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Opening statement
“We see being inclusive as an integral part of being a 

responsible business. We value and support the diversity of 

thought and experience our people bring in to Anglian Water 

and believe this enhances the capability and success of our 

teams.

“We know that being inclusive helps us to be more innovative 

by bringing in and harnessing new ways of approaching our 

challenges, which enables us to be more agile and adaptable. We aim to reflect the diversity of the 

communities we serve, and as a responsible business we believe that this is part of our commitment to 

our region and the people who live here. 

“Gender pay gap reporting is an opportunity to increase transparency around our pay philosophy 

and acts as a starting point for greater transparency across other areas. In the two years of statutory 

reporting to date we have driven forward our ambition of eliminating the gender pay gap entirely in 

several ways. We know that this is the right thing to do for our colleagues and our customers.

“Having a highly skilled and loyal workforce means that we have low turnover. In the report we explain a 

variety of strategies we have implemented for increasing the number of women across the organisation, 

and particularly in leadership and STEM roles. We regularly review our overall strategy and approach 

to inclusion – including gender – with our Board. We’ve set a number of stretching targets and monitor 

the progress we are making, and we are looking at ways to translate these to personal targets where 

appropriate. Each member of our management team has accountability for a specific area of inclusion 

and Jason Tucker, Director of Strategic Delivery and Commercial Assurance, volunteered to support 

greater gender inclusion across the organisation. The areas Jason has been working on are included in 

the report to demonstrate the action we are taking.

“We are pleased with the progress made in the last 12 months and continue to work together to drive 

forward our inclusion strategy at all levels of the organisation.” 

Peter Simpson, CEO                                         Susannah Clements, Group Director of People

This report sets out the gender pay gap at Anglian Water; the reasons for it, progress 
we’ve made to reduce the gap so far and the further steps we are taking to close it.
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What is the gender  
pay gap?
The gender pay gap is the average difference between the pay of men and women working 

for an organisation. It is not the same as equal pay, where legally if men and women are 

performing equivalent work, they must be paid the same, or if not, we must be able to legally 

justify why there is a difference. We are confident that we comply with our legal obligations in 

relation to equal pay.  

The law requires any company with more than 250 employees to publish its gender pay gap. 

Anglian Water’s gender pay gap on 5 April 2019 is set out below.

 

Mean gender pay gap 5.9 per cent  
(down 0.7 per cent from 6.6 per cent 2018)
Median gender pay gap 11.0%  
(down 0.3 per cent from 11.3 per cent 2018)

This compares favourably with an independent review that reported the overall  
national mean pay gap for 2019 as 13.1 per cent and the median as 12.0 per cent.
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Why is there a gender  
pay gap?
We have carried out a review of our pay to look at how the gap has arisen and whether there 

are any issues we need to address. As previously reported, the underlying reason is that we 

have more men than women in senior positions. However, it is encouraging that our year-

on-year trend continues to see a small positive shift in these numbers. The water industry 

has traditionally been male dominated, with women under-represented in many professions 

such as engineering. The majority of our operational front-line technicians are still male, with 

these roles typically attracting additional payments to cover the 24-hour requirements, unlike 

other positions where representation of women is higher. While this is slowly changing, there 

are still fewer women than men studying STEM subjects (science, technology, engineering 

and maths) at school and university. This is an issue Anglian Water is helping to address. We 

want and need more women in our company, in our industry and in these professions. This 

report details some of the ways we are trying to make this happen. 

Many of our employees have been with the company for a long time. This shows we are a 

good employer to work for, as reinforced by our success as the Utility of the Year 2018 and by 

Glassdoor and many other national awards. Our recent Love to Listen employee engagement 

survey saw 81 per cent of respondents reporting that they are proud to work for Anglian 

Water, a figure which rises to 86 per cent for female employees. We also saw 89 per cent 

reporting a strong emphasis on delivering great service to our customers, rising to 94 per 

cent for women. Our people have a great store of knowledge that helps us provide a great 

service to our customers; an area where we continue to be ranked top across our industry. 

However, a low turnover limits the opportunity for new recruits – including women – to move 

into more senior roles. It also means that more men receive financial awards for long service, 

though this is starting to change because of the work we are doing to close the gap, as 

detailed later within this report. 

At present, and in line with last year, 70 per cent of our workforce is male. Up to 61 per cent of 

our people have been with us for 10 years or longer, with around 70 per cent of these long-

serving employees being male. This will provide opportunities in future, as we will start to see 

more men choosing to retire. Through targeted attraction we will see opportunities for an 

even greater number of women throughout our workforce. Nevertheless, it is still likely to be 

many years before we see a significant change in the gender balance.
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What are we doing  
to  
close the gap?
We want to see an equal number of men and women joining Anglian Water. 

Our ultimate aspiration is to employ an equal number of men and women across the company. 

Our Inclusion Steering Group has increased its profile across the business and regularly 

provides updates on progress it is making. We continue to ensure that our recruitment 

processes and our efforts to attract new employees work for women. This includes offering 

flexible working for most roles, something research shows is particularly valued by female 

employees. As a result of our inclusion strategy we’ve seen a slight increase in the number of 

women choosing to work part-time. This is good news; however, the gender pay calculation 

does not adjust for the difference in working hours and can lead to the perception of 

unfairness in pay reporting. 

We have attraction strategies focused specifically on increasing the number of women 

applying for our apprentice programmes. This sits alongside career development and training 

programmes to promote internal talent, because we recognise how important it is for people 

early in their careers to be able to see themselves in all levels of the organisation. 

In early careers we have seen a marked increase in applications from women, who made up 

41 per cent of intern applications and 37 per cent of graduate applications in 2018. The ratio 

further improves at hire stage, where 48 per cent of interns and 50 per cent of graduates 

hired were women. As part of our inclusion strategy, early in 2018 we took the decision to 

create a new board in the organisation with the intention of introducing greater diversity 

of thought to our company’s leadership population. Under the sponsorship of Jason Tucker, 

Director of Strategic Delivery and Commercial Assurance, we set out to find a diverse group 

of individuals from across the organisation who were early on in their careers. Rather than 

drawing on previous graduates, we wanted to gather people from all educational and socio-

economic backgrounds and from central and operational parts of the business.

48% Interns 18% 

52% Interns 2% 50% Graduates

50% Graduates

Part-time employees:

Female

Male

Interns hired Graduates hired
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Following a comprehensive assessment of over 100 internal applications we launched the 

Future Leaders Board in December 2018. We selected nine colleagues (five women, four men) 

to sit on this for an 18-month period. 

The Future Leaders Board is now working on three critical business challenges with full 

delegated authority from the Management Board and it is gaining real credibility within the 

organisation and externally. Two of our board members have also been invited to join similar 

boards being created by Business in the Community (BITC) and the Confederation of British 

Industry (CBI) and we are sharing our experiences across the industry.  

Our approach demonstrates enormous potential. The continuing development of women 

in their early careers at Anglian Water is critical to our talent pipeline and to our success 

through the next AMP. We’ve already seen women from the Future Leaders Board gaining 

promotion at a faster rate than male Future Leaders Board colleagues.

 We are also continuing to address the root cause of our gender pay gap by encouraging more 

women and girls to pursue STEM subjects and related careers, and to view us as a potential 

employer. Our education and recruitment teams are constantly engaging with schools and 

attending public events around the region to showcase the great opportunities we have, 

irrespective of gender. In just one visit to Wisbech around 250 girls between the ages of 7 and 

16 took the opportunity to learn more about STEM. They took part in a number of activities 

with a specific focus on helping raise their aspirations.
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Promotion and diversity  
of thought
In 2018 the business took the decision 

to reorganise, and as a consequence 

a number of business unit leadership 

teams changed shape, with some new 

teams created. Senior members of the 

People Team worked with the business 

unit directors to ensure female talent and 

employees who displayed diverse ways of 

thinking were considered when hiring into 

the new roles this created. One area that 

demonstrated the successful application 

of this approach was Strategic Delivery 

and Commercial Assurance. Jason Tucker 

said, “The newly formed business unit 

of Strategic Delivery and Commercial 

Assurance has taken the principles from 

the Alliances for which it is accountable. 

We endeavoured to be open, inclusive 

and focused on creating high-performing 

teams through ‘best for task’ selection 

processes.

“This led to the formation of a leadership 

team comprising of eight highly talented 

individuals, with an equal split of female 

and male (previously 60 per cent male) 

and when the team is joined by the 

business partners from support functions, who also play a role on the leadership team, this 

extends the team to having slightly more women than men.

“The age range across the entire team spans 20 years, which brings a wide range of 

experience and perspectives to the effective leadership of the business unit.” 
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Female talent
Sarah Underhill started her journey with Anglian Water in 2013 on the Water Resources 

Graduate Scheme. Prior to joining, Sarah studied geography at Leeds University, followed by 

a masters in Sustainable Water Management at Lancaster University. Despite being based 

in Chester, Sarah was attracted to the Water Resources Management Team at Anglian Water 

due to the specific water resources challenges our region faces now and in the future.

Her time on the graduate programme allowed her to gain insight into the operations of 

a modern water company. On completion of the programme, Sarah secured a role as an 

investment planner, where she was responsible for the financial and programme management 

of the water resources capital programme as well as providing specialist technical water 

resources advice to maintain the security of upstream water resources.

To gain wider operational experience in the business, Sarah took a secondment opportunity 

as an area service manager in Water Supply. In this role, Sarah was responsible for providing a 

focus on risk management, optimisation and asset stewardship; ensuring 

that water compliant for customer consumption was produced in 

the most efficient and effective manner.

Alongside her career progression, Sarah has been offered 

a number of development opportunities such as Lane 4’s 

Transforming Our Leadership course at Loughborough 

University. She has also completed her Institute of Asset 

Management certificate and participated in the first 

WaterAid Water Innovators programme, where Anglian 

Water won the overall competition. Most recently, Sarah 

became a member of the Future Leaders Board, with a 

focus on diversity and inclusion across Anglian Water 

and our Alliance partners.

Six years after beginning her journey with 

Anglian Water, with her work experience 

and development opportunities under her 

belt, Sarah applied for a senior leadership 

role in the Water Resources Management 

Team. She secured her current role as 

Asset Performance Manager earlier 

this year and now manages a small 
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operational team of 16 people. She is responsible for ensuring full operability of upstream 

raw water assets to maintain security of supply, with a focus on raw water asset performance, 

total expenditure investment and the development of asset management strategies.

Rose Wilkinson joined from Thames Water in June 2019 as Regional Manager IOS Water, a 

senior leadership role within our Water Supply Team. The IOS Water Alliance is an embedded 

alliance within the water business stream, delivering integrated capital solutions. 

This is a complex and challenging role involving an Alliance of four partners, with more than 

70 employees across our region. Rose has overall responsibility for ensuring the Alliance 

delivers efficient and effective capital solutions, ensuring we provide a first-class water 

supply for our customers. She delivers challenging programmes of work through effective 

management of her team and stakeholders. 

This is a fantastic example of how we have been able to attract  

high calibre women into roles that were previously performed by men.
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Some more detail
Any company with more than 250 employees is required to report its gender pay gap in 

accordance with the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017 (the 

Regulations). This statement has been produced with reference to the Regulations and 

the associated guidance issued by ACAS and the Government Equalities Office, entitled 

Managing Gender Pay Reporting.

The Regulations require all organisations to make calculations based on employee gender on 

an annual basis. We will complete our annual calculations by using our existing HR and payroll 

records. All employees can confirm and update their records online or by contacting the HR 

Team at Lancaster House, Huntingdon. 

We are required to carry out six calculations that show the difference between the average 

earnings (as defined by the Regulations) of men and women in our organisation. This does not 

involve publishing individual employees’ data.

The results can be used to assess:

•  the levels of gender equality in our workplace

•  the balance of male and female employees at different levels

•  how effectively talent is being maximised and rewarded.

In determining remuneration for employees we have to balance:

• the economic environment within which we operate

• recruitment and retention pressures

• market forces

• performance both in relation to individuals and the overall business. 

• geographical issues, which can also influence remuneration.

There are many objective reasons for pay differentials such as seniority, experience, location 

and in a small number of cases, personal pay protection. The important point in any pay 

system is that it is fairly and equally applied considering these different factors.
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Our workforce is split across fifteen pay bands and as part of our review of remuneration and 

pay practices we considered each pay band. The majority slightly favour men and just two 

favour women, including the band which includes our highest paid employees. Of those which 

favour men, two have a pay gap over 10 per cent, with one of these gaps (in our highest band) 

eradicated when you compare total compensation rather than just pay. This reflects some 

changes made within our Leadership Team and amendments to our senior manager bonus 

arrangements earlier this year. 

We will keep the position under review to prevent these gaps widening and to eliminate them 

over time. We act to address individual pay gaps and regularly review our policies, procedures 

and practices to ensure they are fair and reasonable.

As required, we have divided our workforce into four quartiles: the lower, lower middle, upper 

middle and upper quartile pay bands. The table below shows the proportion of men and 

women as a percentage of full pay relevant employees within each quartile. 

When comparing the make up of our workforce to the Government benchmark we can see we 

have an average of 23 per cent female representation in the two higher quartiles, against a 

benchmark of 47 per cent. This reinforces the statement made earlier about having a higher 

number of men in more senior roles.

Employees can obtain further details about how we intend to tackle our gender pay gap by 

talking to their line manager or visiting the pay and benefits section on the company intranet.

Quartile Number of full pay 
relevant employees Percent Females Percent Males

Lower Quartile 1115 43% 57%

Lower Middle  

Quartile
1115 28%  72%

Upper Middle  

Quartile
1115 17%  83%

Upper Quartile 1115 30% 70%
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Bonuses
There is also a gender gap between the bonuses paid to our male and female employees.

Mean gender bonus gap 22.0 per cent 
(down 1 per cent from 23.0 per cent 2018)
Median gender bonus gap -1.5 per cent 
(down 2.4 per cent from 0.9 per cent 2018)* 

*The minus figure indicates that, when calculated as a median,  
our gender bonus gap favours women. 

A key reason for the disparity between the mean and median figures is that more women than 

men exceed their annual performance targets (38 per cent as opposed to 30 per cent). This 

is especially true of women in senior roles, who are paid more and receive a correspondingly 

higher performance bonus. In senior roles the percentage of women with an above average 

performance rating is 74 per cent, compared with men at 57 per cent.

23.0%

Mean gender pay gap

Median gender pay gap

22.0%

0.9%

-1.5%
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Our review found gender bonus gaps that favoured women in one of our 15 pay bands, and 

men in the remaining 11. In those that favour men, most bonus gaps are small, with two 

calculated at between 25–35 per cent, where there are both genders in the band.

As mentioned above, one reason for our bonus gap is the traditionally male-dominated nature 

of the industry and our low turnover of employees, which means more men are eligible for 

awards linked to long service.

In addition, 18 per cent of our female and just 2 per cent of male employees work part time. 

The Regulations do not allow us to make calculations on a pro-rata basis to take account of 

part time working. If they did, the number of pay bands where the mean bonus gap favoured 

women would increase to two, while those that favoured men by 25–30 per cent would 

increase to three. With 9.7 per cent of women in senior roles working part-time, and with 

higher performance levels and bonus potential once the bonus is pro-rated, this makes a 

significant difference to the median bonus amount for women. Overall, the mean gender 

bonus gap would increase to 25.2 per cent, and the median would widen in favour of women to 

-6.3 per cent. 

Unlike previous years, in the 12 months to 5 April 2019, 98 per cent of employees – irrespective 

of gender – received a bonus, including additional payments for long service and other 

payments. As mentioned earlier, over two-thirds of recipients for long service payments were 

men and typically they received £441 compared to women who received £318, reflecting lower 

service milestones achieved. Although the overall percentage of employees receiving a bonus 

is very similar, the average bonus amount has increased for women, and decreased for men 

(compared to last year’s report). 

While the average male bonus amount is still 15 per cent higher than the female bonus 

amount, the bonus gap has reduced from 24 per cent since last year’s reporting data.

You can learn more about Gender Pay Reporting by visiting  
www.acas.org.uk/genderpay

I confirm that this statement is true to the best of my knowledge and belief.

Signed: 

Susannah Clements, 

Group Director of People


