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Introduction
Welcome to this year’s Gender Pay Gap Report, which arrives after an
unprecedented year of change due to the impact of Covid-19.
In May this year I undertook the role of lead Board
Member for gender as part of Anglian Water’s longterm Inclusion strategy. I’m focusing our efforts on
gender inclusion which supports our Purpose - to
bring environmental and, crucially, social prosperity
to our region. We recognise that as an employer we
still have a gender pay gap and, as detailed in this
report, we are working hard on a number of fronts to
close that gap.
At Anglian Water we believe a holistic approach
needs to be taken when it comes to the gender
pay gap. Pay is important but cannot be judged in
isolation, and we are committed to being an excellent
employer for our female employees throughout
every aspect of their career with us. Our flexible

As a father to four daughters myself,
gender inclusion is something I take
very seriously. I truly believe in the
benefits of a diverse and inclusive
culture and ultimately we want to
see equal numbers of men and
women across all levels employed
at Anglian Water. Since taking on
the role of lead Board Member,
I have launched a series of
webinars featuring interviews with
inspirational female leaders from a
number of different sectors, which
has been incredibly well received.

Jason Tucker
Director of SD and CA
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working policy, part-time and job sharing options
and continued efforts to identify and champion
female talent in all areas of the business are just
some of the steps we are taking to ensure that the
women who work with us feel seen and supported,
and have access to progression within the company.
Over the last year our team has worked in challenging
circumstances to attract new female employees to
join Anglian Water and retain the talented female
workforce we already have. I’m incredibly proud of
their continued efforts to bridge the gender pay gap.
We know there is more that can be done and we are
committed to doing the work to make Anglian Water
a best-in-class employer for women.

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 they are 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.
Not only does the law require any company with more
than 250 employees to publish its gender pay gap,
but we think it’s the right thing to do and aim for full
transparency of our pay data. Anglian Water’s gender
pay gap on 5 April 2021 is set out below.

In line with the regulations, the set of employees in
scope changes from year to year, due to new joiners,
leavers and people who are taking time out of the
business for reasons such as maternity leave or a
period of sickness.

Mean gender pay gap 7.8 per cent

(up 2.1 per cent from 5.7 per cent in 2020)

Median gender pay gap 12.5 per cent
(up 0.9 per cent from 11.6 per cent in 2020)
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Why is there a
gender pay gap?
We have carried out a review of our pay to
understand why there is a pay gap and to identify any
issues that we need to address.

Nearly 40 per cent of our people have been with us
for more than 10 years and the majority of these are
men.

As previously reported, the majority of our workforce
is male and in the organisation we have a gender split
of 31 per cent female and 69 per cent male. We also
continue to have a higher ratio of men than women in
more senior positions. The water industry as a whole
is male dominated, particularly in operational and
engineering roles; however, through our continued
efforts, this is changing.

As more employees choose to retire, and due to
an increasing attrition rate as we start to emerge
from the pandemic, opportunities will open up for
new talent, including women. Our continued work to
attract women into our early careers programmes will
be key in achieving a significant shift in the gender
balance.

Most of our front-line technicians are men, in roles
which attract additional payments to cover the
demands of 24-hour cover. We have a low turnover,
which is good news and shows we are a good
employer, and this is supported by our having won a
number of awards, including Employer of the Year at
the Utility Week Awards for 2020.
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This year the pay gap has been impacted by one-off
exceptional bonuses. These were paid to a number
of employees across all levels of the organisation to
reflect their significant contributions to a number
of exceptional and unprecedented challenges faced
by the company due to the pandemic and extreme
weather events. As a higher ratio of recipients were
men, this contributed to an increase of 0.4 per cent
in the gender pay gap.

During the reporting period we have introduced
a new role framework which replaces our previous
15 pay bands, with the benefit of allowing simpler
pay and progression routes. We have divided the
framework into leadership and specialist streams
to reflect that progression can be due to either
professional development or leadership of teams.
Our starting level is Team Contributor which includes
our entry level, administrative and technician roles,
with the highest level including senior and executive
management.
We are pleased to report that 35 per cent of new
hires are women, which is a far higher percentage
than those who leave the company.
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However, we are typically seeing younger women
being hired into entry level roles at a higher rate than
more senior positions. This helps our overall gender
split, which is a positive step; however, it is also a
factor that has increased our gender pay gap for this
year. The percentage of female hires into senior roles
is lower, at 22 per cent, despite our placing greater
emphasis on advertising roles where we know more
women will see them, as detailed later in the report.
We will continue to focus on attracting women into
senior roles.

What are we doing
to close the gap?
We want to see an increase in the diversity of
our employees at Anglian Water, including equal
numbers of men and women. Our inclusion and
diversity strategy includes a focus specifically
on gender, and over the past year we have
continued to grow our Inclusion Community,
holding regular events.
We held an entirely virtual Inclusion Week in
September 2021, with a combination of external
and internal speakers and facilitators. Colleague
attendance was double that of last year and events
were attended by Management Board. Our external
speakers included Business in the Community’s
(BITC) Gender Equality Campaign Director Charlotte
Woodworth, who spoke about gender equality in the
workplace and positive actions organisations can
implement.
We were also joined by four-times Olympic
athlete Donna Fraser OBE, who shared her story of
overcoming challenges, maintaining focus in the face
of adversity and ‘believing and achieving’.
We have joined the Women’s Utility Network (WUN)
and representatives from Anglian Water took part
in the Institute of Water’s International Women’s

Inclusion Week guest speaker, Charlotte Woodworth
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Day event in March 2020. We have appointed a
Management Board sponsor for gender, Jason
Tucker, who is committed to leading and promoting
gender equality throughout the business.

Our CEO Peter Simpson gave a keynote address at
the Institute of Water’s Women in Water conference.
His speech highlighted the importance of an
inclusive culture and welcomed the shift towards
more women joining the water industry, with six
women CEOs in post as he spoke.
Anglian Water was named Employer of the Year
2020 at the Utility Week Awards. Two women in our
business were also recognised at the Water Industry
Awards: Jane Pilcher, Group Treasurer, was awarded
Woman of the Year, and Elysia Moore, Product
Manager, who started with us as an apprentice,
was awarded Rising Star of the Year. Anglian Water
was listed in the Glassdoor UK top 20 for work/life
balance and was also awarded the Royal Society for
Public Health’s Health and Wellbeing in Workplaces
Award 2021.
We continually review our policies and employee
community groups to ensure all employees feel
valued and welcome. We recently established an
informal menopause support group which has over
90 members.

Elysia Moore,
Water Industry
Awards Rising Star
of the Year 2020
Our Inclusion Community, a safe space to discuss all
aspects relating to inclusion, from gender to race,
religion, sexuality and a wide range of other areas,
has grown since its launch in 2020 and now numbers
more than 200 colleagues.
We also recognise that flexible working is important
to people throughout their careers for a variety
of reasons, including caring for others or bringing
up children. We offer a variety of flexible working
options including part-time, job sharing and shared
parental leave. Despite these being available to all
employees, our part-time workforce continues to be
predominantly female.

Inclusion Week guest speaker and four-times
Olympian, Donna Fraser OBE
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The number of men choosing to work part-time
remains very low, and in most cases our male
colleagues working part-time are moving towards
retirement. The proportion of male employees
working part-time has reduced since last year’s
report from 3 per cent to 2 per cent. The reduction
was partly caused by a number of male colleagues
moving to full-time work.
Our recruitment team continues to ensure that our
recruitment processes and efforts to attract new
employees work for women. In order to attract and
hire more women, our recruitment team uses gender
bias decoder technology to help us analyse and
make changes to language within adverts to ensure
wording isn’t male dominated. Our hiring manager
training has been reviewed to include unconscious
bias training. We review our pipeline and offerings
monthly to monitor demographics including gender
and ethnicity.
We also continue to develop the inclusion section
on our careers site, highlighting policies such as our
new Transgender and Domestic Violence policies and
sharing case studies from colleagues.
In the last year we have introduced new Aspiring
Managers training for existing employees. Of the
current cohort going through this training, 36 per
cent are female. Overall, 43 per cent of people on
our succession plans are female. We also regularly
review succession plans for all Strategic Leader and
Principal Specialist roles.
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For high-potential future Strategic Leaders and
Principal Specialists we offer two leadership
qualifications. Women represent 55 per cent of those
currently studying for the Institute of Leadership and
Management’s level 5 qualification and 27 per cent
of those currently studying for an MSc in Strategic
Leadership.

Supporting our female
workforce throughout
the Covid-19 pandemic
The pandemic brought with it extensive changes to the way we work.
One of the issues that was brought to the fore was that many female
employees had to balance increased responsibilities caring for children
or elderly family members alongside their role.
Our Flexible Working Policy was already in place to
support women who made the decision to move into
part-time roles, and the transition for those women
has been a successful one.
After the first lockdown in March 2020 we swiftly
implemented new policies to support remote and
flexible working. This included the option to work
flexible hours around family commitments, supplying
people with the right IT equipment to do their job
and toolkits with guidance on everything from
wellbeing to workstation set up. This benefited our
entire workforce, but we are particularly proud of
how it benefited women, who told us they often
needed more flexibility to meet family commitments,
particularly when faced with the challenge of home
schooling.
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We also launched an Employee Covid Fund in April
2020 with donations from colleagues who wanted to
support the Anglian Water family at the start of the
Covid-19 pandemic. Employees who were hardest hit
by the pandemic through a loss of partner’s income
or unexpected costs were encouraged to apply for
funds. Many used this to fund new IT kit to support
home schooling.
Like many other employers we are concerned about
the potential impact of the pandemic on the gender
pay gap in future years and will continue to monitor
the long-term outcomes.

Early careers
We are building for the future through our early careers programmes
for graduates, apprentices and interns.
Our Early Careers team works in a fast-paced,
challenging yet extremely rewarding area, focussed
on bringing in fresh talent and identifying those
with the right skills, attributes and behaviours to
add value to our organisation. We showcase Anglian
Water through careers fairs, insight events and
media, highlighting our values and opportunities.
We want to find people who align with our values and
behaviours: we Build Trust, Do the Right Thing and
are Always Exploring.
Our attraction and selection strategy encompasses
a future-focused selection process which moves
away from candidates’ past experiences and focuses
on their future potential. We feel that this supports
social mobility and a diverse candidate pool – all of
which helps create an inclusive and diverse workforce
at Anglian Water.
For graduate recruitment we have chosen to feature
women in operations in our job advertisements and
insight events, as we truly believe ‘if you can see it,
you can be it’. We have also ensured that there is
female representation at our assessment centres
and all the way through the recruitment process.
In addition, we have partnered with Sanctuary
Graduates, a leading graduate recruitment agency
specialising in social mobility. The campaign with
Sanctuary Graduates used the company’s own
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campus networks to attract a diverse population of
candidates. We also target groups on social media
channels such as ‘Women in Engineering’.
We have introduced a new situational judgement
test into our graduate recruitment process to
assess candidates’ potential to make decisions as a
manager in a variety of situations. This test is futurefocused and allows candidates to succeed based on
their leadership potential.

The most significant change we have implemented is
a new concept whereby we ask candidates to record
a video of themselves answering five questions set
by the hiring manager. This has replaced traditional
methods of selection such as telephone interviews
or interviews held on Microsoft Teams. We are really
excited by this new selection method, as it allows
candidates to prepare their answers, record their
video in a time that suits them and highlight what
they have learned during their research about our
company and programme, while bringing to life their
motivation for joining our organisation.
We recruit a high volume of operational apprentices
each year; these roles have traditionally been
dominated by male candidates. As previously
reported, we are keen to attract more women to
these roles, particularly in engineering.

Interns

We always have female representation at our
apprenticeship events to act as role models and are
also targeting schools and technical colleges where
we know there is an appetite for apprenticeships. On
our apprenticeship website we have gender-balanced
imagery and case studies.
In advance of our operational apprenticeship
recruitment campaign (beginning January 2022, with
new starters joining in August and September 2022),
we plan to host insight sessions enabling potential
candidates to learn more about the opportunities
available to them. We are collaborating with schools
and colleges to support mock interviews, mentoring
and CV writing workshops – all to support building
students’ confidence and promote employability
skills.

Graduates

In addition to this, we are reviewing our work
experience programme and how it will help and
inspire job seekers, while also bringing social
prosperity to the region we serve and creating a
potential pipeline of future candidates.
As a result of our activities, we are seeing a general
upward trend in the number of female hires into our
early career roles. This year’s intake of 10 interns is
50 per cent female and of our 6 new graduates 33 per
cent are female (up from 14 per cent in 2020). Our
apprentice intake is our largest group and as with
many other organisations these roles still tend to be
seen as far more attractive to men. Across 41 new
hires women represent 10 per cent; as mentioned
across the report we continue to look for ways to
encourage girls and women in to STEM careers
though our work with schools and highlighting the
achievements of our female apprentices.
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Apprentices

Education team –
STEM and Covid-19

The key purpose of our Education Team addresses two areas. Our
provision for primary schools aims to address unconscious bias, while
at secondary level, we encourage all young people to consider STEM
subjects when making GCSE and A-level choices.
The pandemic has had a significant impact on the
education sector. The team was determined not to let
Covid-19 stand in the way of its work to support students,
schools and the wider community and rapidly switched
to online delivery. Education colleagues produced a
suite of 12 online lessons to support our region’s parents
and teachers which achieved more than 7,000 unique
views. The 12 STEM lessons were designed to make home
learning accessible to all, including the option to print
out additional resources so that students could better
access the learning and concepts.
Virtual events have been delivered at LearnLives’ World
of Work Week, Stemtastic, Buildtastic, Northampton
University’s Women in STEM Event, Inspiring Norfolk and
the high-profile UK Youth Summit, where the education
and carbon teams joined forces to present a session on
the link between carbon and water.
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Work
produced
through
our online
lessons

Virtual interactive lessons for primary schools have
included sessions about water and water recycling
sessions. For secondary students, virtual sessions
offering experience of the workplace (known as VWEx
sessions) and mock interviews delivered with support
from staff across the business have ensured that
young people can still experience the world of work.
Key elements of the VWEx days are employability
skills and career opportunities. When working with
secondary schools in the Anglian Water region, we
involve whole year groups, which enables us to be
inclusive in our offer.
Close to 20,000 young people have benefited from
live interactive sessions in the year from April 2020
to March 2021.

Virtual experience of the workplace

56%

of secondary students
who participated
in 5 different VWEx
challenges were female.

For the Climate Change Challenge Day

67%

of students who
participated were
female.

In the other 4 WVEx
challenges the split was
approximately half and half.
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Meet some of our
talented team
Alice Stockdale,
Digital Apprentice
Alice joined Anglian Water in September 2020,
and is based in Wisbech, at the digital hub
office we’ve opened there to support the town’s
regeneration. Alice is studying for her level 4 Data
Analyst Apprenticeship right next door at the
College of West Anglia. She applied for the role
after studying computing at A-level. Alice is one of
six Digital Apprentices; of the six, two are female.
“Prior to this I was working shifts in the food retail
industry. Joining Anglian Water has given me the
chance to build a career in a great company. My
work is varied, and I get to earn as I learn with
my apprenticeship. Because of Covid-19 I have
been able to work and study at home, but even
when things return to normal my office is only 10
minutes away in the centre of Wisbech.”

This apprenticeship has given
me the opportunity to gain skills
invaluable to my career.

Claire Withers, Programme Manager,
Operational Excellence Programme
Claire has been working at Anglian Water for 16
years, starting in the Billing contact centre before
transitioning to an operational role as one of
Anglian Water’s first female network technicians,
later becoming a Water Regulations Performance
Manager. She has recently moved to a new role
as the Programme Manager for our Operational
Excellence Programme. She has watched the
culture at Anglian Water shift as the typically
male-dominated water industry becomes more
accessible to women: today, there are more
women than men in Claire’s team.

I was one of the first female
network technicians for Anglian
Water, out in the water network in
and around Lincoln.
“So, digging sump holes, digging out chambers,
turning mains on and off, talking to customers
on a daily basis about leakage and that sort of
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thing. What you have to do is spin things on their
head and look at what you can do, rather than
concentrate on what you can’t. I knew that some
of the valves were particularly hard,
so I made massive efforts to be as
friendly and as relaxed with the
gangs as possible. So, when I
needed their help, they were
more than happy to help.
“I’m proud to now be leading a
team of talented people – the
majority of whom are women –
to drive operational
excellence for
Anglian Water.”

Hayley Bruce, Leakage Hub
Tactical Manager
Hayley is the Leakage Hub Tactical Manager,
looking after four analysts to try and resolve issues
with leakage. Alongside her job at Anglian Water,
Hayley is an advocate with the Women’s Utility
Network, encouraging more women to consider
a role in the utility sector. She has found one of
the most difficult things about working in the
male-dominated water industry is overcoming her
own expectations and feeling comfortable and
confident enough in her own abilities to speak up.
“I’m an advocate for the Women’s Utilities Network
alongside my job with Anglian Water. We promote
jobs within the utility sector and aim to encourage
more women into the industry, not just in water
but across the sector.

Lots of women can have really
long and positive careers in
the industry, but I think at school
we’re not necessarily encouraged
as much as we should be that this
is the direction for us.

“I think one of the biggest challenges that I faced
at work to do with my gender has been overcoming
some of the barriers that I put in my own way. I
think women have a lot of self-built walls, or at
least I did. Joining the water industry, I’ve learned
a hell of a lot. It’s building my confidence up and
realising that I’ve got a voice and I can speak up.
Some of my male counterparts are a little bit
more forthcoming with their opinions than I might
be and it’s learning how to make my voice heard
without having to shout.”

Sarah Beattie, Maintenance Manager
Sarah has been working at Anglian Water for 24
years, starting on reception before eventually
ending up where she is now, as a Maintenance
Manager for Northampton. In her current role,
Sarah manages teams of reactive technicians and
planning technicians, keeping our sewage pumping
stations running smoothly and supporting the
maintenance of water recycling centres.
“I applied for a Customer Liaison Manager role, got
that, did that for two and a half years and then the
Maintenance Manager role came up and I got that.
Now for a girl that doesn’t know one end of a pump
from another, it just proves that you don’t have to
be technical, it’s how you manage your team.

I think in Anglian Water what
matters is that you’re the right
person for the job. It doesn’t
matter about your gender or
your culture or anything.
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“I think we should try to encourage young girls to
consider this as a career because having a mix of
men and women, it gives a different dynamic. Both
genders bring two very good skills to it.
“My friend’s daughter wants to come into utilities
because she’s grown up seeing me working here
and she really loves it. I think we should encourage
girls at 16 years old at school.”

Reporting on our
gender pay gap
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.
We are required to carry out 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.
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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
must 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.
We will keep the position under review in order to
eliminate these gaps 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.

17

Anglian Water Gender Pay Gap Report 2021

When comparing the pay quartile distribution
of our workforce to the gender pay data already
submitted to the Government in this reporting year,
we can see we have an overall average of 24 per cent
female representation in the two higher quartiles.
This is against a national benchmark at the time of
reporting of 46 per cent, reflecting, as described
earlier, that we have a higher number of men in more
senior and operational roles. This year we have seen a
slight rise in women in the lower quartile. Our gender
distribution across the quartiles has been broadly in
line with other water companies in previous reporting
periods.
Employees can obtain further details around our
approach to managing reward by visiting the Reward
pages on the company intranet or discuss with their
line manager.

Bonuses
There is also a gender gap between the bonuses paid to our male and female employees.

Mean gender bonus gap
(adjusted to remove impact of
part-time working) 13.1 per cent
Median gender bonus gap
(adjusted to remove impact of
part-time working) 0.9 per cent

As already reported, one reason for our bonus gap
is that the water industry continues to be maledominated and we have a low turnover of employees.
As a result, more men are eligible for long service
awards.
Another factor is that, as a proportion of the overall
reporting data, most part-time workers are female
(6 per cent, compared to 1 per cent of men working
part-time). Current government regulations do not
allow us to make calculations on a pro-rata basis to
take into account part-time working. With 15 per cent
of women in senior roles working part-time, and with
higher performance levels and bonus potential, if the
bonuses are calculated as a full-time equivalent this
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reveals a significant difference to the median bonus
amount for women. Overall, the mean gender bonus
gap would decrease to 13.1 per cent, and the median
would be almost eradicated to 0.9 per cent.
A key reason for the disparity between the mean
and median figures is that more women than men
continue to exceed their annual performance targets
(29 per cent as opposed to 23 per cent).
In the 12 months to 5 April 2021, 97 per cent of women
and 97.9 per cent of men received a bonus, including
additional payments for long service and other
payments. This is an increase on last year’s numbers.
In addition to more employees receiving a bonus, the
average bonus for both genders also increased by
equal proportion.
As mentioned earlier, almost three-quarters of
recipients of long service awards were men, and
typically they received £362 compared to women,
who received £326, reflecting lower service
milestones achieved. We are seeing a small shift
over time in these numbers, but it will be many years
before they level out.

As bonus calculations are directly linked to salary, the
impact of a higher proportion of women in lower pay
quartiles (as explained earlier in the report) filters
through to the bonus amounts paid; therefore, more
women will receive a bonus of a lower amount.
The one-off exceptional bonuses paid to a number
of employees, as mentioned earlier, did not meet
the Regulation reporting criteria for inclusion in this
year’s bonus reporting data, but will be reflected in
the bonus gap reporting data in next year’s report.
You can learn more about Gender Pay Reporting by
visiting www.acas.org.uk/genderpay

Declaration
I confirm that this statement is true to the best of my knowledge and belief.
Signed:
Susannah Clements,
Group Director of People
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