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‒ DE&I Committee approaches and best practices 
of development and current progress by the 
Water Environment Federation’s New York State 
member association, the NY Water 
Environment Association (NYWEA). 

‒ Context of how this work intersects with other 
professional spaces.

Overview 
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About NYWEA 

NYWEA was founded in 1929, by professionals in the 

field of water quality as a non-profit, educational 

organization. 

Association members helped lead the way toward 

existing state and national clean water programs. 

NYWEA is made up of seven (7) geographic chapters.

Today the Association has over 2,700 members 

representing diverse backgrounds and specialties, 

but all are concerned and involved with protecting and 

enhancing our precious water resources.

Each chapter has its own Board of Directors, and 

carry out their own technical and social programs 

throughout the year.
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Timeline

SEPTEMBER 2019

NYWEA Diversity & 

Inclusion Task Force 

created

SEPTEMBER 2020

NYWEA D&I Task Force 

makes recommendation

to the Board

OCTOBER 2020

NYWEA D&I Task Force is 

elevated to Diversity, 

Equity, & Inclusion 

Committee. Calls for 

committee sign-up are 

issued

JANUARY 2021

DE&I Committee meetings 

commence bi-weekly, 

through present day

FEBRUARY 2022

Launch of InFLOW 

(Introducing Future 

Leaders to Opportunities in 

Water) Program

SPRING 2023

DE&I is a standalone topic for 

conference abstract 

submissions
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OCTOBER 2020 –  PRESENT 

The mission of the NYWEA DE&I Committee is to further opportunities for diverse 

and multidisciplinary representations in the water/wastewater industry by 

growing the level of engagement through NYWEA events and programs, support 

student and young professional participation, and collaborate with cultural and 

professional organizations/societies through networking, professional development, 

education, mentorship and leadership opportunities. 

The DE&I Committee also supports exposure to water quality careers and 

leadership opportunities to underrepresented populations. 

NYWEA Diversity, Equity, & Inclusion Committee

Guiding 
Vision

The guiding vision of the DE&I Committee is representation to progress toward an 

equitable future in our communities through the water/wastewater industry, 

incorporating and appreciating the unique experiences and challenges we face.

Mission
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OCTOBER 2020 –  PRESENT 

NYWEA Diversity, Equity, & Inclusion Committee

1

‒ Foster a sense of belonging among all members of the water sector. Work with program committee to ensure there is 
content for all. Review NYWEA events to ensure that they are truly inclusive for all. 

2

‒ Assume responsibility to make the InFLOW program a success. Establish contacts at schools, community orgs, create 
background materials, form criteria for participants, and develop activities for participants at NYWEA events. 

3

‒ Encourage operator engagement. Explore the challenges and seek answers to the general lack of engagement of 
operators within NYWEA (beyond Ops Challenge). 

4

‒ Encourage engagement and look for partnerships with other professional organizations that represent 
underrepresented populations.

5

‒ Seek partnerships with community organizations in underrepresented neighborhoods and among underrepresented 
populations (community boards, youth groups, churches, NGOs, etc.) 

6

‒ Promote Equity within Civil Service (addressing barriers to entry, visibility of announcements, and availability of exam 
preparation materials)
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New and innovative 
ideas from diversity of 

lived experiences

Accountability (Intent 
vs. Impact)

Culture of Belonging

Avoid unintended 
nepotism in Civil 
Service process

It’s the right thing to 
do, and smart thing to 

do

“Why” 
THE VALUE OF DE&I
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Data, Metrics, & 
Best Practices

Conference / 
Workshop 

Programming

Content, 
Communications, 

Storytelling
InFLOW

Member & 
Cross-Committee 

Engagement

DE&I Committee: Focus Areas of Action
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Introducing Future Leaders to Opportunities in Water
is a program to enhance diversity, inclusion, and 
belonging in the water workforce.

NYWEA InFLOW

This scholarship opportunity engages 
participants in WEF programs and events to:

Solidify their interest in 

working in the water sector.

Increase opportunities for 

employment and long-term

 success working in water.
                         
                     

TWO TRACKS

CareerTech STEMpath
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Identifies scholars enrolled in undergraduate/graduate degree programs from 

historically underrepresented groups

NYWEA InFLOW
STEMPATH FOR STUDENTS

‒ Prep – Networking 101

‒ Assigned mentor from the NYWEA 
DE&I Committee

‒ Guide through the Technical Sessions

‒ Join our water industry network

‒ Panel Session + Q&A

‒ One-year NYWEA membership

‒ Scholarship/stipend

‒ Tour of Newtown Creek WRRF and Nature 
Walk

‒ Community & Visibility 

Launched at the NYWEA 2022 Annual Meeting
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Partners with community-based organizations to expose scholars (age 18+) in 

job readiness programs to the variety of career possibilities in water quality

NYWEA InFLOW
CAREERTECH FOR THE WORKPLACE 

‒ Assigned mentor from the NYWEA DE&I 
Committee

‒ Guide through the Technical Sessions

‒ Panel Session + Q&A

‒ Free NYWEA membership

‒ Scholarship/stipend

‒ Tour of local WRRF

‒ Behind the scenes view of the Operators 
Challenge

Launch at the 2022 Spring Technical Conference with Onondaga Earth Corps



12



13

Discussions & Observations

Share our stories!

Member survey feedback – conduct and 

belonging

Equity in the abstract submittal process

Meet & Greet / Landing platform for groups

Compelling programming and cases that aims to 

increase the pipeline of a more diverse students 

and professionals interested in the water sector 

and environmental science

Promote diversity in committee leaders, 

publications, programming, and conference 

speakers and support substantive programming 

to address DE&I/EJ issues

Instead of trying to fit DEI topics into PE credit 

under the traditional route, is there room for them 

as Ethics?

Foster a sense of 

belonging among all 

members of the water 

sector. Work with 

program committee to 

ensure there is content 

for all. Review NYWEA 

events to ensure that they 

are truly inclusive for all. 
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Discussions & Observations

Implement for both the Annual Meeting and 

Spring Meeting 

How to reach non-traditional communities to 

engage in InFLOW 

Establishing contacts at the college level, 

vocational schools, job corps

How do we maintain engagement so that this is 

not just a one-off conference visit, but a real 

pathway to a career?

Event series – work with the host 

university/organization to organize a series of 

local events: treatment plant tours, green 

infrastructure tours, introduction to Civil Service 

workshop, presentations from private firms, etc.  

Committee members to be assigned mentors 

for InFLOW participants. This includes 

developing relationships before the 

conference. 

Assume responsibility 

to make the InFLOW 

program a success. Establish 

contacts at schools, create 

background materials, form 

criteria for participants, and 

develop schedules and 

evaluations for participants 

at NYWEA events. 



15

Discussions & Observations

Perception of Operators – identifying our own 

biases and checking them at the door

‒ Operators are leaders, mentors and protectors of 

environment and public health

Rethink/rebrand how we present NYWEA to 

operators AND their employers (Utility execs).  

Increase awareness of operators to get involved in 

NYWEA - Many don't know they're NYWEA 

members under "Utility Memberships" 

Retired/experienced operators that want to 

give back - connect for formal mentorships

Feedback from recent Operator survey: want 

more content appealing to them; feeling 

restricted in decision making, leadership 

opportunities

Encourage operator 

engagement. Explore the 

challenges and seek answers 

to the general lack of 

engagement of operators within 

NYWEA (beyond Ops Challenge). 

Focus on historically 

underrepresented ethnic and 

racial groups and broader 

category of historically 

underrepresented groups 
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Discussions & Observations

Partnerships with NYWEA Committees and 

Regional Chapters

NYWEA Committees co-ownership of  DE&I 

Committee Charges

Get NYWEA chapters involved in maintaining 

contact with the local branches/chapters/sections 

of other organizations; AWWA, NSBE, SHPE, IEEE, 

unions

Encourage engagement 

and look for partnerships 

with other professional 

organizations that 

represent 

underrepresented 

populations. 
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Discussions & Observations

Workforce Recruitment 

Create educational materials that utilities and local 

NYWEA chapters will use with community orgs

Potentially a separate sub-group: partnering with 

community organizations

Which schools to engage and support for public 

outreach

Partnership goals

‒ Job placement/community engagement

‒ Communicating what we do as an industry

‒ Better service communities – what issues do they 

face

Community-based EJ organizations to invite to 

conferences and events – discuss the connectedness of 

our work

Seek partnerships with 

community organizations 

in underrepresented 

neighborhoods and among 

underrepresented 

populations (community 

boards, youth groups, 

churches, etc.) 
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Discussions & Observations

Implicit bias in the Civil Service exams.

‒ An attendee poll from the panel indicated that 50% 

hear of civil service opportunities through word of 

mouth/friends & family. 

‒ Civil service access and in general, increase of people 

heading towards water careers, may overlap with 

potential community organization outreach

‒ Underserved and under-resourced populations may not 

know much about civil service opportunities

Discussed rebranding operator titles and what that 

would entail

Talk about how conversing with other public outreach 

efforts of the DE&I committee and other committees in 

general could help generate a grass roots effort to 

inform specific sectors of the population of these civil 

service opportunities.

Frequency of exams being given 

Balance traditional vs. equivalent work experience

Promote Equity with 

Civil Service (addressing 

barriers to entry, visibility 

of announcements, and 

availability of exam 

preparation materials) 
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2020-2022 

Accomplishments

Pilot launch of 

NYWEA InFLOW 

at 2021 Spring 

Conference

JEDI Workshop (hybrid) 

featuring topics on 

Unconscious Bias and 

Neurodiversity
(November 2022)

We are one of 

the first WEF 

MAs to have 

executed both a 

STEMpath and 

CareerTech 

InFLOW track!

~10-12 active 

members

NYWEA DE&I Committee 

Introduction and Civil 

Service Panel Discussion 

at 2021 Spring 

Conference 

DE&I themed discussion 

and activities during 

opening session of 

NYWEA 2022 Spring 

Conference

10 STEMpath 

scholars committed 

to February 2023 

InFLOW

InFLOW STEMpath and 

CareerTech tracks at the 

NYWEA 2022 Winter 

and Spring 

Conferences

Spring 2022 

Clearwater

Mag – Water 

Equity theme

Maintained bi-weekly 

(2x/month) meeting 

schedule

Incorporated WEF's DE&I toolkit/fact sheet 

resources available on the NYWEA website 

(DEI Fundamentals, Bias, LGBTQ+, 

Microaggressions, Racism, Inclusive Leadership, 

Inclusive Leadership Behaviors)

Winter 2020 

Clearwater Mag 

– DE&I theme
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‒ Finalizing committee leadership succession 
planning process – leaders in waiting, 
mentorship, preparation

‒ DE&I Committee Presence at NYWEA Technical 
Specially Conferences – relevancy of the 
technical topics to DEI/EJ

‒ Emerging Leaders Development Training – 
guided roundtable discussions

‒ Recommendations to NYWEA Leadership: 
‒ Include relevant WEF DE&I Toolkits in NYWEA 

moderator, speaker, and committee leadership 
welcome packets

‒ Equity in conference abstract process
‒ How do we engage with members & organizations 

that have not written an abstract or presented before

What’s ahead for 2024 and beyond
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‒Collaboration with other MA committees 
and member groups

‒ Ideas for further deep dive:
‒ Partnership with Membership and/or 

Programming Committee to welcome first time 
attendees or members

‒ Planning on how to make all DE&I Toolkits an 
active tool for discussion and learning. How can 
this be facilitated in the conference space?

‒ Develop a full-day water leadership program at 
one of the main conferences

‒ Roundtable affinity/allyship group discussions at 
NYWEA conference (similar to WEFTEC)

What’s ahead for 2024 and beyond (cont.)
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https://www.nywea.org/SitePages/About/default.aspx 

WEF DE&I Toolkit/Factsheets

https://www.nywea.org/SitePages/About/default.aspx
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Our committee charges / 

goals all intersect

Intersecting Goals

• Flexibility as a committee

• How do we make the most of it?

• Shared goals with other 

committees

Volunteers Have Limited Time

Policies can have 

unconscious/implicit bias

Unconscious Bias

Hold organizations 

accountable – DE&I work 

cannot be siloed

Accountability

Lessons Learned / Observations

• People industry 

• Passionate culture

• Core Values and Philosophy

• Allyship

• Accountability

• Courageous Conversations

Keywords

Make DE&I / JEDI become 

personal for you

Operationalizing equity

 (internal, as an organization)

Equity in Infrastructure 

design / Water Equity Practice

Compelling Storytelling

•

•

•
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Lessons Learned / Observations (continued)

• Collaboratively develop agreed meeting norms 

• Develop committee agreements

Facilitating Inclusive Meetings

• Meeting agendas and minutes 

• Bi-weekly occurring meetings has worked. Keeps 

people connected and accountable

• Use breakouts for collaborative problem solving and strategizing

• Elevate diverse voices

Plan Meetings that Encourage 

Participation and Contribution

• Develop norms for acknowledging contribution

• Manage the room

• Periodically stop to check-in with member

Actively Facilitate the Meeting
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How to Shift Leadership Behaviors in Support of DEI

Understand your position and relative 

power dynamics.

Every interaction with another person or group of 
people creates relative power dynamics. Be aware 
of what your position and power is in any given 
situation. Use these dynamics to address DEI in the 
way you lead.

Listen to understand.

Inclusive leaders listen to all the voices in the room 
in order to understand the concerns and challenges 
of others. A leader may not agree with everything 
they hear, but they respect that everyone has a right 
to have and voice their own opinion.

Examine your own biases.

To have bias is to be human, but that doesn’t 
mean you have to let bias unconsciously drive 
your decisions. Take time to familiarize yourself 
with your own biases. Simply reminding yourself 
and others about bias can mitigate
negative impacts of it.

Integrate new practices.

and behaviors into all aspects of your work. 
Incorporate DEI values into your personal approach. 
Examine written policy, protocols, agreements 
through a DEI lens. Are they adequate, or should 
adjustments be made?

Act as a challenger, dissenter from 

traditional behaviors.

There is both a moral imperative and a 
business case for DEI at WEF—”water is life” for 
all of us. WEF leadership has made the 
commitment to challenge the status quo.

Invite Engagement - No one is the expert all the time. 

Continually speak to the value of incorporating a diversity of thought and voices, 
and act on it. Whether the meetings you’re participating in or hosting are virtual or 
in-person, plan in ways to invite engagement from the largest number of 
participants. Host group breakout sessions virtually or in person. Develop online 
polls to get a quick read of a large virtual room.

Act as an upholder – 

a facilitator and an 

example of inclusive 

behaviors

As a leader, it’s important to 
be outspoken about what you 
do and why in your role. down 
processes to hear from more 
people, or taking time to do 
quality outreach in order to 
build a diversified work group 
or team.

(Credit: WEF DE&I Toolkit)
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Call to Action
‒Drive DE&I and 

Environmental Justice in 
Your Areas

‒ Creating your own DE&I / 
EJ committee or practice 
within your chapter, 
member organization, or 
utility

‒ Employee Resource Groups 
(ERGs), Employee Impact 
Groups (EIGs), Affinity 
Groups

‒Storytelling and exercises 
→ Compelling for others 
to be an advocate
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Source: Value of Water Workforce Diversity Toolkit

https://thevalueofwater.org/workforce-diversity-toolkit/toolkit-downloads  

https://thevalueofwater.org/workforce-diversity-toolkit/toolkit-downloads
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Q&A / Discussion 

What is the change you want to see in 

the industry, workplace, professional 

association?
?

What are the tools I need to develop 

an MA in my state/region, EIG/ERG, 

Equity/EJ Practice at my organization?
?

What are Challenges/Opportunities in 

this space??

If I receive pushback from creating a DE&I 

committee, how do I respond?
?

What keywords from the presentations in this 

session speak to you??
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walt.walker@tylin.com

212.693.9577

www.linkedin.com/in/waltwalker/ 

PRESENTER CONTACT INFO

Get in Touch!

Walt Walker, PE, ENV SP
- Vice President, Equity Practice Leader

- Chair, NYWEA DE&I Committee 
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