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This report is prepared by Affinity Water Limited (“Affinity Water”) under the Equality 
Act 2010 (Gender Pay Gap Information) Regulations 2017 (the “Regulations”).

The Regulations require employers with 250 or more employees to publish 
information relating to the gender pay gap in their organisation. In particular, 
employers are required to publish:

• the difference between the mean and median hourly rates of pay paid 
to male and female employees; 

• the difference between the mean and median bonuses paid to male 
and female employees; 

• the proportions of male and female employees who receive bonuses; and 

• the relative proportions of male and female employees in each 
quartile pay band of the workforce.

This report is based on a snap shot of our workforce on 5 April 2018. On this day, 
we had 1,435 employees; 62% male employees and 38% female employees. 
We are proud that Affinity Water benefits from having so many loyal employees; 
our average length of service remains at 10 years.

We held our first International Women’s Day on 8 March 2019. The theme for 
this day was #BalanceforBetter, the worldwide campaign calling for a more 
gender balanced world. Affinity Water showcased its commitment by hosting a 
breakfast and panel discussion, celebrating the achievements of women in the 
company, and supporting them to achieve their best, benefiting us all. Some 
quotes from the day have been included throughout this report.

Affinity Water confirms that the gender pay gap information published in this 
report is accurate.

Pauline Walsh Joanne Smith 
Chief Executive Officer Director of HR

About this report

62% male employees and 
38% female employees 

1,435 
employees

64% male employees and 
36% female employees

1,365 
employees

Lucy Hurst, Yana Waller, Abbie Worsley, Liz Warrington, Nush Panchal: HR Team

We will strive for gender balance by promoting our broad range of career 
opportunities to all people, and work alongside our stakeholders to actively 
encourage inclusivity and strong working relationships at all levels.
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Hourly rates of pay
The difference between the mean (or average) hourly rate of pay of our male 
employees and that of our female employees is 22.5% (2017: 24.8%).

The difference between the median hourly rate of pay of male employees and 
that of female employees is 27.8% (2017: 28.6%). The median hourly rate of 
pay is the middle value when rates of pay are placed in numerical order.

Lauren Schogger: Programme Director – Change

Our analysis suggests that these differences are attributable to factors 
which are common to our industry. These factors include: 

• more male employees in senior roles

• more male employees in roles where allowances are paid that 
relate to the working patterns of their roles.

I commit to leading and developing those around me to achieve a healthy 
work-life balance, being successful in your career and having a positive family life.

22.5% 24.8%
2018 2017

27.8% 28.6%
2018 2017

Jake Rigg: Director of Communications, Communities and Corporate Affairs 

I am proud to be chair of the Inclusivity Board.



2018 Gender Pay Gap Report   Affinity Water Limited 3

Bonuses
All of our employees are eligible to receive a bonus based on company performance. 
The difference between the mean (average) bonus paid to our male employees 
and that paid to our female employees is 63% (2017: 63%). Our analysis suggests 
that this difference is attributable to more males being employed in senior roles 
which provide the opportunity for significantly higher potential bonus awards 
than those applicable to less senior roles.

The proportion of our male employees who received a bonus is 81% (2017: 74%) and 
the proportion of our female employees who received a bonus is 76% (2017: 76%). 
To be eligible for payment of a bonus, employees must be employed at the end of our 
financial year. Our analysis indicates that the difference is due to differences in the 
timing of male employees and female employees joining and leaving the business.

The difference between the median bonus paid to our male employees and that 
paid to our female employees is 0% (2017: 0%). The median bonus is the middle 
value when bonuses are placed in numerical order. There is no difference between 
male employees and female employees, reflecting the company-wide bonus 
scheme we operate which rewards most employees according to the performance 
of the business rather than individual or team-based performance.
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63% 63%
2018 2017

81% 76% 74% 76%

2018 2017

0% 0%
2018 2017

Sara Roden: Safety Health Environment Quality Director

I will work with local schools to be a more visible face of women in 
the water industry.
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Pay quartiles
We have ranked the hourly rate of pay for each of our male and female 
employees in order from lowest paid to highest paid. 

The proportions of male and female employees in the lower, lower middle, 
upper middle and upper quartile pay bands are shown on the right. 

This shows we have more male employees than female employees in higher 
paid roles and more female employees than male employees in lower paid roles. 
The number of female employees on the Affinity Water Executive Team has 
increased from 0% to 25% in the last 3 years.
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It’s important we have a diverse and inclusive workforce so that we can be 
innovative and constructively challenge the status quo. I will commit two 
days a month to mentor other people to help them achieve their goals.

Fiona Waller: Head of Water Quality Services
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We are continuing to work to understand in more detail the reasons behind 
our gender pay gap, so we can identify actions we need to take. 

We have introduced gender monitoring so that we can identify and respond to 
any trends in the proportion of males and females applying for roles and being 
recruited, and the proportion of males and females leaving the organisation 
and their reasons for leaving.

We would like to further enhance this to include trends in the following areas:

We are keeping our arrangements for flexible working under review and will 
continue to seek ways to enable more of our employees to balance work and 
personal commitments through technology. We also proactively advertise 
vacancies on job boards aimed at attracting employees returning from career 
breaks, as well as removing gender bias and ensuring neutrality in our job adverts.

We will also continue to identify how best we can partner with third party 
organisations to promote the water industry as an employment option to girls 
and women in education, including STEM (science, technology, engineering and 
mathematics) organisations.

We are pleased to announce that Affinity Water has worked with the Energy & 
Utilities Skills Partnership and has joined the sector’s Inclusion Commitment.

the proportion of male employees and female employees 

applying for and obtaining promotions;

the number of male employees and female employees in each 

role and tier of the organisation;

take-up of flexible working arrangements by gender and level 

within the organisation;

the proportion of male employees and female employees who 

return to their original job after a period of maternity or other 

parental leave; and

the proportion of male employees and female employees in post 

a year on from their return to work after a period of maternity or 

other parental leave.

“At Affinity Water we are committed to building 
a more inclusive culture, allowing every member 
of our workforce to bring their true selves to 
work, to enable them to thrive and to reach their 
full potential. We have a vision to be the UK’s 
leading community-focused water company. 
By committing to inclusivity we ensure that 
our company and its values best reflect the 
communities we serve and allow us to be 
world-class in what we do.”

Pauline Walsh: Chief Executive Officer 
Affinity Water Limited

What are we doing to close our gender pay gap?

BonusesAbout this report    Hourly rates of pay Pay quartiles What are we doing to close our gender pay gap?


