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The gender pay gap is not about equal pay 
for men and women doing the same job. 
We have a single pay and grading structure 
for all employees and use market-
benchmarked rates for all roles.  We have 
robust processes in place to ensure that 
pay is reviewed fairly for all employees.
Over the last few years, we have been 
striving to improve diversity at all levels 
and across all types of roles within our 
business. We’ve done this by:
 ›  establishing our Gender Equality 

Network in 2015 to provide role 
models, mentoring and opportunities;

 ›  working with partners like Teach  
First and ‘all about STEM’, Forward 
Ladies and North West Women’s 
Network to influence younger women 
into careers within utilities;

 ›  targeting diverse shortlists and 
attraction campaigns for our apprentice 
and graduate schemes; and 

 ›  promoting our award-winning women 
as role models across the organisation.

At United Utilities, 
we value diversity 
and believe in 
providing equality 
of opportunity.

64% 36%

62% 38%

Workforce profile
 Overall (5,392 employees)

Executives (8 employees)

Our overall workforce profile is predominantly 
male, which is typical within the mining, energy 
and water supply industry that consists of 80% 
men.  We remain committed to improving our 
gender balance, however with a long service 
workforce we recognise that this will take time 
to change.

Source: ONS employment by industry survey, August 2017
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“ We continue to promote our 
award-winning women as role 
models across the organisation.”
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National median

Our median

Our mean

18.4%

15.9%

13.1%

Median and mean gender pay gap

We are encouraged that our gender pay 
gap is below the national average but 
acknowledge that this will require our 
ongoing commitment to close the gap.

Pay gap

We explain why...
We have a higher proportion of men at 
more senior levels within our organisation 
and more men in higher-skilled and 
higher-paid roles. Within our top five most 
populated operational jobs, 97% are men. 
These roles are typically paid a premium 
in recognition of working conditions and 
unsociable working hours. 

Our action plan focusses on how we 
challenge tradition and attract more 
women into these, currently, male 
dominated roles.

“ We have a clear strategy 
and actions in place to 
close our gender pay gap.”

Source: ONS, October 2017 figures
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54%
46%

5.4% pay gap1

Lower quartile

Upper middle quartile

Lower middle quartile

Upper quartile

28%

72%

0.2% pay gap1

31%

69%

3.4% pay gap1

3.7% pay gap1

30%

70%

1 Median gender pay gap

 % of male and female employees 
in each pay quartile

We explain why...
Within the lowest quartile, we have a near-even gender split. However there is still a gap because 
there are more men in our operational roles, which attract higher salaries and premiums relating 
to the working conditions, and more women in customer service type roles, which attract lower 
salaries in the market. 

The gender split within our other three higher-paid quartiles is male-dominated which highlights 
one of the main drivers for our overall gender pay gap.   
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Bonus Gap

Our mean 
bonus pay gap

17.2%

35.1%

Our median 
bonus pay gap

Median and mean bonus gender pay gap

For this reporting period, 91.7% of males and 94.4% 
of females received a bonus payment. Levels are 
less than 100% as the eligibility criteria requires a 
minimum level of service to be completed during 
the bonus year and therefore some new starters 
may not be eligible.

Employees at all levels participate in our bonus 
scheme. The company performance measures 
are the same for everyone and make up the 
majority of the bonus, with the remainder 
linked to personal performance.

We explain why...
Similar to our gender pay gap, our bonus 
gap is mainly driven by there being a greater 
proportion of men in more senior roles. Other 
factors are:

 ›  more women work part-time, and because 
calculations are based on actual bonus pay 
paid, only the pro-rata amount is included; 
and

 ›  long term incentive payments are included 
in the calculations which apply only to 
senior level employees where there are 
more men.
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What we’re doing to close the gap

We are committed to improving our overall 
approach to diversity and in particular reducing 
our gender pay gap. Following the review of 
our pay and bonus gap, we are focusing on the 
following: 

1.  Reviewing how we attract and 
recruit to increase the number 
of women joining United 
Utilities at all levels and types 
of work. We’re doing this by:

 ›  evolving and building our 
employer brand to attract more 
women;

 ›  building relationships with 
external organisations like 
Teach First to help target and 
attract women with a focus on 
the STEM-based roles;

 ›  evolving our recruitment 
processes to eliminate 
unconscious bias and 
measuring and gathering 
insight into when and why 
women drop out through the 
application process;

 ›  committing to recruitment 
shortlists which have diverse 
candidates for all roles; and

 ›  putting the spotlight on our 
female ambassadors to help 
inspire and attract talent.

2.  Focusing on how we develop 
our female talent to increase 
the number of women in 
senior positions and strengthen 
succession pipelines. We’re 
doing this by:

 ›  reviewing our employee brand 
across the employee lifecycle 
to retain and provide a working 
environment that meets female 
requirements;

 ›  challenging our talent 
development programme 
lists to ensure there is a 
representative gender split; and

 ›   growing our employee and 
ambassador networks to give 
our women a stronger voice.

Steve Mogford
Chief Executive Officer
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3.  Leading from the top on a 
commitment to change.  
We’re doing this by:

 ›  supporting more of our 
talented women into 
succession to our senior 
leadership positions by 
joining more than 60 leading 
companies in a national 
mentoring scheme;

 ›  challenging our supply chain 
base through our procurement 
processes to share their 
own approach to improving 
diversity; and

 ›  developing and producing 
quarterly metrics against 
business areas to provide focus 
and measure success.

We have a clear strategy and 
actions in place to close our gender 
pay gap and we will report on 
progress annually. We will continue 
to evolve and adapt our plans 
to meet our current and future 
female talent needs. 

I confirm the data reported is 
accurate. 

Steve Mogford
Chief Executive Officer

“ Closing the 
gender pay gap 
is a challenge 
for most 
organisations but 
the benefits are 
really big. The 
senior leadership 
team here at 
United Utilities 
understand this 
and are leading 
a much more 
honest and direct 
conversation on 
gender equality”

Lucy Dowley,
Chair of the United Utilities Gender  
Equality Network
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United Utilities Group PLC United Utilities Water Limited United Utilities PLC

Number of relevant employees in 
employing entity

5,392 5,125 267

Median gender pay gap (%) 15.9 15.2 16.7

Mean gender pay gap (%) 13.1 12.3 36.7

Proportion of males and females in 
lower pay quartile (%)

46.4/53.6 47.1/52.9 26.2/73.8

Proportion of males and females in 
lower middle pay quartile (%)

68.8/31.2 69.1/30.9 60.0/40.0

Proportion of males and females in 
upper middle pay quartile (%)

72.4/27.6 72.7/27.3 58.5/41.5

Proportion of males and females in 
upper pay quartile (%)

69.8/30.2 71.2/28.8 60.0/40.0

Median gender bonus gap (%) 17.2 17.6 33.8

Mean gender bonus gap (%) 35.1 26.1 71.9

Proportion of males receiving a 
bonus payment (%)

91.7 91.4 97.8

Proportion of females receiving a 
bonus payment (%)

94.4 94.0 100.0

Gender pay report by business entity

Within United Utilities Group PLC there are two employing companies. The vast majority of our 
employees are employed by United Utilities Water Limited (our core water and wastewater services 
business) with only a relatively small number employed by United Utilities PLC (typically our most 
senior employees and those working in central functions).
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