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This will ensure we can not only better understand 

and respond to their needs - but also achieve our vision 

of earning the trust of customers every day. 

It allows for new ways of thinking from a wider talent pool, 

which is both necessary and the right thing for a modern 

business providing the most essential of services, to rise 

to today’s challenges while also preparing for the future.

As one of the biggest employers in Wales, we recognise 

we are in an influential position and should lead by example 

to create an inclusive culture that helps everyone feel that 

their contribution is valued and that they are able to reach 

their full potential - regardless of gender, age, race, disability, 

language or sexual orientation. 

For this report, the gender pay gap is defined as the overall 

median and mean gender pay and bonus gap (based on 

hourly rate of pay at the snapshot date of 5 April 2017 

and bonuses paid in the year to 5 April 2017) regardless 

of role or seniority. 

It is important to note this is different to the principle 

of equal pay - where all men and women at Welsh Water 

receive equal pay for performing equal work.

At Welsh Water, we believe 
in creating a workforce 
that is truly diverse and 
gender-balanced and fully 
reflects the customers 
and communities we serve. 
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AS ONE OF THE BIGGEST  

EMPLOYERS IN WALES,  

WE RECOGNISE WE ARE  

IN AN INFLUENTIAL POSITION
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The profile of our workforce is male-dominated and reflects 

the water, mining and energy industry that is made up 

of 80% men.* 

We want more women working in Welsh Water and our efforts 

to date detailed later in the report, have resulted in 39% of new 

starters in the year ending 31 March 2017 being women. 

*ONS employment by industry survey, August 2017

WORKFORCE 
PROFILE

TOTAL (3,207 employees)

71% 
MALE 

29%
FEMALE 

EXECUTIVE (11) BOARD (10)

73% 
MALE 

27%
FEMALE 

70% 
MALE 

30%
FEMALE 
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WE WANT MORE 

WOMEN WORKING 

IN WELSH WATER
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Why is there a gender pay gap?

The main reason is we have more men than women in senior positions which are in higher 

pay grades within the company, and also more men in operational and engineering jobs 

which often attract higher salaries and premiums relating to required skills and unsociable 

working conditions.

This is a common issue in workplaces generally, including the water industry, which have 

been traditionally male-dominated, and with professions like engineering where women 

are under-represented. This is changing slowly and we are proud to be playing our part  

in helping to address this issue.

Our gender pay gap is much lower than the current
national average but we are fully committed to reducing 
this further until there is no gender pay gap between 
men and women.

GENDER 
PAY

18.4%

7.5%

NATIONAL MEDIAN GAP

OUR MEDIAN GAP

NATIONAL MEAN GAP

OUR MEAN GAP

17.4%

5.8%

MEDIAN 

The difference between 

the midpoints in the 

ranges of men’s and 

women’s pay

MEAN 

The difference between 

the average of men’s 

and women’s pay
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WE ARE PROUD TO BE PLAYING  

OUR PART IN HELPING  

TO ADDRESS THIS ISSUE
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Within the lowest quartile, we have more women than 

the company average (29%). In this group we have more 

men in operational roles, which attract higher salaries and 

premiums relating to working conditions, while there are 

more women in customer service and administrative roles 

which generally have lower salaries. 

The gender split within our three higher-paid quartiles 

is broadly stable, with a higher than average proportion 

of men and this is one of the main drivers for our overall 

gender pay gap. 

Through a range of initiatives, we are committed to closing 

these gaps as soon as possible.

PERCENTAGE OF MALES 
AND FEMALES IN EACH 
PAY QUARTILE

QUARTILE 1 QUARTILE 2 QUARTILE 3 QUARTILE 4

61.9% 
MALE 

38.1%
FEMALE 

73.1% 
MALE 

26.9%
FEMALE 

76.7% 
MALE 

23.3%
FEMALE 

74.1% 
MALE 

25.9%
FEMALE 

The distribution of men and women is shown in pay 

quartiles which are calculated by splitting the workforce 

into four equal sized bands, based on hourly pay from 

the highest (Top Quartile) to the lowest (Lower Quartile). 

The percentage of men and women is calculated for 

each band.
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THROUGH A RANGE OF  

INITIATIVES, WE ARE COMMITTED  

TO CLOSING THESE GAPS  

AS SOON AS POSSIBLE
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BONUS
GAP

Our company bonus scheme gives all eligible employees 
a stake in delivery of our performance during the year. 
The scheme includes performance measures that are 
the same for everyone, with managers’ and the Executive 
Team’s bonuses also linked to personal performance.  

Our mean bonus gap, like our gender pay gap, is mainly 

driven by the fact we have a greater proportion of men 

in more senior roles.  Also, with more women working 

part- time, their bonus pay is calculated pro-rata. As the 

gender pay gap reporting regulations do not allow for the 

pro-rated nature of a bonus payment to be taken into ac-

count, this impacts on the bonus gap.

With no median bonus gap, we know that we are 

rewarding our people who are eligible for a bonus equally. 

For this reporting period, 86.1% of men and 73.9% of 

women received a bonus payment (not all colleagues receive  

a bonus as it depends on completing a minimum length 

of service during the performance year).  

The proportion of women receiving a bonus is lower than 

men because a higher percentage of women are in certain 

roles which can mean they are sometimes ineligible to 

receive a bonus within the scheme rules. Also, a higher 

proportion of new starters are women is a consequence 

of our efforts to recruit more women into the company. 

These women will generally be eligible for bonus payments 

in future periods. 

OUR MEAN GAP 

OUR MEDIAN GAP

14.1%

0.0%

MEDIAN 

Difference between the midpoints in the ranges of 

the bonuses paid to men and women 

MEAN 

Difference between the average of the bonuses paid 

to men and women
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WITH NO MEDIAN BONUS GAP,  

WE KNOW THAT WE ARE  

REWARDING OUR PEOPLE  

WHO ARE ELIGIBLE FOR  

A BONUS EQUALLY. 
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Education 

Every year, we welcome 

15,000 pupils to one of our 

Discovery Centres while also 

visiting an additional 41,000  

pupils in over 350 schools 

to help them learn more 

about Welsh Water and 

what we do. 

These sessions, linked to 

the national curriculum 

and focusing on science, 

technology, engineering 

and maths (STEM) related 

activities, are aimed at 

changing  perceptions 

of our industry and making 

young people aware of 

career opportunities within 

the company. 

WHAT ARE 
WE DOING

STEM in schools

Only 11% of the UK 

engineering workforce 

are women. As a result 

we work with Engineering 

Education Scheme Wales 

(EESW) on their ‘Girls in 

Engineering’ project. 

This targets young girls 

in secondary schools and 

gives them an opportunity 

to spend a day with Welsh 

Water colleagues, promoting 

different career options 

open to them through 

engaging activities 

and showcasing female 

colleagues and their journeys 

into STEM careers.

Women leaders 

We support initiatives like 

International Women’s Day 

(March) and International 

Women in Engineering 

Day (June) by inviting 

colleagues to hear an 

inspirational female speaker 

while providing a networking 

opportunity for colleagues 

who often work remotely 

and don’t get the opportunity 

to meet.  

These sessions provide a 

useful insight for female 

colleagues to learn, share 

ideas and build relationships 

which support their work 

and that of the company. 

Apprentices 
and Graduates 

Attracting and retaining 

talented people is key - and 

our rebranded recruitment  

campaign for graduates 

and apprentices, What Are 

You Made Of? has led to 

a 29% increase in the 

number of female 

applications, with the 

highest total applications 

ever of women applying to 

join Welsh Water in 2017. 
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EVERY YEAR, WE WELCOME  

15,000 PUPILS TO ONE OF  

OUR DISCOVERY CENTRES
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We know our people are crucial 
in helping us deliver the service 
our customers expect and deserve.  

We have made good progress in recent years to promote 

diversity across all levels and all types of roles within our 

company. This was acknowledged in 2017 when we were 

named Employer of the Year by the Welsh equality charity, 

Chwarae Teg. 

NEXT 
STEPS

EMPLOYER
OF THE YEAR2017
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Providing training  
We will provide a 

programme of diversity 

and inclusivity training 

for all our people, giving 

them the tools they need 

to embed inclusivity in our 

day-to-day activities and 

strategic thinking. 

This will help ensure all our 

people are aware of our 

zero-tolerance approach to 

any form or harassment or 

discrimination.

Promoting diversity 
We will support activities 

to ensure we retain existing 

talent and continue to 

attract new female talent 

to develop and pursue 

STEM careers at Welsh 

Water - including through 

our award-winning 

apprentice and graduate 

programmes.   

We will continue to support 

women throughout their 

careers at Welsh Water. 

Working in partnership  
We will continue to work, 

learn and benchmark 

ourselves by partnering 

with leading academics 

on gender equality and 

organisations such as 

Chwarae Teg and Women 

in Science and Engineering 

(WISE) and pledging to 

support initiatives such as 

the Equality and Human 

Rights Commission’s 

Working Forward 

campaign.

Engaging young people  
We will use our Education 

Outreach programme to 

support workshops that 

provide young people with 

key skills that are relevant 

to our business, through 

our dedicated Welsh 

Baccalaureate resource. 

We will encourage our 

leaders and aspiring 

leaders to mentor female 

participants to help 

develop their interest 

in working in our industry. 

However, we recognise we have more to do and have 
set out a specific action plan over the next 12 months 
to become a more inclusive workplace by: 
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Chris Jones  Linda Williams
Chief Executive  Director of Human Resources

We confirm that the information in this report is accurate 

and prepared in accordance with the Equality Act 2010 

(Gender Pay Gap Information) Regulations 2017.




