethnicity pay gap analysis were
mentioned. Two of these organisations
analyse industry-wide pay data, rather
than analysing pay gaps for their staff.

Large organisations are the most likely to
carry out each of these analysis and
reporting practices.

Reporting carried out by PEls

100%

75%
e 77%
25%

0%

Governance Board Staff or Publish
committee members externally,
eg.
L in annual
Internal reporting to... report

Planning and action carried out by PEls

80%

60%

40%

20%

0%

Designing
interventions
based on findings

Figure 42 Analysis and reporting carried out by PEls

Royal Academy of Engineering

Monitoring and
evaluation of EDI  and/or reporting
interventions

46% 50%

Pay gap analysis
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Barriers to data collection and analysis

Top barriers to data collection & analysis for PEls

Small organisation or membership size
International membership

Low response rates

Uncertainty about use of data

Barriers due to registration process

Lack suitable data collection system

Percentage reporting barrier

42%
38%
35%
35%
35%
27%

Figure 43 Most reported barriers to data collection and analysis

Organisations were asked about any
barriers to data collection and analysis they
faced. The results are summarised in
Figure 43.

The most cited barrier is small organisation
or member size, given by 11 PEls (42%).
While many PEls may have thousands of
members, many are small and micro-sized
businesses with low numbers of staff. Nine
commented that they have fewer than 100
staff, and four commented they have fewer
than 20. Collecting data about employees
is therefore the larger concern.
Membership size was not described as a
specific barrier, other than for the large
numbers of members that each staff
member must support.

This can be particularly challenging for
international membership bodies due to
legislation differences regarding
demographic data in different territories,
as well as cultural challenges and differing
terminology used. Ten PEls listed
international membership as a barrier
(38%). Data about sexual orientation was

Royal Academy of Engineering

mentioned as a particular concern, with
disability and ethnicity data also
mentioned as problematic data to collect
internationally. Some organisations have
taken the approach to only ask for EDI
data in UK contexts.

Low response rates, uncertainty about use
of data, and barriers due to the current
registration process were barriers each
listed by 35% of PEls.

Uncertainty about the use of data includes
concerns about having enough capacity to
carry out analysis, and also about how to
use that data effectively and appropriately.
Some reported differing ideas and
attitudes regarding data analysis internally,
meaning alignment needs to be reached,
with clear policy agreed.

PEls reporting barriers due to existing
registration processes shared reasons such
as the CRM is not suitably set up for
capturing EDI data, or legacy systems and
manual data capture were used. Over a
quarter reported lacking a suitable
software system for data collection.
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Strengths

Part 2 of the Progression Framework asks
organisations to highlight what they are
most proud of and where they have made
progress. This section draws together the
common themes in their responses, and
draws out insights into the effective
practices observed across the sector.

Governance, leadership and
strategy

Across the sector, EDI is increasingly
embedded in governance and leadership
structures, with visible champions at board
level, formal committees, and integration
into strategic plans. PEls are proud of
culture shifts that make inclusion part of
everyday decision-making, and many
report tangible progress in diversifying
boards and committees.

Membership engagement

Institutions are progressively embedding
EDI within their membership structures,
creating special interest groups, inclusion
committees, and networks to reflect and
support diverse communities. Members
are consulted, and their feedback informs
interventions. Efforts to broaden
participation have led to shifts in
demographics, with some bodies
reporting more balanced gender
representation, more diverse membership
profiles, and new channels for early careers
engagement.

Royal Academy of Engineering

Diversity beyond gender

Beyond gender, several PEls noted
progress in other dimensions of diversity,
and many have support in place for
multiple groups including disability,
neurodiversity, ethnicity, LGBTQ+, and
socio-economic background. While many
do not yet have sufficient data for
intersectional data analysis, some consider
intersections such as gender with age, and
some have established more
comprehensive intersectional analysis.
There is growing recognition that taking
an intersectional approach is not limited to
demographic data analysis. Rather, this
can mean a holistic approach that invites
feedback and reflects upon experience
acknowledging the role of multiple-
intersecting identities. These organisations
design policies and practices, and offer
support (often via member groups) to
recognise and address overlapping and
interdependent barriers and needs.
Examples include support for early career
women, or a mentoring programme
considering multiple factors in matching
mentors and mentees.

Inclusive events, awards,
outreach, and communications

Events, conferences and public-facing
work increasingly prioritise diverse
speakers, accessible formats, inclusive
imagery/language, and clear codes of
conduct. PEls report that campaigns and
outreach elevate diverse role models, while
accessibility standards and planning
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checklists help inclusion become “business
as usual.”

Inclusive employment practices

As employers, PEls emphasised building
inclusive cultures internally, embedding
EDI into human resources policies,
training, and everyday working. Strengths
include flexible and inclusive employment
policies, staff networks, and role modelling
from senior leadership. Progress is noted in
recruitment practices, reducing pay gaps,
and building safe environments.

Improved data collection and
evidence-based action

Although there remains work to be done,
many organisations rightly expressed
pride at the progress made towards
systematic collection and monitoring of
diversity data, whether in membership,
awards, recruitment or governance. Some
PEls are reporting higher response rates
and more comprehensive data, which are
being used to design evidence-based
interventions.

Sector influence

Several organisations expressed pride in
their ability to lead or contribute to sector-
wide EDI initiatives, through publishing
toolkits and guidance, building
collaborative projects with other
professional bodies, and using
accreditation and standards to diffuse
good practice. Through these focused
initiatives, professional bodies are
demonstrating EDI leadership and
influencing the broader engineering
ecosystem.
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Challenges

This section summarises the key themes in
the challenges shared by PEls,
highlighting the barriers that affect their
progress on EDI.

Challenges relating to data

Many organisations highlighted difficulties
in collecting, analysing, and acting on
diversity data. Challenges include technical
barriers with legacy IT systems, and lack of
integration across platforms, leading to
complexity in collecting data from
members. Consequently, there is a move
to update these systems. For smaller
organisations, sample sizes are a particular
concern, especially regarding employee
data and ensuring privacy. Membership
diversity data disclosure is low for
characteristics beyond age and gender,
indicating trust may be lacking to share
more sensitive information. Without
robust data, many comment it is difficult
to identify gaps, measure progress, and
target interventions effectively.

Limited resources and capacity

A recurring theme is the lack of staff and
time dedicated to EDI, especially in smaller
organisations. Many report competing
priorities, and some have listed buildings
limiting accessibility improvements.
Central teams often lack capacity to
coordinate EDI across large memberships
that comprise many member groups and
branches. Many PEls rely heavily on their
volunteers and member-led branches, but
this can make consistent implementation
of EDI difficult to achieve.

Royal Academy of Engineering

Cultural inertia

Embedding EDI into organisational culture
takes time and consistent effort. Several
organisations noted challenges in shifting
traditional processes, overcoming
resistance or scepticissm among members.
For some, ensuring buy-in across diverse
professional and international contexts
remains difficult, as they believe that staff
and members do not fully understand the
value of EDI and public support is waning.

Sector-wide gaps

A lack of diversity in the wider engineering
profession directly impacts membership,
governance, and leadership pools.
Organisations reported particular
challenges in increasing representation of
women, ethnic minorities, disabled
professionals, and people from lower
socioeconomic backgrounds. This extends
to fellowship applications, event speakers,
award nominees, and judges, where the
same individuals are often repeatedly
called upon, risking overburdening people
who step forwards as role models.

Political climate

Organisations flagged the impact of
broader political and societal changes,
especially the rollback of EDI programmes
in the US. These external pressures create
uncertainty and can reduce confidence in
EDI initiatives. Education system
challenges, such as STEM teacher
shortages, create challenges for
engagement with underrepresented
students.
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Next steps

Looking ahead, PEls outlined their
priorities for the next 12-24 months. This
section draws together the common
themes shaping their future work on EDI.

Strengthen data practices

Across each of the ten Progression
Framework parts, strengthening data
collection and use was a consistent next
step, which was echoed in the priorities
shared by PEls for the next 12 - 24 months.
Many organisations plan to expand the
range of data captured, integrate data into
new CRM systems, and use insights to
inform strategies and measure impact.

Build support, guidance and
training

A next step also cited in self-assessments
across Framework parts was expanding
EDI guidance, and training. To support
underrepresented members, some PEls
plan to launch mentoring schemes, and
provide targeted support for professional
registration and development. Increased
guidance and EDI training is planned to
upskill staff and volunteers involved in
assessment, judging, communications and
marketing, education and training, and
committee and event planning roles.
There is a desire for EDI to become a
routine part of everyday business.

Embed EDI strategies

Many PEls mentioned launching or
updating EDI strategies and action plans,
often linked to broader organisational
strategies for the next three to five years.

Royal Academy of Engineering

These strategies aim to embed EDI across
governance, operations, and culture.

Improve accessibility and
inclusive practices

Planned work includes making physical
and digital spaces more accessible,
aligning systems and processes with
accessibility standards, and reviewing
communications, events, awards, and
accreditation practices for inclusivity. Some
institutions are prioritising specific areas
such as disability, neurodiversity, and
gender retention, seeking to ensure that
inclusion is embedded across all aspects of
activity.

Governance development

Several organisations plan to continue to
develop their governance and leadership
to better reflect the communities that they
serve. This includes seeking to attract
greater diversity of boards, committees,
and volunteer leadership, particularly by
encouraging more early career members
and women into leadership roles. Others
plan to embed EDI more firmly into
governance terms of reference and
decision-making processes, including use
of equality impact assessments.

Build collaborations

Organisations recognise the value of
collaborations to increase their capacity,
reach and influence. A number of PEls
identified plans to collaborate more widely,
such as through partnering on initiatives
with other PEls and sector groups, or
building shared toolkits.
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Conclusion

The 2025 benchmarking exercise
highlights that collectively PEls have
initiated EDI action across the Progression
Framework. Strongest areas of
performance are in four areas, each of
which demonstrate progress since the
2021 benchmark:

e Governance and leadership

e Meetings, conferences and events
e Communications and marketing
¢ Employment

The sector median has reached level 3,
progressing, in these areas. Performance
improvements are also seen in education,
training and examinations, and
accreditation practices.

Most PEls now embed EDI within their
governance structures, through
appointing EDI representatives to
committees and boards, and ensuring EDI
is a regular agenda item at meetings.
Many have established new groups and
committees with an EDI remit.

Membership practices remain at level 2,
launching, but areas of good practice are
evident and many PEls are proud of their
progress. Communications showcase
diverse members, use inclusive language
and meet standards for accessibility.
Volunteers and committee members
receive EDI training and guidance, and
some organisations report achieving more
diverse membership profiles.

Royal Academy of Engineering

Collecting and monitoring data lags other
areas of practice. Membership diversity
data collection is common, but disclosure
rates are often low. However, PEls report
ambition for greater use of data to inform
interventions, and most organisations have
planned next steps for tracking more
comprehensive data in areas across the
Framework.

As employers, PEls are embedding EDI
into policies and practices, to build more
inclusive internal cultures that support
wellbeing and employee engagement.

Several organisations are role-modelling
EDI leadership through external activities
and collaborative projects, demonstrating
sector influence across the wider
engineering ecosystem.
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Recommendations

Each PEI has received a tailored report e e hniciansiviake [t HapaEak

with individualised recommendations. This This Is Engineering Image Library

section brings together collective priorities
for the sector, highlighting actions that
can help organisations deepen their
progress on EDI and strengthen their
impact across engineering and science.

!

1. Enhance data collection,
insight and transparency

Organisations should continue their efforts
to establish demographic and experiential
data collection across all areas of the
Progression Framework. For focus and
impact, begin by defining requirements
and approach for the next priority action
areas, rather than trying to tackle
everything at once. Consider any baselines
and benchmarks needed to track progress,
reveal actionable insights, and measure
success, and think about both lagging and
leading measures. Lagging measures
change indirectly as a result of an
intervention (e.g. change in membership
gender diversity). These can be used to
measure long-term success, while leading
indicators tend to be more closely linked to
specific goals of an intervention (e.g.
increased membership applications from
early career women, following a marketing
campaign).

For organisations procuring new IT
systems, such as CRM systems, identify
system requirements early that will enable
your desired approach to EDI data -
changes once systems are configured are
more complex and costly. Consider not
only demographic data, but also

qualitative data about experiences of
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equity and inclusion, through surveys,
feedback, focus groups or interviews with
diverse stakeholders.

Ensure that all requests for sensitive data
clearly explain the purpose of data
collection. Give information about what
the data will be used for, what you aim to
achieve, and how the data is protected.
Share KPIs and report analysis results
openly (without compromising individuals’
confidentiality). Transparency is important
for building trust and will help to
encourage greater disclosure over time.

2. Strengthen strategy and
leadership to drive structural
inclusion

Many organisations create a strategic plan
for EDI that aligns with organisational
goals and objectives. We encourage this
practice for all PEls. This will help to focus
efforts and embed EDI into the priority
areas for the business, providing direction,
accountability, and a framework for impact
measurement and continuous
improvement of EDI activities.

The sector should take coordinated steps
to broaden the pipeline into governance
and leadership roles, particularly for
women, early career professionals, and
other underrepresented groups. This will
strengthen decision-making, and better
reflect the communities served. Current
leaders should role model inclusive
leadership, and support structures such as
mentoring, networks, and targeted
development programmes to strengthen
progression and retention.

Organisations with greater EDI maturity
are introducing Equality Impact
Assessments as a part of policy
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development, programme design, and
strategic planning, to evaluate decisions
for their effects on diverse groups. This
helps identify and address potential
inequalities early, ensuring fairness,
respect, and inclusion are built into
processes by design.

More immediate actions can include
appointing named EDI leads in
governance structures, and making EDI a
standing agenda item in committees to
ensure consistent consideration of
inclusion in decision-making.

3. Expand capacity through
collaborations, partnerships and
volunteer engagement

Many organisations have reported positive
outcomes from their strategic partnerships
and collaborations. Collaborating with
other PEls and organisations that offer
specialist support for underrepresented
communities can effectively expand
capacity, reach and impact of EDI efforts,
whether in outreach, training, events,
membership and employment support, or
sector influence.

For smaller organisations, working with
partners may be a particularly important
enabler when staff capacity is low. Some
organisations comment that they have
developed procurement policies to ensure
alignment of external suppliers with their
organisational values and EDI ambitions.

Engaging motivated volunteers through
EDI committees and member branches
provides a valuable way to extend capacity
and drive progress on the EDI agenda
across the membership.

It is important to provide consistent, role-
specific training for volunteers,
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committees, assessors and staff that goes
beyond awareness to include practical
actions for equity and inclusion within the
scope of their responsibilities. Guidance
and induction processes can establish
clear expectations and strengthen delivery
of the EDI agenda across the
organisation’s work and communities.

4. Foster trust and meaningful
engagement

To overcome cultural inertia, resistance
and scepticism among members,
organisations must proactively foster trust
and meaningful engagement with their
membership. Trust is built when members
feel represented, heard, and supported.

Cultural resistance and negative reactions
to EDI messages often come from a place
of distrust and concern. It can be helpful to
continuously reinforce messages about
equity and inclusion, alongside those
about increasing diversity, to reassure and
demonstrate that EDI plans will result in
an improved experience for every member.

Clearly explain the purpose of EDI
initiatives, how data will be used, and how
equity benefits all members.
Communicate progress openly and
engage sceptics with constructive
dialogue. Consult membership widely for
feedback and inputs on EDI plans, and
consider the full membership journey,
from sharing information in onboarding,
through to professional development,
mentoring programmes and career
support offered.

5. Ensure accessibility and
inclusion as core foundations

Accessibility and greater support enables
full participation for all, be it across
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physical venues, digital systems, or
communications strategies. Many PEls
emphasised inclusive language, imagery,
accessibility of websites and events, and
proactive campaigns. This highlights
communications as a near-term lever for
visible impact. Professional bodies should
ensure inclusive and accessible
communications and imagery become
standard practice.

EDI should feature visibly both as a topic in
its own right and as a lens applied to all
internal and external engagement,
shaping how the organisation presents
itself to members, the sector, future
professionals and society.

6. Nurture an intersectional
approach

An intersectional approach considers how
multiple, overlapping identities shape
experiences. It requires organisations to
seek feedback, reflect on lived experience,
and design policies, practices, and support
that address interconnected barriers and
needs.

Many PEls now have support in place for
multiple diversity groups including
disability, neurodiversity, ethnicity, LGBTQ#+,
and socio-economic background.

To build on this, organisations need to
move beyond headline demographics to
capture more nuanced, intersectional data
and to regularly listen to members’ and
staff experiences through surveys, focus
groups, or qualitative research. This
approach recognises that barriers are not
experienced in isolation, and timely EDI
interventions need to reflect messy, real-
world complexity.
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7. Strengthen sector leadership
in a changing environment

Sector leadership is essential to secure the
future talent pipeline and ensure
engineering and science continue to
inform government policy. PEls and
science bodies are well positioned to show
how EDI helps meet current and future
workforce needs, while providing a
collective voice to shape national priorities.

The 2021 benchmarking report
recommended creating a community of
practice, and we reiterate this
recommendation. PEls and science bodies
should use such a forum to regularly
exchange resources, learning, and insight
to amplify good practice and support
collective progress. This can particularly
benefit small organisations and individuals
working alone, while supporting PEls of all
sizes.

Given the increased scrutiny and
resistance to EDI in the current
geopolitical climate, organisations should
consider how their programmes may need
to evolve to sustain effective leadership on
EDI. Internally, this may include
communications to reaffirm values and
create a supportive, psychologically safe
environment for staff and colleagues be
affected by political changes.

Externally, organisations may need to
adapt approaches to reinforce their impact
and continue shaping and role-modelling
good practice in the sector.

A community of practice can provide a
collective voice for EDI, enable shared
navigation of external pressures, and
sustain visible leadership across the sector.
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Appendix A: Progression Framework overview

The Diversity and Inclusion Progression
Framework was developed in a collaboration
between the Royal Academy of Engineering
(the Academy) and the Science Council to
progress EDI across engineering and science
professional bodies. In 2024, the Framework
was reviewed and updated with input from
professional engineering institutions and
Science Council member bodies.

The need for the
Progression Framework

The STEM sector is not representative. This
means that engineering projects and scientific
inquiry are not serving all of society.

Furthermore, there has traditionally been a
lack of clear strategy, leadership and
accountability mechanisms around EDI among
professional bodies. This means that some
people feel unsafe and are unable to thrive in
the STEM sector.

Professional bodies — as those who set the
standards of professional competence — have a
responsibility to do more to create equitable,
diverse and inclusive environments in their
specialist sub-sectors.

Goals of the Progression
Framework

e To deploy the influence of professional
bodies in order to advance EDI in the
scientific and engineering professions.

e To move professional bodies towards
creating transformational change to the
culture and systems of their organisations.

e Success indicators are: use of evidence
(qualitative and quantitative data) to inform
improvement; high levels of dialogue;
collaboration and continuous learning;
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clear evidence of change in diversity,
individual behaviours and organisational
cultures.

This feeds into achieving key goals for EDI in
the engineering and scientific professions:

e A more diverse profession where everyone
belongs, with better retention.

e A sustainable profession drawing on all
talents to address skills shortages and
tackle existential challenges.

e Greater justice and fairer outcomes for
professionals.

e Aresponsible professional infrastructure
treating staff and members fairly

e More effective solutions and innovation to
meet the needs of diverse end-users.

Support for professional
bodies

The Framework aims to support professional
bodies to:

e Track performance and progress on EDI
against four levels of good practice, where
level one is the starting point and level four
the highest level of good practice (level
zero indicates an organisation has not yet
started to address EDI within a particular
area of activity, or it is not relevant).

e Structure conversations internally about
performance and progress on EDI.

e |dentify strengths and areas for
development.

e Plan next steps in making progress on EDI.

e Connect with and learn from other
organisations in the sector, sharing
successes and working to address
challenges on EDI.
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About the Progression
Framework tool

The Progression Framework is a unique tool
that helps professional bodies track and plan
progress on EDI across ten areas of professional
body activity.

Part one of the framework is a self-assessment
of progress in each of these ten categories:

1. Governance and leadership

2. Membership and professional registration

3. Meetings, conferences and events

4. Education and training, accreditation
and examinations (delivered by/for the
organisation)

5. Accreditation of education and training
(delivered by external providers)

6. Prizes, awards and grants

7. Communications and marketing (activities
that promote the organisation, its activities
and services)

8. Outreach and engagement (activities that
seek to engage and increase interest and
widen participation in STEM)

9. Employment

10. Monitoring and measuring.

Additionally, publishing is included as an
optional eleventh category, where relevant for
each participating organisation. This links to a
framework for action in scientific publishing
developed by the Royal Society of Chemistry.

The section assesses practice in relation to ten
functions against the five-level maturity model.
Participating organisations may also enter
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textual responses sharing evidence of their
progress, and planned next steps.

Too few responses were received to the
publishing category for sector analysis, so
publishing is omitted from this report.

Part two of the Progression Framework
comprises additional questions about progress,
challenges and next steps with free-text
responses.

Part three relates to diversity data. Collecting
and understanding diversity data is key to
identifying the specific EDI issues of an
organisation, targeting interventions, and
understanding the impact of EDI work. This
section comprises questions pertaining to:

¢ Which fields of data are collected, in each of
five sections of the Progression Framework
(as applicable to the organisation)

e The percentage response rates achieved

¢ How, and how often data is collected

e The uses made of any diversity data
collected

e Any barriers or challenges experienced in
respect of collecting, analysing and using
diversity data.

Further details of the Progression Framework,
and results from the 2021 benchmarking
exercise, can be found on the Royal Academy
of Engineering website at:

https://fraeng.org.uk/policy-and-

resources/diversity-and-inclusion-research-

and-resources/measuring-progress/diversity-

and-inclusion-progression-framework/
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Appendix B: Terminology and glossary

This report adopts equity, diversity and
inclusion (EDI) as its terminology when
describing the contents of the Progression
Framework and sector-wide results.

However, there are many different
terminologies commonly in use for diversity
and inclusion. In preparing this report we have
found that each organisation may use different
terminology, including

e Diversity and inclusion (abbreviated to
D&l)

e Equity, diversity and inclusion
(abbreviated to EDI or ED&)

e Diversity, equity and inclusion (DEI or
DE&I), and

e Equity, diversity, inclusion and
accessibility (EDIA or EDI&A)

e Equity, diversity, inclusion and
belonging (EDIB or EDI&B)

¢ Inclusion and diversity (1&D)

Where organisations are quoted in this report,
we have preserved the terminology that they
use. This means that you will find a variety of
terminology used in the report.
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Acronym Description

CRM Customer relationship
management system.
Professional bodies
commonly use these to
manage member data.

D&l Diversity and inclusion

DEIl and DE&I Diversity, equity and
inclusion

EDI and ED&I Equity, diversity and
inclusion

EDIA and Equity, diversity, inclusion

EDI&A and accessibility

HEI Higher education
institution

HR Human resources

KPI Key performance indicator

PEI Professional engineering
institution

SEND Special educational needs
and disabilities

STEM Science, technology,
engineering and maths

WCAG 2.0 Web Content Accessibility

Guidelines 2.0, an
accessibility standard.
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Appendix C: Methodology

Participating organisations of the Progression
Framework benchmarking exercise were asked
to self-assess their progress in each of the ten
categories of part one, and to complete the
additional questions in parts two and three.
Responses to the Progression Framework are
entered into a structured Excel spreadsheet.
These comprise numeric scores for each of the
ten parts, along with qualitative information,
for example about actions taken or next steps.

Depending on the organisation size,
completion of the framework is typically
carried out or coordinated by a leader
responsible for EDI. This may be the CEQ, a
member of the executive team, or a dedicated
EDI leader. For larger organisations,
contributions may be sought from staff across
the organisation functions.

Completed Progression Frameworks were
returned to Inclusioneering Limited
(www.inclusioneering.com), a social enterprise

supporting STEM organisations with diversity
and inclusion and inclusive innovation
consultancy.

Part one analysis: Self-
assessment

Part one comprises both quantitative and
qualitative data. The quantitative data
represents the self-assessed maturity levels of
the organisation, on a scale of O to 4. For sector
comparisons, the scores for all organisations
were combined to a single spreadsheet, to
calculate the median results for each of the ten
categories, the mean overall score, and
distribution of the overall score. Scores of zero
can mean either that work is not yet started, or
the section is not applicable. Unless comments
indicated that work was not yet started,
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sections with a score of zero were treated as
not applicable, and excluded from analysis.
The normalised overall score for each
organisation was calculated as the mean score
across each part of the Progression Framework
where a response was provided.

The sector-wide qualitative analysis comprised
three activities. Firstly, an analysis was carried
out to determine which criteria each
organisation has met for each level of the
Progression Framework. A python script was
used to extract this information from the
individual submissions into a unified
spreadsheet. Some data cleansing was
required to ensure consistency in the structure
of the data.

The second and third activities of this analysis
were to evaluate the comments entered as
‘Evidence’ and ‘Next steps’ for each of the
Framework categories. A python script was
written to extract all comments for all
organisations into tabular form to assist
thematic analysis.

All comments were tagged with one or more
‘codes’ to indicate the themes that it
mentioned. These themes were determined
inductively, informed by the contents of the
relevant Progression Framework category and
the consultant’s expertise with EDI.

The result of the thematic analysis is a count of
the frequency of themes, and a narrative
description of each theme.
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Part two analysis: Additional
qguestions

Part two of the Progression Framework
comprises qualitative questions about
challenges, progress and plans. The findings
are reported in section four of this report.

A python script was written that extracted the
part two responses from each organisation into
tabular form, combining all organisations’
results into a single spreadsheet for analysis.

A summary of sector-wide themes in the
responses for each question was created, with
some support of artificial intelligence. Privacy
settings were selected to prevent any data
from being shared with the Al provider, and all
Al suggestions were checked and incorporated
individually by a consultant, to ensure accuracy
and consistency with the part one findings.

Part three analysis: Review
of diversity data

Part three explores diversity data collection
methods and disclosure rates achieved. A
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python script was written to extract the
diversity data capture responses provided by
each organisation to a single spreadsheet for
analysis. This extracted a binary indicator of
whether each demographic for each category
was collected, and (if applicable) the disclosure
rate achieved for this. Some data cleansing was
required to ensure a consistent method of
indicating ‘yes' or ‘no’ to each data collection
point. In some cases, responses indicated more
than one disclosure rate for a demographic for
a particular category. This could happen, for
example, when a range of independent data
collection mechanisms were used. When this
occurred, the highest disclosure rate was
selected.

The resulting tables were used to create the
two heatmaps shown in section three of this
report, showing the number of organisations
that collect each demographic data type and
the average disclosure rates achieved.

The free-text questions about data collection
methods, analysis and reporting practices, and
barriers to data collection were coded by a
consultant to create categorical data and
narrative descriptions of each category. These
are also reported in section three of this report.
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Appendix D: Data tables

Table D1: Descriptive statistics for all participating organisations

L. .. 2017 Median 2021 Median 2025 Median 2025 Mean
Criteria Description
(n=35)! (n =40)2 (n = 45)3 (n = 45)3
1.01 Governance and leadership 2 2 3 2.6
1.02 Membership and prof reg 2 2 2 23
1.03 Meetings, confs and events 2 2 2 2.4
1.04 Education, training & exams 1 2 2 2.1
1.05 Accreditation of edu & training 1 1 2 2.0
1.06 Prizes, awards and grants 1 2 2 2.2
1.07 Communications and marketing 2 2 3 25
1.08 Outreach and engagement 2 2 2 22
1.09 Employment 2 2 3 2.7
110 Monitoring and measuring 2 2 2 2.1
Aggregate 17 19 23 23.1

12017 PF: presumed 20 science bodies, 20 PEls, and 5 both; giving 15 + 15+5 =35 (NB: n = 35 for 2017 as reported in 2021 PF)
22021 PF: reported 24 science bodies, 22 PEls, and 6 both; giving 18 +16 +8 = 40 participating organisations
32025 PF: reviewed 26 science bodies, 26 PEls, and 7 both; giving 19 +19 +7 = 45 participating organisations

Table D2: Descriptive statistics for PEl organisation type

Criteria Description 2017 Median 2021 Median 2025 Median 2025 Mean
(n=20) (n=24) (n =26) (n=26)

1.01 Governance and leadership 2 2 3 2.7
1.02 Membership and prof reg 2 2 2 2.4
1.03 Meetings, confs and events 2 2 2 2.5
1.04 Education, training & exams 1 1 2 2.2
1.05 Accreditation of edu & training 1 1 2 2.0
1.06 Prizes, awards and grants 1 2 2 2.2
1.07 Communications and marketing 2 2 3 2.6
1.08 Outreach and engagement 2 2 2 22
1.09 Employment 2 2 3 2.8
110 Monitoring and measuring 2 2 2 2.2

Aggregate 17 18 23 23.8

Table D3: Descriptive statistics for science body organisation type
Criteria Description 2017 Median 2021 Median 2025 Median 2025 Mean
(n=20) (n=22) (n=26) (n =26)

1.01 Governance and leadership 2 2 3 2.5
1.02 Membership and prof reg 2 2 2 2.2
1.03 Meetings, confs and events 2 2 3 23
1.04 Education, training & exams 1 2 2 2.0
1.05 Accreditation of edu & training 1 1 2 21
1.06 Prizes, awards and grants 1 2 2 2.2
1.07 Communications and marketing 2 2 3 2.5
1.08 Outreach and engagement 2 2 2 2.2
1.09 Employment 2 2 3 2.4
110 Monitoring and measuring 2 2 2 2.0

Aggregate 17 19 24 22.4
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Table D4: 2025 Descriptive statistics for all participating organisations (n = 45)

. ) 25% 75% B .
Criteria Mean Median . . Inter quartile range Min Max
percentile | percentile
1.01 2.6 3 2 1 1 4
1.02 23 2 2 3 1 1 4
1.03 2.4 2 2 3 1 1 4
1.04 21 2 1 3 2 o 3
1.05 2.0 2 1 3 2 (o} 4
1.06 2.2 2 1 3 2 1 4
1.07 25 3 2 3 1 1 4
1.08 2.2 2 1 3 2 o 4
1.09 2.7 3 2 3 1 1 4
110 21 2 2 3 1 (o) 4
Aggregate 23.1 23 16 30 14 6 39
Table D5: 2025 Descriptive statistics split by PEI organisations (n = 26)
. . 25% 75% . .
Criteria Mean Median . N Inter quartile range Min Max
percentile percentile
1.01 2.7 3 1 2 4
1.02 2.4 2 2 3 1 1 4
1.03 2.5 3 2 3 1 1 4
1.04 2.2 2 2 3 1 o 3
1.05 2.0 2 1 3 2 o 4
1.06 2.2 2 1 3 2 1 4
1.07 2.6 3 2 3 1 1 4
1.08 2.2 2 1 3 2 o 4
1.09 2.8 3 2 3 1 1 4
1.10 2.2 2 2 3 1 1 4
Aggregate 23.8 24 17 30 13 8 39
Table D6: 2025 Descriptive statistics split by science body organisations (n = 26)
L . 25% 75% . .
Criteria Mean Median . . Inter quartile range Min Max
percentile | percentile
1.01 2.5 3 2 3 1 2 4
1.02 2.2 2 2 3 1 1 4
1.03 23 3 2 3 1 1 4
1.04 2.0 2 2 3 1 o 3
1.05 21 2 1 3 2 0o 4
1.06 2.2 2 1 3 2 1 4
1.07 25 3 2 3 1 1 4
1.08 2.2 2 1 3 2 (o] 4
1.09 2.4 3 2 3 1 1 4
1.10 2.0 2 2 3 1 1 4
Aggregate 22.4 24 17 30 13 8 39
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Appendix E: List of participating organisations

The 2025 benchmarking had 45 participating organisations, which includes both

professional engineering institutions and science bodies.

We would like to thank them all for their participation.

Association for Laboratory Medicine

Association for Science Education

Institution of Mechanical Engineers

BCS, The Chartered Institute for IT

Institute for Systems Engineering

The British Institute of Non-Destructive
Testing

Institute of Measurement and Control

Institution of Royal Engineers

British Psychological Society

Institute of Materials, Minerals and Mining

The British Society of Soil Science

Institute of Physics

The Chartered Association of Sport and
Exercise Sciences

Institute of Physics and Engineering in
Medicine

Chartered Institution of Highways and
Transportation

The Institution of Structural Engineers

The Chartered Institution of Water and
Environmental Management

Institute of Water

Nuclear Institute

Engineering Council

The Operational Research Society

Energy Institute

Royal Academy of Engineering

EngineeringUK

Royal Astronomical Society

The Geological Society of London

Royal College of Anaesthetists

Institute of Animal Technology

The Royal College of Podiatry

Institute of Biomedical Science

Royal Institution of Naval Architects

Institution of Civil Engineers

Royal Meteorological Society

Institution of Chemical Engineers

Royal Society of Biology

Institution of Engineering Designers

Royal Society of Chemistry

The Institution of Environmental Sciences

Safety and Reliability Society

Institution of Engineering and Technology

Institute of Food Science and Technology

The Organisation for Professionals in
Regulatory Affairs

Institution of Gas Engineers and Managers

The Welding Institute

Institute of Mathematics and its Applications
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This report was prepared by Inclusioneering Limited for the Royal Academy of Engineering and the
Science Council.
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About Inclusioneering™

Inclusioneering Limited (registered number 13143525) is a UK-based Inclusive Innovation consultancy
dedicated to ensuring that technology is developed by and benefits every member of our diverse
society. Our mission is to advance humanity towards a more prosperous and fair future.

At Inclusioneering™, we equip innovative technology and engineering organisations to deliver
equitable, fair, and trusted solutions to the world’'s grand challenges. Our data- and evidence-based
approaches combine both quantitative and qualitative methodologies to foster diverse, equitable, and
inclusive cultures with focus and impact. Integrally connected with the innovation process, we enable
organisations to embed inclusion at every stage of product and service development, ensuring that
technological advancement is both responsible and equitable.

Our work is grounded in the latest research in organisational psychology and industry best practices.
Leveraging unique insights from the extensive research and experience of the Inclusioneering™
team, we ensure that our clients achieve measurable and impactful change, leading to equitable
outcomes by design of their products and services.

https://inclusioneering.com
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/w Royal Academy
@ of Engineering

The Royal Academy of Engineering creates and leads a
community of outstanding experts and innovators to engineer
better lives. As a charity and a Fellowship, we deliver public
benefit from excellence in engineering and technology and
convene leading businesspeople, entrepreneurs, innovators
and academics from every part of the profession. As a National
Academy, we provide leadership for engineering and
technology, and independent, expert advice to policymakers in

the UK and beyond.

Our work is enabled by funding from the Department for
Science, Innovation and Technology, corporate and university
partners, charitable trusts and foundations, and individual
donors.

Science
Council

The Science Council is a collaborative interdisciplinary
community of more than 30 professional bodies and learned
societies across the breadth of science. We work together to
inspire, develop, and support scientific professionals.

We are committed to professional recognition of the diverse
range of people working in all roles across the breadth of
scientific disciplines and applications. We believe that, by
raising standards of practice and encouraging innovation,
professional registration benefits the individual and society
and supyports the workforce our nations need.

Royal Academy of Engineering
Prince Philip House

3 Carlton House Terrace
London SW1Y 5DG

Tel: +44 (0)20 7766 0600
www.raeng.org.uk
Registered charity number 293074

Science Council
c/o Fora Space

71 Central Street
London EC1V 8AB

Tel: +44 (0)20 3434 2000
www.sciencecouncil.org
Registered charity number: 1131661
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