Gender pay
gap report 2018

Page 2

Gender pay gap report 2018

What is the gender pay gap?
A gender pay gap is the difference between the
average pay of men and women working for an
organisation.
It’s expressed as a percentage of the male pay to illustrate the
difference in how much men and women get paid. This is not
the same as equal pay, which is legislation to ensure that men
and women doing equivalent work, receive equal pay.
The law requires any company with more than 250
employees to publish its gender pay gap.
Ian McAulay
Chief Executive Officer

Diversity and inclusion
We’re committed to creating a diverse and inclusive workforce that
represents the communities we serve, and the skills each individual brings to
our organisation. Gender balance is at the heart of a sustainable workforce
and a key focus for Southern Water.
Last year, we stated the action we intended to take:
•	Ensure that our internal and external
recruitment processes, including the
way we choose and appoint the best
candidates, attracts both women
and men.

•	Ensure, where possible, that shortlisted
candidates support our commitment to
a diverse workforce that represents the
communities we serve.

•	Ensure that female employees are fairly
represented in our talent pipeline and
succession plans, and appropriate
development is introduced to enable
more women to achieve senior roles.

•	Continue working in our communities
to promote Southern Water as a great
place to work, e.g. promoting STEM
careers at local schools and events.

We’ve seen an increase in female
candidates and have appointed more
women in key roles.

Despite the increase in female applicants
and appointments, we know we have more
to do, and will continue to focus on
initiatives that attract candidates to apply.
We’ve taken active steps to make sure
that our talent pipeline has strong
female representation. We’ve also
introduced development interventions,
with one event designed solely for
female employees.
We’ve visited a number of local schools
and colleges to promote STEM careers to
young people. Schools are at the heart of
our communities so we want to encourage
more students to consider a career with us
when they leave education.
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Gender pay gap
We’re delighted that our salary pay gap has narrowed since our 2017 report.
This is largely due to talented female candidates being appointed to some of
our key roles, through external applications and internal promotion.
Gender pay gap
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Bonus pay gap
All Southern Water employees are eligible to receive a bonus providing they:
•	were employed no later than 31 December the preceding year
•	were still employed and not under notice on 31 March
•	have a satisfactory performance rating.
During the reporting period:

•	87.2% of male employees received a bonus
•	84.3% of female employees received a bonus.
This was broadly the same as the figures we reported in 2017. Although it reduced, we still saw a
large bonus payment gap in 2018. This is due to a high proportion of male senior managers
compared to female senior managers, despite an increasing number of women in senior positions.

Bonus pay gap
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How pay is distributed across the organisation
We’ve examined the mean distribution of pay by looking at the hourly pay
rate for all employees in rank order, then splitting the population into four
equal quartiles.
For each quartile, the number of men and women that make up our workforce in 2018 is broadly
the same as our 2017 employee profile:
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Overall, 28.1% of our employees are female. One of our ongoing challenges
is attracting female employees to our field and engineering areas in what is,
typically, a male-dominated industry.
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Summary and next steps
We’re pleased that we’ve reduced our pay gap by more than 2% since last
year, and that the initiatives we introduced for 2018 are starting to generate
results. But we acknowledge that more work needs to be done to continue
reducing the gap.
The bonus gap has marginally decreased this
year, but this may be partly due to the way
we’re required to report our results – part-time
employees receive their bonuses on a pro rata
basis, but the calculation for the gender bonus
gap doesn’t allow us to adjust these bonuses
back to their full-time equivalent level.
While we encourage both men and women to
work flexibly, the majority of our employees
who currently do are women (22%) compared
to 1% of men eligible for the bonus. We hope
this demonstrates that the family-friendly
initiatives we’ve adopted are working well.
A low proportion of women in the water sector
and STEM education remains a significant
challenge – women currently comprise just
17% of our water and wastewater roles.
Overcoming these challenges will require us
to work to change public perception around
gender roles in the workplace.

We’ll continue to encourage an inclusive
culture through:

•	promotion of agile and flexible working
•	publication of our family-friendly policies,
including flexible working and an active
return to work policy

•	leadership development and recruitment
with particular focus on how we can
encourage more women to be successful
in senior positions

•	further work to look at how we ensure our
recruitment policies and processes do not
contain bias

•	expanding diversity monitoring to ensure
the changes we’ve implemented around
gender pay benefit all employees and
continue to tackle any inequalities

•	development of a revised job architecture
which increases transparency around
promotion, development and reward – and
underpins all elements of reward including
pay, benefits and bonus.

I confirm that the information within this report was correct as at April 2018.

Ian McAulay
Chief Executive Officer
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